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Abstract 

The Hawai’i State Department of Education envisions that all teachers will participate in a 

comprehensive three-year induction program at the beginning of their careers. This study investigates what this 

experience is like for beginning teachers. Furthermore, this study looks at the positive outcomes of the program 

and proposes ideas for implementation in the Norwegian Education System’s mentoring program, which is just 

underway. This study considers the factors that contribute to a successful mentor-mentee relationship. Using a 

mixed-method design, the researcher conducted an electronic survey and interviews, together with an analysis 

of retention data. This study used convenience sampling, and the sample consisted of twenty-three teachers 

from kindergarten to high school. The survey and interview measures included in-depth questions that allowed 

the participants to provide the researcher with better information about the induction program. Along with the 

theory researched in the literature review, the study revealed certain strategies that work better than others. In 

particular, the findings showed that most of the participants were happy with their mentor and that they felt they 

had received useful guidance during their first years of teaching. The research will provide the Norwegian 

education system’s mentoring program with helpful information about the importance of a good relationship 

between a mentor and a mentee for a beginning teacher, who wishes to remain in the profession.  
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The Benefits of the Hawai’i Induction Programs for the Norwegian Education System 

While some beginning teachers acclimate naturally into their new role; others can find this experience to 

be stressful and challenging. There is a lot to learn, and the learning curve spikes in their first weeks in the 

classroom. An area of concern for new teachers is whether they will get the help and support they need and if 

they will get it in time. For some, it might be that they do not connect easily with their students; for others, they 

realize the challenges ahead are brand new experiences; and for others, there are many more reasons for feeling 

overwhelmed.  Does it help to have a mentor who guides you closely for the first few years, or are there other 

factors that play a part in integrating a new teacher? Having a mentor is supposed to aim to ensure the best 

possible transition between education and occupation, safeguard the graduates, help them reflect on their 

practice, enable them to master educational challenges in practice, and prepare them to network and ensure the 

quality of the school (Uleberg, 2018). The first years as a teacher are important ones. They build the foundation 

for the rest of teachers’ careers, and provide them with direction as they embark on their careers as educators.  

Still, some new teachers leave after their first year. According to Ingersoll, Merrill, Stuckey, and Collins 

(2018), about 44.4% of teachers leave after their first year because they are dissatisfied. Data from 2015-2019 

shows that around 50% of teachers in Hawai’i, and 33% of Norwegian teachers leave their jobs within their first 

five years. (Drewes, 2019, Hollup and Holm, 2015). There could be many reasons why teachers in Hawai‘i 

leaves within their first years, and one of them could be that they get paid $5,000 less than the national average 

(Drewes, 2019), and the teachers are paid the lowest in all of the United States, according to McCann (2019). 

When you compare the salary relative to the cost of living, the State of Hawai’i comes in last place (Missouri 

Economic Research and Information Center, 2020).  

Another reason why teachers in Hawai’i leave within their first five years could be because they feel 

isolated living and working on a remote island in the middle of the Pacific (Schuler, 2017). Other reasons could 

be frustration with the pressure of turning in high scores from testing and test results, academic shock from 
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seeing what they had been taught at university versus what is expected from them in the classroom, low respect 

from the community from people looking down at the teaching profession, and feeling useless when they meet 

students with challenging diagnoses or other challenges with the families of their students.  

Many reasons or a combination of reasons may contribute to a sense of unhappiness in teaching 

(Delaney, 2016), which then may increase the desire for teachers to leave the profession. Factors contributing to 

teachers’ decision to leave the profession include low salaries, too much pressure on national testing and 

performance, and the lack of resources. Another reason why teachers leave could be that there are not enough 

qualified mentors and not enough teachers in the first place. According to Hawaii State Teachers Association 

(HSTA, President Corey Rosenlee, "because of the shortage [of teachers], we are taking students who have not 

completed their degrees and sticking them into the classroom. That is the worst thing you can do. If you don't 

have the experience, then you tend to burn out and want to leave" (Drewes, 2019). Substitute and emergency 

hire teachers are not authorized to be appointed a mentor to prepare them for the classroom, and they have 

already burned out.  

Mentoring is a proposition designed to ensure the safety and classroom management of the newly 

appointed teachers. Within the mentoring relationship, between the mentor and the mentee, there should be 

room for reflection and healthy development through a flexible and confidential interaction. Every new teacher 

deserves guidance from someone more experienced to make their latest chapter as teachers a smoother 

transition. Merely assigning new teachers a mentor like the age-old “buddy system,” does not meet the needs of 

new educators.  

There should be requirements to find mentors suited for the role. There are necessary characteristics a 

mentor should have, such as caring, reliability, integrity, confidentiality, and positivity by nature, which then 

establishes that mentoring in the school is not for all teachers. Mentors should have the ability to communicate 

clearly and positively, observe teaching, and discuss objectively without being judgmental. Furthermore, a 
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mentor should have the ability to plan teaching and provide guidance. Being an excellent teacher and role model 

in this regard involves following up with the mentee and providing support and assistance as needed. The 

mentor must be flexible, a staff developer, and skilled when it comes to communication, and finally, a good 

example for new teachers and other mentors.  

The HIDOE (Hawaii State Department of Education) states that the vision for its teacher induction 

program is that every beginning teacher will participate in a comprehensive three-year induction program and 

that the program engages beginning teachers in a system of support that includes working with a highly-skilled, 

trained instructional mentor to accelerate teacher effectiveness and student learning. The purpose of such an 

induction program is to improve the retention of quality teachers in the profession and strengthen teacher 

leadership (HIDOE, 2020).  

Similarly, the Norwegian Directorate for Education and Training, which is the executive agency for the 

Ministry of Education and Research, is responsible for the development of primary education for teachers in 

Norway (Udir, 2017). According to The Directorate, they offer support and guidance for new teachers in their 

first-year teaching by inviting them to six one-day conferences throughout the year, and the government gives 

financial aid to each school to spend on mentoring their newest employees. In some way or another, there has 

existed a mentor system for new teachers in Norway since 2009, but even with the development of better 

policies and years of experience, there were still four out of ten beginning teachers who weren’t  receiving 

mentoring as of 2016 (Skjong, 2019).  

For this research paper, the focus is on what defines being a good mentor for new teachers by looking at 

the definition and origin of the word 'mentor', and looking at how having a mentor for a new teacher might 

increase their chance of wanting to stay in their profession longer. It will look at how the goals of the HIDOE 

for new teachers compare to the reality of how new teachers experience their new job. Furthermore, the study 

will look at what the Norwegian schools can learn from Hawai'i so that they may succeed on their own. Norway 
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has a proposal for new teachers to receive mentorship and guidance. Still, the actual outcome is vague because 

it is up to individual schools to decide what kind of offer to provide their new employees, which then 

determines the relative success and retention of these new teachers. 

The review of related literature in the subsequent paragraphs will examine why there is a need for 

mentorship for new teachers in the first place. Secondly, it will look at the benefits of an induction program, and 

lastly, what criteria have to be followed by both the mentor and the mentee for there to be a successful 

development of new teachers. Statistics from the US and Hawai’i will be examined and literature done by other 

researchers will be presented.  

  Calling oneself a mentor or coach does not make one so, any more than calling oneself a genius makes it 

so. According to Pask (2007), it is behavior that distinguishes an individual as a mentor. Thus, in order to write 

about how mentors can alleviate the stress levels on new teachers, it is important to begin with a concept 

clarification that elucidates the historical origins of the work mentor. The word mentor dates back to 700BC 

from a character in the Greek poet Homer’s Odyssey named Mentor. In the play, Mentor was a trusted friend of 

Odysseus and gave Homer advice (The Great Norwegian Encyclopedia, 1997). Later, the word mentor was used 

to describe a faithful and older person who advised a person less experienced. The word mentor still has the 

same meaning today. It is not only used when mentoring new teachers, but it is also applied as a term in many 

different situations, both informal and formal.  

The Need for Mentorship 

Teachers are the most important factor in determining a student’s success, and how well they are doing, 

both academically and socially. For a student to succeed, the teacher needs to succeed as well, and a new 

teacher needs to have the tools and support they need to handle the world of school. It is not just about knowing 

where the printer room is, or when recess is scheduled. It is about knowing how to handle unforeseen situations 
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every day. When working at a school, it is about how the teacher handles complicated dialogues with the 

parents, how to solve problems stemming from bullying and other unforeseen circumstances.   

Mentors can either be formal or informal. According to Garvey (2000), having an informal mentor has 

its benefits, by taking the mentee to the mentor’s level, and teaching the mentee the basics of what they need to 

know. With a formal mentor, the mentee will exceed and grow beyond the established baseline along with the 

mentor. Most teachers have informal mentors, and later become one to their new peers, so for many schools, 

having a formal mentor has never been on the agenda. Nevertheless, training is a necessity when developing 

new skills, and mentorship training are essential for a successful and productive program (Vierstraete, 2005). 

Even with a degree in education, there are still many new skills for a new teacher to learn like classroom 

management and building relationships with students, peers, and parents. There is a vast difference between 

training during the degree program and being in charge of a classroom, all by oneself. For there to be a healthy, 

successful development for beginning teachers, they must have someone relatable, a role model, and someone 

who can be there for them at every step of the way. According to Vierstraete (2005), new teachers need to know 

how to collaborate with colleagues and how to articulate their beliefs, practices, and goals in ways that are 

understandable to new teachers. With this as a basis, mentor teachers have the development of a prospective 

teacher as a primary responsibility. 

Having a mentor by a new teacher’s side is not just about helping them with their daily challenges, it is 

also about helping them build an array of tools so they can become successful independently. It is also about 

teaching them confidence and developing self-esteem about the role they play in the workplace. For mentoring 

to be effective, there must also be a focus on the mentors themselves. An ideal situation would be districts 

providing support for mentors, tangible incentives, release time, and of course, professional development 

including tailored coursework (Vierstraete, 2005). Some new teachers are what can be called “born-teachers,” 

who easily fall into their new role in the school and might not seem to need much mentoring, while for others, it 
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will be apparent that they need guidance. Even so, every new teacher deserves a mentor. It is important to 

remember that mentoring consists of a long-term relationship focused on supporting the growth and 

development of the mentee and choosing the right mentor is not only the principal’s responsibility to achieve 

success, but that there also needs to be a connection between both partners of the mentorship (Reh, 2019). There 

is a lot to navigate through, from lesson planning to parent meetings to new routines. 

The Benefits of Mentorship 

The benefits of mentorship are not only for new teachers, but many mentors feel like they come full 

circle and can give back to a new teacher what they had received from their mentor when they first started 

teaching. Most importantly, there are many benefits for the schools, the students and society for the new 

teachers to succeed. According to the HIDOE (HIDOE, 2016), there has been a reduction in teacher turnover 

with more induction and mentoring of new teachers, with 5% fewer teachers leaving the profession in 2019 than 

in 2018.  In 2005, the HIDOE started requiring new teachers to receive mentoring, and by 2010, the programs 

started receiving federal and private funding because they saw how everyone was benefiting from this 

mentoring experience. It is easier to see the benefits that the schools gain from the mentorship programs for new 

teachers because they have the statistics to prove it. From the data, it is clear that new teachers reap rewards, 

such as the feeling that they belong, and that they are successful. Because of this professional development, 

more of them decide to stay longer in the profession than before. So, what are the best advantages, specifically, 

for the new teachers who receive mentoring in their first year? 

The biggest advantage is that the new teacher does not feel alone. They will feel overwhelmed and they 

will have many questions about everything, but at least with a mentor, they will not be alone. Another great 

benefit of having a mentor is that the mentor can supervise the new teacher and provide him or her with 

suggestions on improvements (Lynch, 2016). Mentees have someone who will listen, guide them, and provide 
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advice about how to tackle both small and big challenges, how to become independent, and how to feel 

confident. A great advantage for new teachers is that r mentors can help them find solutions to a problem that 

they otherwise would have spent a longer period of time solving. With advantages come disadvantages, and 

there is always a certain risk of having a mentor who does not fit well with the mentee. Some may receive a 

mentor who does it for the extra salary and does not take an interest in ensuring the mentee progresses as they 

should. For others, there is a chance that the mentor is not being professional enough or knowledgeable about 

the issues and challenges the mentee faces in their day to day life. 

For there to be a success for both the mentee and the mentor, there needs to be certain criteria that need 

to be met. First of all, there needs to be trust. Lejonberg (2014) describes this trust as how responsibility for 

others is awakened inside of us, and that trust is fundamental to human communication. When one person turns 

to another, he or she shows trust, and this obliges the recipient to also show the person who is approaching him 

or her that they respect them. Showing trust is a form of surrender, and this also holds power, since the recipient 

has the opportunity to contribute both positively or negatively to the other. It is essential that it is not broken or 

abused by anyone involved in the mentorship. 

Criteria for Mentorship 

 Mentoring is not a magic wand that automatically creates success. It takes work. Building a successful 

mentoring relationship requires specific skills, responsiveness, and structure from both the mentor and the 

mentee. Success happens when both parties work to make it work, and when the best practices are in place for 

the mentee, for the mentor, and for the relationship between them (Abbajay, 2019). The mentee needs to be 

committed and willing to grow. The mentee has to be open, and accept feedback, and be willing to show both 

courage and vulnerability. The mentor has to be available, be a role model, with a growth mindset. It is not a 

“you versus me”-mentality that makes a relationship successful, but a “us together towards the same goal”-
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mentality. The goal should be to make the mentee feel healthy, happy and successful in their new role as a 

teacher. Mentoring is a measure designed to ensure the safety and classroom management of the newly hired 

teachers. There should be room for reflection in a flexible and confidential interaction with one more 

experienced teacher. 

 Both Hawai’i and Norway have induction programs with criteria for the mentorship. The HIDOE 

(HIDOE, 2005) has set five induction standards that everyone involved in a mentorship (principal, mentor, 

mentee) follow to create effective and confident new teachers. They are: 

1) Systemic support for high-quality induction programs (For the new teacher to succeed, there needs 

to be a type of support system from every stakeholder involved, from the principal and the local 

school to the Department of Education). 

2) Mentor selection, development, and support (There is a process for how to choose a mentor for a 

mentee and its specific role). 

3) Mentoring for instructional excellence (The mentors are to support the new teachers to achieve 

success, by improving instruction, helping them with issues of diversity, and guiding them through 

formative assessments to assess growth and development). 

4) Beginning teacher professional development (It is the mentor’s responsibility to make sure the 

mentee has professional learning opportunities designed to meet his or her unique needs). 

5) Program assessment and evaluation (The mentors make sure the mentee knows how to collect, 

analyze and use multiple sources of data to improve his or her teaching). 

When school’s follow these standards, the HIDOE believes that new teachers will be viewed as 

priorities and as fundamental elements of a stable educational system. They believe that this will accelerate new 

teachers’ efficiency and increase student learning.  
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The Norwegian Directorate for Education and Training (2019) also has criteria for their mentoring 

program, but they are called guidelines, and it is up to the individual schools to determine how they prefer to 

implement the program. Their criteria are the following:  

1. The mentoring adapts to local conditions in terms of organization and content and is systematically 

implemented and prioritized during the first two professional years.  

2. The mentoring motivates the beginning teacher to develop further and remain in their profession. 

3. The mentoring is preferably carried out by qualified supervisors who stay up-to-date and get 

opportunities for continuing education. 

4. The mentoring includes, recognizes, and uses the beginning teacher as a resource and contributor in the 

professional community, with a frequency and scope that contributes to learning and development.  

 Both programs have goals of using mentoring as a tool to see their teachers remain in their profession. In 

2016, HIDOE (2020) had a 52% teacher retention, and the goal for 2020 was for it to increase to 60%. In 

2018/2019, retention was 51% but increased to 55% in 2019/2020. So,  even if the HIDOE was  still is 5% short 

of its  goal, the statewide teacher retention was slowly increasing, as indicated in Figure 1 below:  
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Figure 1. HIDOE Teacher Retention. 

 

It is impractical to compare the retention data between Hawai’i and Norway because the accessible 

Norwegian retention data is older than the data from Hawai’i and the way the Norwegian system measures 

retention is different. The Norwegian government (Government.no, 2017), reported in 2017 that 90% of 

teachers remain in their profession in Norway. However, that number is debated by teachers and journalists as 

being too high, compared to the actual number. When the Norwegian government points out that "nine out of 

ten newly qualified teachers continue in the job," these are the students who have graduated as primary school 

teachers and who have started working as teachers. Behind this figure lies the fact that many newly qualified 

teachers do not start working as teachers. The figure does not show how many teachers never started working in 

school (Lund et. al, 2017). The number is most likely more around 84%, but the numbers are from 2015, and 
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the numbers from Hawai’i are from 2020. In Norway, one out of three newly graduated teachers who never 

begins working as a teacher opts out  for reasons like realizing the amount of pay versus the amount of work. 

(Dahlback and Skille, 2013). Again, these are old statistics compared to HIDOE. However, they do  show that, 

although the retention rate  of teachers already employed is high, the number of teachers who never begin in 

their new profession is also quite high. In order to have a real discussion about the degree of recruitment 

challenges for the teaching profession, one must look at both the dropout rates in the teacher education 

programs, the number  of unqualified teachers, how many quit as teachers, and how long the teachers are in the 

profession. The reality in Norway, according to the Organisation for Economic Co-operation and Development 

(OECD)'s Teaching and Learning International Survey (OECD, 2019) showed that the vast majority of newly 

qualified teachers received too little academic follow-up in the transition from education to occupation. Only 

one in four newly qualified teachers state that they have participated in an introductory program at the school, 

and only one in six newly hired teachers had a mentor or mentors. Because of this report, the government 

decided to allocate a grant in August 2020, intended to help newly qualified teachers in primary schools receive 

higher quality guidance so that more people can gain a better transition from education to occupation and 

remain in their profession.  

Teachers working in Hawai’i are paid the lowest of all teachers in the U.S., and Hawai’i is one of the 

states with the highest cost of living. Good pay is more than enough of a motivation stay. Norwegian teachers 

aren’t paid a lot more than teachers in Hawai’i, but the cost of living is lower compared to Hawai’i, so perhaps 

teachers in Norway choose to stay in their profession because they can afford to. The mentoring program in 

Norway leaves it up to the individual schools as to how they want to interpret the national mentoring standards, 

which can make the outcome of the quality of the mentoring program vague.  

 The average Public School Teacher (adjunct) salary in Hawaii was  $46,790 as of March 26, 2020 

(NEA, 2020), while in Norway, the average salary for a teacher was  $63,000 as of February 20th, 2020 (SSB, 
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2020).  The cost of living is high in Norway as well, but compared to Hawai’i, they have free healthcare and 

free education for everyone, which could make it easier to survive financially. Since Hawai’i is a state 

belonging to the U.S., and Norway is an independent country, comparing cost of living won’t be accurate, but 

for the sake of comparison, when the capital of Norway, Oslo, and the capital of Hawai’i, Honolulu were 

compared, and the cost of living in Oslo is 6% cheaper than in Honolulu (Expatistan, 2020). What wasn't 

considered in that percentage, were two important factors: healthcare and education, which are free to everyone 

in Norway. 

There is a significant need for mentorship now more than ever. The research and statistics support this 

need, and the challenges the new teachers face in their first years are only increasing. The definition of effective 

teaching has changed greatly in recent years. Today’s teachers are expected to help the most diverse student 

population in our history meet the highest education standards that we have ever set. In the process, they are 

expected to serve all students equally well (Stansbury and Zimmerman, 2000). This may sound overwhelming, 

but with good mentors, it is possible to help the new teachers succeed in their new careers. This study is 

different from the previous studies in terms of the focus on what one program can teach another on a different 

continent. It focused on the impact that the Hawai'i Induction Program can have on the same program in 

Norway, using the information and experience of teachers in Honolulu, which will hopefully help the 

Norwegian teachers experience a better beginning. Reviewing the previous studies helped in the formation of a 

clear conception of the methodology of the study, the formulation of objectives, the construction of the 

theoretical framework, and the selection of appropriate statistical methods for data processing. My hypothesis is 

suggestive of a mixed-method research design to see not just to find the facts of how the induction program 

works for teachers in Hawai’i, but to understand them as well.   
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Statement of a Guiding Hypothesis 

Because new teachers in schools in Hawai’i who go through an effective induction program become 

successful, healthy, happy teachers who ultimately stay in their careers longer, Norway can increase their 

retention of teachers by applying the same methods as Hawai’i. 

Method 

Participants  

Participants targeted were teachers who had worked as teachers for at least one year. Age and gender 

were considered the most important factors for the research, together with the teachers’ grade level and years of 

experience. Factors such as their ethnic and/or racial group, their socioeconomic status, immigrant status, 

disability status, their sexual orientation, and their gender identify were not considered for this survey because 

the survey focused on their experience with a mentor. All participants were invited to answer a survey, and at 

the end of the survey, they were asked if they would agree to be contacted by email for a follow-up interview. 

For the survey, the sample was anticipated to include approximately thirty teachers, and five teachers were 

selected for interviews. Twenty-three teachers participated in the online survey, and four teachers participated in 

the follow-up interview. Of this group, ten participants were between 20-30 years old, nine participants were 

between 30-40 years old, and four participants were above forty years old. There were fourteen female 

participants and nine male participants. Two participants taught in Kindergarten, seven participants taught in 

lower elementary, four participants taught in upper elementary, two participants taught in special education, and 

eight participants answered the option “Other”, when asked which grade they taught at. Fifteen participants had 

less than five years of experience as a teacher. Four participants had eleven or more years of experience, but 

they were informed that their responses should focus on what they remembered from their first years as a new 

teacher, and their data was still included in the analysis.  
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Sampling Procedures 

When selecting the sample group, schools were selected which had good induction programs, ensuring 

their new teachers were assigned a mentor in one way or another. The researcher was advised by her HPU 

professors on whom to contact to conduct the survey. Because of the difficulty of finding participants, the 

researcher had to access participants who were likely to respond to the survey. According to HIDOE (2020), the 

population of Kindergarten to K-12 teachers in Hawai’i is roughly 13,000 teachers which also includes 

librarians and counselors. From the Employment Report by HIDOE, the number of new teachers employed in 

2017/2018 were 1,380. The sample size for this study is expected to be a total of 30 teachers, and that is only 

2.3% of the last known number of newly hired teachers, so the sample is small and may not properly represent 

the population. Nevertheless, the participants evenly represented the range of potential participants in terms of 

age groups, grades, and schools. Furthermore, the survey and interviews elicited similar thoughts, perspectives, 

and responses from the participants, suggesting that additional participants were not needed. Thus, Mills and 

Gay (2019) would argued that the selection of participants for this study was sufficient.                      

It is difficult to estimate the percentage of the approached teachers who participated because the survey 

was widely distributed to through five professors at HPU, however it can be estimated to be around fifty 

teachers altogether. Therefore, based on this assumption, 46% of the approached teachers participated.  

The survey was sent electronically using Google Forms, and the interviews were sent over email, and 

answers were collected thereafter. Although the names of the participants were shown to the researcher by 

signing the consent form, or through answering the interview by their email address, their names will not be 

used in the research paper. Before the participants answered the questions given to them, they were asked to 

sign a consent form (see Appendix A), and after they had completed the survey, they were asked if they would 

mind being contacted for a follow-up interview, Nineteen of twenty-three participants (81%) agreed to 
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participate in the interview, and a follow-up email was sent to out. Only four participants replied and 

participated in responding to the interview questions.   

There was no cost for participating in this research project, the participants were not compensated for 

answering the survey and the interview, and it was voluntary for everyone. The research design was approved 

by the internal review board (IRB) of Hawai’i Pacific University (HPU) who made sure the ethical standards 

were met.  

Measures  
 

The study attempted to measure the relationship between the mentor and the mentee and its effect on 

employee retention. To measure these relationships, a survey (Appendix A) and an interview (Appendix B) 

were utilized. The reason these three measures were chosen to collect the data was to find out how teachers 

experienced their new profession with or without a mentor and to see how an induction program works or does 

not work. The survey was chosen as a measure because it was easy to distribute to reach participants, and it was 

a good tool to use to describe characteristics of the teacher population in Hawai’i. The survey could cover a 

broad range of data that could be collected, such as attitudes, opinions, values and factual information. It also 

gave the researcher an opportunity to receive in-depth answers and to understand the participants’ reasoning 

about their answers more profoundly.  

To achieve content validity for the survey (i.e., the degree to which the survey accurately measures what 

it was trying to measure), the questions were designed to ask both positive, neutral, and critical questions about 

the participants’ relationship with their mentor. Thus, the survey items were relevant to the measurement of the 

intended topic of inquiry.  To determine criterion validity, the responses from the four participants who 

participated in the survey were compared to their responses during the interview. To determine the reliability of 

the study, it would be necessary to consider whether the survey results would be consistent with results from a 



HAWAI’I INDUCTION PROGRAMS 

 
19 

 

 

survey repeated in a later research study. To decide whether the sample size was sufficient, it would be 

necessary to determine if the participants represented the range of possible participants for the study and if the 

responses were sufficiently redundant, i.e., the responses from most or all of the participants revealed the same 

thoughts, perspectives, and responses so that additional participants would not be needed. For instance, if  the 

retention rates of the participants in the survey approximated the retention rates of the HIDOE as a whole, it 

could be an indicator that the sample size was sufficient.  

The survey presented both a quantitative and a qualitative view of experiences, while the interview 

presented an in-depth qualitative explanation of their experiences. The combined data became the basis of 

mixed-methods research because the study focused on collecting, analyzing and mixing both quantitative and 

qualitative through the survey, and qualitative data from the interviews. The use of a mixed-method design for 

this study was used because the combination provided a better understanding of the research questions than 

either approach could do alone. The primary research method approached was to gather information directly 

from the subjects, i.e., the teachers who participated in the study through a survey and interviews. This 

exploratory research study aimed to identify the problem of mentoring and retention in Hawai’i. The guiding 

hypothesis for this study was that mentoring does, in fact, have a positive effect on teacher retention, and that 

any findings would be useful to apply to the Norwegian mentoring system. Lastly, once the data had been 

obtained, the researcher continued the study through descriptive data analysis. For this study, it was important 

for the topic to be understood in depth, and the goal for the research was to explore the problem, and not 

actually to derive conclusive findings. Nevertheless, the study will be helpful to the researcher for future 

research.  

The survey contained thirty questions and divided into sections with the first section focusing on 

dividing the participants into groups that could help the researcher understand their response with the other 

questions. The first section had questions about their age, gender and, what grade they were teaching and how 
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long they have been employed as a teacher. The second section was about the communication between the 

mentor and the mentee, how they communicated, how often they communicated, and how they viewed the 

relationship as either casual or more structural. The third section focused more on the emotions that the mentee 

experienced and if and how the mentor was of help. It also asked if the mentee was observed and how often, 

and also if they felt they were given constructive feedback that helped them become more secure in their role. 

The fourth and last section focused on the future, and if they saw themselves staying at their school, or if they 

saw themselves changing their workplace. It also asked if they were missing something from their mentor, and 

as an open answer, they were able to go into details on their thoughts on this topic. While most questions were 

constructed using a Likert-scale, some had a yes/no option, while the rest had open-answer options.  

Potential threats to validity associated with the design and aspects of the study were if some participants 

gave half-hearted responses and to minimize their potential effects, or if the participants selected for the 

research were acquaintances of the researcher.  

The interview was made up of nine in-depth questions that focused on giving the interview subject an 

opportunity to explain in detail how they experienced their relationship with their mentor, expressing the 

challenges they met as beginning teachers and if and how the mentor helped them through this. Like the survey, 

it asked them about what they were missing from their mentor, and also a hypothetical question about how they 

would imagine they would do without a mentor by their side in their first years as a beginning teacher.  

Research Design  
 
 The purpose of this research study was to investigate what works successfully within the Hawai’i 

Induction Program in Honolulu, Hawai’i, and to look at what elements could be brought over to the Norwegian 

induction program. Therefore, a survey research design was selected for this study so that the researcher could 

inquire about participants experiences with their mentor and compare the responses from the survey and the 
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interview with a question in the survey about whether the participants saw themselves working at their current 

place of work in a year,  

The hypothesis for the research stated that Norway can increase their retention of teachers by applying 

the many factors that work well within the mentoring program in Honolulu. The survey and interview questions 

were developed to assess the veracity of this guiding hypothesis. Some of the survey questions that are relevant 

to the hypothesis were, for example “How is your relationship with your mentor?”, “Do you feel you can trust 

your mentor with vulnerable questions?” and “In your first month (or months) as a new teacher, were you 

observed in the classroom by your mentor for more than 15 minutes?”. The variables in the survey are questions 

regarding experience in the outcome of mentoring the participants receive in addition to some demographic 

information used to look for demographic bias in response. Since the participants were given confidentiality, 

there are no environmental constraints.  

Procedures 

 The researcher developed an online survey by using Google Forms with thirty questions with both 

quantitative and qualitative questions. Within the survey were seven open questions for the beginning teachers 

so they could elaborate on their thoughts about mentoring. The survey consisted of four sections. The first 

section focused on determining for the researcher who they were and how far they had gotten into their 

profession. The second section asked about their relationship with their mentor, and their thoughts about said 

relationship. The third section looked at the thoughts and feelings the mentee had about the mentor relationship, 

and the stress levels they experienced as new teachers. The fourth section looked at the future of the mentee, 

and where they believed they will be in a year or more. All questions referred to the relationship they had or 

didn’t have with their mentor their first year or years as a beginning teacher. The survey results were analyzed 

to determine the percentage of respondents who had good, mixed, or poor experiences with induction. The 
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survey was followed by a focused interview of selected respondents of the survey, categorized according to 

their evaluation of the induction experience. In terms of hidden assumptions, in the data analysis, it can be 

assumed that the results could be applicable to Norway. The limitation of the sample was that it was chosen by 

convenience and not randomly or purposely selected. This added some degree of uncertainty to any conclusion 

that might be made. Another limitation of the sample was because this study was written in the middle of a 

global pandemic outbreak that closed down all schools in the State of Hawai’i, so some of the schools that were 

contacted for the survey, were not able to participate.  

Results 

The guiding question for this research study was how the relationship with a mentor either helped new 

teachers feel successful and see themselves wanting to remain at their workplace, or if there was any reason 

why they wanted to leave their profession. Duringthis study, twenty-three teachers responded to a survey 

(Appendix C), and four teachers participated in in-depth interviews (Appendix D). Furthermore, the results 

were compared to the retention data provided by HIDOE. The data was collected between February 2nd, 2020 

and April 10th, 2020, and was compared to the responses to their intentions about remaining in their profession.  

Demographic information about the  survey participants are presented in the table below:  

Table 1. Overview General Information about the survey respondents. 
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As shown in table below, about half of the participants (47.6%) indicated that they were in their first 

year of teaching at the time of answering the survey, while some (23.8%) had been teaching for two to five 

years, others (19%) had been teaching for more than eleven years, and a few (9.5%) answered that they had 

been teaching for five to ten years. 

Figure 2. Years of Teaching Experience. 

 

 Section two of the survey looked at the relationship between the mentee and the assigned mentor, and 

twenty-two out of twenty-three answered that they had been assigned a mentor when they started teaching. With 

the follow-up question on how their mentor was chosen for them, about half of them (56.5%) answered that the 

mentor was chosen by matching their grade and/or subjects. The rest were miscellaneous answers and the 

participants were given the option of an open-answer. Figure 3 shows the various methods for selecting a 

mentor: by the administrator (xx%), by matching grade and/or subject (xx%), and other (xx%). 
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Figure 3. Method for Choosing a Mentor. 

  

When the mentees were asked how they preferred to communicate with their mentors, nineteen (82.6%) 

responded with the option of communicating face-to-face, while two groups equally (8.7%) said they preferred 

communicating through phones and (8.7%) email. Twenty of the participants (90.9%) answered that their 

relationship with their mentor was either going well or that it went well, while one said the relationship was 

non-existent, and one said that he/she was hoping to change the mentor.  

Sixteen out of twenty-three participants (72.7%) answered that they envisioned a more casual 

relationship with their mentor, while six participants (27.3%) preferred a more structural relationship. “More 

casual” was defined by the researcher as the mentee could contact the mentor whenever they needed it, while 

“more structural” was defined as so a certain time was set for the mentee and mentor to meet and discuss the 

challenges the mentee met at their place of work, as seen in Figure 4 below: 
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Figure 4. Mentor Communication. 

 

 The next two questions on the survey were open-ended questions, which gave the participants an option 

to express personal opinions about what they thought was the most important quality of a good mentor, and also 

what they thought was the most important thing they would like to get out of their relationship with their 

mentor. For the first question, the answers were mostly that the mentee wanted to be seen, heard, and 

understood. Several participants said that the mentor should show that the mentee is prioritized and taken 

seriously, but also that the mentor should be friendly and show that they want their mentees to become a great 

and successful teacher. Others said that they expected the mentor to show professionalism and leadership, and 

be able to give good constructive feedback and be patient with the mentees.  

For the second question on what the most important thing the participants would want out of their 

mentorship, some said they wanted to achieve a relationship of mutual support, respect, and life-long learning. 

Others said that learning about innovative teaching materials and improvements on teaching practices such as 

classroom management, preparing for and leading conferences, teacher to student relationship building, and 

assessment strategies. 

 The next four questions focused on trusting the mentor and the stress levels experienced by the mentee 

in their new profession. Nineteen out of twenty-three participants felt they could trust their mentor, while two 
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answered that they maybe could trust their mentor, and two answered that they could not trust their mentor. 

When they were asked how their stress levels were on their first day versus daily after working with their 

mentor, and with using the Likert-scale of 1 to 5 with 1 being very low and 5 being very high, eleven 

participants (47.8%) answered that their stress levels were either a 4 or a 5 on their first day, but in their daily 

life after receiving mentoring, only one participant still felt like their stress level was on a 4. Another eleven 

participants (47.8%) answered that their stress levels were on either a 2 or 3 on their first day, and in their daily 

life with mentoring eighteen were on the same levels. One participant (4.3%) answered that their stress level 

was very low on their first day, and three participants (13%) answered that their stress level was on one in their 

daily life with mentoring.  

Figure 5. Mentee Stress Levels. 

 

The participants who indicated that they had experienced high or very high stress levels were asked what 

their biggest stress factors were. Seven participants explained that one stress factor was communicating with the 

parents, and some said they were scared of failure, concerned about not knowing what to do, and worrying 
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about current world situations, like, for example, COVID-19.  

 When the participants were asked how often they met their mentor in their first month of teaching, the 

answers were very different as seen in the following graph.  

Figure 6. Frequency of Meetings with Mentors. 

 

Figure #5 

Seven participants (30.4%) answered that they met their mentor every day, while four participants (17.4%) met 

their mentor a couple of times per week, and four participants (17.4%) met their mentor a few times during the 

first month. Three participants (13%) answered that they met weekly, while two said they hadn’t met their 

mentor in the beginning at all.  

 The next two questions focused on whether  the mentees were  observed by their mentor in their first 

month of teaching, and if they were given constructive feedback from the mentor. Twelve of the participants 

(52.2%) answered that they hadn’t been observed in that time frame, and eleven participants (47.8%) answered 

that they had. Eighteen of the participants (78.3%) answered that they had been given constructive feedback by 

their mentor and felt more secure in their role as a teacher, while three participants (13%) answered that they 
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maybe had been given constructive feedback, and two participants (8.7%) answered that they had not been 

given constructive feedback.  

 For the third and next to the last section, the survey focused on the thoughts and feelings the mentees 

had about the relationship with their mentor. The participants were given four statements. The first statement 

stated that the mentee felt comfortable with the mentor with a Likert scale of 1 being not at all and 5 being very 

comfortable. Eighteen participants (78.3%) answered that they felt comfortable, while two participants (8.7%) 

answered a 4, another two participants (8.7%) answered a 3, one participant (4.3%) answered 2 and none 

answered 1.  

The next statement asked if  the mentees felt seen and heard by their mentor with a Likert scale of 1 

being not at all and 5 being very much. Eighteen participants (78,3) answered very much, three participants 

(13%) answered a 4, and the remaining two participants (8.7%) answered a 2.  

The third statement asked if their mentors were a great role model for them with a Likert scale of 1 

being not at all and 5 being very much. Ten of the twenty-three participants (43.5%) answered that they strongly 

agreed, and also saw themselves staying in a year. Five participants (13%) said they either agreed or were 

neutral, and also saw themselves remaining in their job.  

The last statement asked if  the mentees felt they always received feedback when they asked the mentor 

questions with a Likert scale of strongly disagree (1) to strongly agree (5). Twelve participants (52.2%) said 

they strongly agreed, eight participants (34.8%) said they agreed, while two participants (8.7%) were neutral, 

and one participant strongly disagreed. 

 The last section of the survey focused on the future of the mentees, their view of their own potential, 

and if there was anything they were missing from their mentor. The first statement asked if the mentees could 

see themselves working at the same school in a year with a Likert scale of 1 being not likely and 5 being highly 

likely. Thirteen participants (59.1%) answered that they would highly likely stay at their place of work, while 
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five participants (22.7%) said they were likely to stay, with two participants (9.1%) being neutral, one 

participant (4.5%) answered unlikely, and one participant (4.5%) answered not likely.  

Figure 7. Intended Teacher Retention for the Next Year. 

 

The follow-up question to the previous statement was what changes would have been made to make sure 

the mentees saw themselves staying at their place of work with the option of open-answer. Most of the 

participants answered that they were happy with their current workplace, but that they would need to see more 

support from the administration and colleagues.  

 When the participants were asked if they felt they were reaching their full potential, they were asked a 

follow-up question: if they didn’t feel like they were reaching their full potential, what would make them feel 

that way? Fifteen participants answered that they felt they were reaching their full potential, and seven 

participants answered that they were so early in their new employment that they felt it was too early to say.   

 The next-to-last question focused on whether there were particular factors the mentees were  missing 

from their mentor, and the answers varied from the mentee wanting to see more fun in the classroom, another 

said they were missing more structure at the beginning of the school year and throughout the year, while most 

answered “nothing”.  



HAWAI’I INDUCTION PROGRAMS 

 
30 

 

 

The last question in the section, and the last part of the survey, asked if the mentees were to 

hypothetically quit their profession tomorrow, what would their reason be. Some participants answered that that 

would not be the case, because they were happy at their workplace, while some said that a challenge would be 

to balance work and life, while some expressed their concern of a too-low salary, and a few said a reason to 

leave would be because of an inconsistent schedule and disorganization in the leadership at their school.  

 For the interview, the participants were chosen by contacting survey participants who consented to being 

contacted for an interview at the end of the survey. Nineteen participants agreed to be contacted and the 

researcher sent out an email to them. Four participants replied with a complete set of answers from the survey. 

The results of the interviews were collected by asking four participants nine in-depth questions about their 

mentee/mentor-relationship and how they view their future as a teacher. The participants for the interview were 

three female teachers and one male teacher. For this study, the participants were called T1, T2, T3, and T3 

(teacher 1, teacher 2, teacher 3, and teacher 4) to keep them anonymous as seen in the table below: 

Table 2. Demographic Information about the Interview Respondents.  

 

The first question that was asked, was why the teachers had chosen their current workplace. T1 

answered that the decision was based on location and position openings in his area, while T2 answered that she 

was offered a job there after she had substituted for a longer period of time. T3 explained  that she chose her 

school because she had heard that it was a good environment for her to learn and get to know how it felt to be in 

a classroom, and T4 answered that she found her school after agreeing with their mission, vision, and 

philosophy and that after she had met the administration, she felt they were on the same page of how they 

wanted to work with children. She also said that it was a bonus that the school was close to her home.  
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The next question was a statement made by the researcher that said that if I (the researcher) said the 

word mentor, what would the participant’s first thoughts be. T1’s first thoughts were guidance, constructive 

criticism, critique, freedom, helpful, and role model, T2’s thoughts were that a mentor was someone who is 

supposed to help and guide you, T3 thought of the word scaffolding, and T4 said that her first thoughts were 

that a mentor was someone who walks side by side with the mentee during their probation period until the 

mentee gets the hang of the job.  

 Questions three and four focused on the relationship the participants had with their mentor, and the first 

question asked how the mentee described it. T1 described his  relationship as great, and that he experienced that 

they communicated effectively and that a good level of professionalism was maintained which allowed him to 

ask for guidance and recommendations throughout the year. T2 said that she felt forgotten a lot by her mentor 

and that the mentor always seemed too busy for her. T3 said that her relationship with her mentor felt like they 

were coworkers without explaining it more than that. T4 answered that the mentor and she had a great 

colleague/friend relationship. When asked what the top three things their mentor helped them with, T1 

answered that he received help with classroom management skills, using the computerized attendance and grade 

book, and lesson planning. T2 said that she couldn’t answer this as she didn’t feel like she had gotten any help 

at all. T3 said that her mentor helped her with classroom management, teaching materials and to think outside 

the box. T4 said that she received help with navigating the DOE system, answering any questions, and guiding 

her through observations.   

 The next section of the interview was about challenges the teachers met as newly employed and which 

areas could be improved to make their daily life easier as a teacher. T1 said that the biggest challenge was on 

how to manage late or absent students and that having a better classroom management plan for tardy or absent 

students would make his life easier as a teacher. T2 answered that her biggest challenge was time management 

because she felt that there was a lot that was expected out of her as a teacher, but not necessarily enough time to 
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complete all the tasks. She said that one area that would improve her daily life was a better schedule that a 

mentor should help set up with. T3 said that her biggest challenge was how to deal with the different age groups 

and that an area of improvement would be to have routines on how to assign tasks. T4 said that her biggest 

challenges were adjusting to a new place with students that she had never met before, and to understand the 

curriculum, and being able to teach the content that the students needed to know by the end of the school year. 

She said that an improvement would be to have better communication, to make sure that everyone on her team 

was on the same page to keep a continuity in how their teacher was done so that there would be a flow between 

the grades.  

 The next section asked the participants if they were missing something from their mentor and how they 

would think they would have been able to get through the first months without a mentor, and T1 answered that 

there wasn’t anything that he was missing because he felt the mentor provided everything he needed, but he said 

that if he hadn’t been assigned a mentor, his first months would have been a lot more overwhelming and have 

felt extremely difficult. T2 wanted more informal observations and feedback and said that her first months 

would have been the same because she didn’t receive any mentoring in her first months. T3 said that she wasn’t 

missing anything and that the mentor did a great job mentoring her, but she said that she doubted she would 

have been able to manage her classroom the way she is now, without a mentor in her first months. T4 couldn’t 

think of anything that she missed from her mentor and said that she would have been a mess without a mentor 

in her first month. She said it would have been a lot more difficult to navigate through the DOE. 

 The last question in the interview asked where the participants would see themselves in five years. T1 

hoped to be a nationally certified teacher settled in a school district that he could stay for the rest of his career. 

T2 saw herself still a teacher, but depending on the salary, she would maybe consider going back to her 

previous job as a marine biologist. T3 thought she would still be doing something that related to the teacher, and 
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T4 said she saw herself teaching in Kindergarten, and being able to teach the curriculum fluidly while 

implementing various techniques and strategies with ease. 

Data Analysis 

The guiding hypothesis in the study stated that new teachers in schools in Hawai’i go through an 

effective induction program and therefore become successful, healthy, and happy teachers who ultimately stay 

in their careers longer. The hypothesis was tested by collecting sample data, by measuring and examining the 

results, and comparing them to each other and data collected by HIDOE on retention rates. To verify the 

hypothesis, the data attempted to compare the quality of the mentoring experience with the quality of the 

mentees’ perceived health, happiness, and success as teachers.  

     The quantitative analysis of  the survey focused on the demographic questions, closed-ended 

questions, and questions with a Likert-scale. To be able to test the hypothesis to see if the participants felt they 

were becoming successful teachers with the help of a mentor, question 8, which asked how their relationship 

was with their mentor, was compared to question number 23, which stated that: “I can see myself working here 

in a year.” The reason for this was to see if the new teachers’ intent to remain in their job was related to their 

experience with having a mentor, and if mentoring was the reason to remain or leave.  

The rest of the quantitative questions focused on more specific factors around the experience the mentee 

had with the relationship of their mentor. The correlation between the participants who were satisfied with their 

mentor and who were likely to remain in their job was shown to be statistically insignificant. According to 

Figure 8 below, mentoring does not lead to higher retention rates because the number of participants who were 

satisfied with their mentor relationship and saw themselves staying, and the number of participants who were 

satisfied with their mentor relationship and didn’t see themselves staying was approximately the same.  
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Figure 8. Comparison of Mentor Relationship with Intention to Remain in the Profession. 

 
 

The participants in this study were heterogeneous, with wide differences of levels of experience. To see 

more clearly how mentoring works today, the participants with more than five years of experience were 

excluded for the following analysis. Fifteen of twenty-three participants had five years or less experience. The 

analysis looked at two tables where the first one analyzed the overall satisfaction of the new teacher (question 

#8 (mentoring relationship) with question #23 (the intent to stay in the profession). The second table analyzed 

the overall satisfaction of the new teacher (question #8, mentoring relationship) with the new teacher’s sense of 

reaching their full potential in their new role as a teacher (question #26).  

Table 1. Comparison of Mentor Relationship with Intent to Remain in the Profession (Teachers with less than 5 

year’s experience, 15 total). 

  "Very good" "Not very good" 

“Remain” 7 0 

“Not Remain” 7 1 
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The results from the first table showed that there appears to be no correlation between having a good 

mentor and retention. Since the retention rate is relatively low at 55% in Hawai’i, these numbers could suggest 

that there are other factors that contribute to a teacher’s decision to leave their profession. Possible factors might 

be: a) Low pay. b) Low prestige. c) Low commitment from the new teacher d) Lack of support. e) Too 

demanding. f) Other factors. A good mentorship program primarily addresses (d) and (e). In a location like 

Hawai’i, factors (a), (b), and (e) are likely to contribute to teachers’ decisions to leave compared to other 

locations. However, perhaps these factors do not play as strong a role in other locations such as Norway. In that 

case, the positive effects of a good induction program would have a greater positive impact on teacher retention 

in Norway than in Hawaii. 

For the second table, the analysis looked at the correlation between the mentor relationship and if the 

participants felt they were reaching their full potential.  

Table 2. Comparison of Mentor Relationship with Reaching Full Potential 

 (Teachers with less than 5 year’s experience, 14 total, one participant answered blank on this question in the 

survey). 

  "Very good" "Not good" 

"Full potential" 11 0 

"Not full potential" 2 1 

 

This table demonstrated a significant correlation between the mentoring relationship and the teacher’s sense of 

accomplishment. This data suggests that mentoring has a good effect on the participants in this study. Table #2 

suggests that regardless of the intention of the teacher’s decision to stay in the profession, a good mentor 

relationship is correlated with a teacher's sense of accomplishment. 
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 The qualitative analysis combined the in-depth questions from the survey with the response from the 

interview participants. The questions were divided into three topics that were defined as; “Definitions of a good 

mentor”, “Do you feel healthy, happy and successful as a teacher with the help of a mentor?”, and “Frustrations 

and stress and reasons for considering not remaining”. For the first question on definitions of a good mentor, the 

survey participants answered that a mentor should show confidence and knowledge, be professional and open-

minded and be a good communicator. A mentor should show respect, and share resources. A mentor should 

encourage but not be afraid to be critical to how the mentee is teaching so there is room for improvement.  

The interview participants answered that “The word “mentor” means guidance, constructive criticism, 

critique, freedom, helpful, and role model”, “someone who is supposed to help and guide you”, “mentor means 

“scaffolding”, and “mentor is someone who walks side by side with you during your probation period or until 

you get the hang of your job.”  

For the third question about whether the participants felt healthy, happy, and successful as teachers with 

the help of mentors, every survey participant answered that they felt they were either reaching their full 

potential or saw potential in that they would reach it in the future. The majority of the interview participants 

answered that they were satisfied with their mentor, and received more than adequate support and guidance. 

One felt that the mentor was too busy with their own class and job as a teacher, and said she was missing more 

observation and guidance.  

The third and last topic was on frustrations and stress, and reasons for considering not remaining in their 

job, and the survey participants answered having frustration, stress, and reasons such as an inconsistent 

schedule, too little support from the mentor, the quality of the administration, more constructive feedback and 

more structure from the admin and mentors. About half of the participants also mentioned a worry of low pay 

and not being able to support a life in Hawai’i. The interview participants were able to give a more concrete 

answer, and told the researcher that learning how to deal with late/absent students, time management, balancing 
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work life, feeling overwhelmed, and dealing with kindergarten students versus teenagers, and how different 

they can be. And lastly, one participant answered that she was feeling frustrated with understanding the 

curriculum, making sure the proper content is taught, communicating and cooperating with the parents of the 

students, and stressing about  not knowing exactly what to do at all times.  

Discussion  

In this study, the researcher used a mixed-method research design of a survey and an interview to ascertain the 

perceptions of beginning teachers’ experience of having a mentor. The primary purpose of this study was to 

examine what works well within the Hawai'i Induction Program and if new teachers who were assigned a 

mentor felt that they were healthy, happy, and successful, and saw themselves staying in their profession in the 

future. The secondary purpose of this study was to suggest that Norway could implement what works well 

within the Hawai’i Induction Program. Earlier research suggests that there is a need for mentorship because 

every beginning teacher deserves guidance, observance, and support (Garvey, 2000). Furthermore, previous 

research suggests that there are benefits of having a mentor for both the beginning teacher, the schools, and 

also for the HIDOE. HIDOE is already seeing the benefit of their induction program with an increase in 

teachers' retention (HIDOE, 2016). Further research is needed to find out what made the retention rate 

increase; if the induction program worked well, or if there were other factors involved. Other studies revealed 

that, even though both the HIDOE and the Norwegian Directorate for Education work hard to create a 

successful induction program, a beginning teacher needs to be seen, heard, and prioritized. The results from 

the study revealed no statistically significant effect of mentoring on teacher retention, but there are other 

factors as to why a teacher wants to leave the profession. Fifty four percent of the teachers in this study who 

were satisfied in their relationship with their mentor saw themselves remaining as a teacher in the future. This 

percentage was similar to the official retention rate of 55% in Hawai'i, according to HIDOE (HIDOE, 2020). 
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While these numbers are similar, there were not enough participants to make this study generalizable and 

representative for the teacher population in Hawai’i. 

 Most of the participants were relatively new  teachers, but a source of potential bias for this study could 

be that while some of the participants had worked as teachers for more than eleven years, they depended on 

memory to talk about their relationship with a mentor. Their experience compared to the beginning teachers 

today would be different in many ways, one being that the schools have become more digitized. Another bias 

could be an imprecision of measures while gathering participants when all schools in Hawai'i were closing 

down due to the global pandemic of COVID-19. This made it difficult to reach the teachers intended for the 

research, and only a few of the teachers from the initially contacted schools were able to respond. Because of 

this, the researcher contacted teacher candidates  and teacher education program alumni from HPU to help 

respond to the survey and interviews. A threat to the internal validity could be if the survey came out with 

more of a cynical take on the induction program than a positive one. However, the researcher aimed to create a 

neutral measuring tool to find a balanced and fair response from the participants. Even though the study had a 

small sample size, the research showed that mentoring has an impact on the new teachers’ sense of 

accomplishment. The majority of the teachers with less than five years of experience said that they felt they 

were reaching their full potential and were satisfied with the relationship with their mentor. Although not 

expressively a part of this study, the mentor program could be a contributing factor in teacher quality and 

creating a cohesiveness between the individual teacher and its organization.  

Further research is needed to see if low pay, high cost of living,  and other factors are the primary 

reasons for teachers leaving their profession, or if other factors play a more significant role.  Although these 

findings may not be found to be consistent with previous research, they do spark a debate about  why the 

retention rate in Hawai'i is only 55%, but also why Norway is claiming theirs is 90%, while possibly hiding 
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other essential factors explaining that number. To accurately compare the retention rates with the experience of 

the teachers with Hawai'i and Norway, further research should be conducted. Norway has a mentoring program, 

but there seems to be little to no consistency. If Norway's induction program becomes more consistent like the 

one in Hawaii, one may expect benefits such as improved teachers' sense of accomplishment and retention for 

the teachers having worked less than five years. In Hawai'i, further research on a larger scale should include a 

larger sample size with a broader demographic area, including all four major islands; Oahu, Big Island, Maui, 

and Kauai. The study would have most likely reached a more reliable conclusion if the sample size had been 

larger. Further research should be done with surveying and interviewing beginning teachers all around Norway, 

comparing their experience with the actual retention rate. It would also be interesting to compare how the 

mentoring program worked before and after the Norwegian Government invested in the program in the fall of 

2020.  

 A future study should increase the sample size, the researcher should be more systematic about sample 

selection, identifying factors contributing to teachers’ decisions to leave the profession, and explore benefits of 

mentorship beyond retention. A future study should have a clearer focus, which either should be a focus on 

improved teacher retention or explore the benefits of a mentorship. The goal of the research should be clearer 

with either an aim to attempt to convince teachers to remain in their profession longer, or mainly looking at how 

Norway can improve their mentoring program. The study found no evidence that having a mentor either 

increases or decreases the retention numbers in Hawai'i. However, the study aimed to explore and validate the 

concerns of beginning teachers and their experience within the Hawai'i Induction Program. The topic of 

induction programs and their potential for increasing  retention, remains relevant for both Hawai'i and Norway. 

With an improved research design, future studies can shed light on the effects of the programs. Hopefully more 

teachers remain in this profession in the coming years. If a beginning teacher does not feel healthy, happy, or 

successful and wants to leave the profession, everyone involved gets affected. If a teacher has the right attitude 
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of wanting to succeed but meets a mentor who does not try to guide them, the HIDOE will  have failed that 

teacher. This study addressed the issue of a relatively low retention rate and if mentoring could be a 

contributing factor. The findings of this study may aid the HIDOE and the Norwegian Directorate of Education, 

as well as mentors and schools, in assisting, planning, and developing better induction programs for beginning 

teachers. Moreover, this study emboldens the claim that teachers are worth investing in for the future.  
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Appendix A 

Survey Questions 
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Appendix B 

Interview Questions 

1. Why did you choose to work at your current workplace? 

2. When I say “mentor”, what are your first thoughts? 

3. How would you describe your relationship with your mentor? 

4. What are the top three things your mentor helps you with? 

5. What are some of the biggest challenges in your daily life as a teacher? 

6. Which areas could be improved to make your daily life easier? 

7. What is something you’re missing from your mentor? 

8. How do you think you would have been able to get through your first months if you didn’t have a 

mentor? 

9. Where do you see yourself in five years? 
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Appendix C 

Survey results 
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Appendix D 

Interview results 

 T1 T2 T3 T4 

Age 20-30 30-40 20-30 30-40 

Gender Male Female Female Female 

Grade Upper Elementary Special Education Other (High School) Kindergarten 

Years of 
Experience 

1 or less 2-5 1 or less 11 or more 

Assigned a 
mentor 

Yes Yes Yes Yes 

Q1: Why did 
you choose to 
work at your 
current 
workplace? 

Employment at my 
current workplace 
was decided based 
primarily on two (2) 
factors. These factors 
were location and 
position openings. I 
needed a job located 
within the city of 
Honolulu due to 
transportation 
limitations and the 
opening for a 
secondary science 

I was first 
substituting there 
because it was close 
to where I lived and 
they offered me a 
job. 

It is a good 
environment for me to 
learn and get to know 
how it feels to teach in 
a real classroom. 

When looking at the 
school, I believe in 
their mission, vision, 
and philosophy. And 
when I met with the 
admin, I felt like we 
were on the same 
page when working 
with children. It was 
close to home so 
that is a definite plus 
to it. 
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educator was limited 
to a few schools. 

Q2: When I 
say “mentor”, 
what are your 
first 
thoughts? 

The first thoughts that 
come to mind when I 
think of the word 
“mentor” are 
guidance, constructive 
criticism, critique, 
freedom, helpful, and 
role model. 

Someone who is 
supposed to help and 
guide you. 

I think a mentor 
means “scaffolding”. 

Mentor is someone 
who walks side by 
side with you during 
your probation 
period or until you 
get the hang of your 
job. 

Q3: How 
would you 
describe your 
relationship 
with your 
mentor? 

My mentor and I have 
a great relationship. 
We communicate 
effectively to ensure 
all necessary 
requirements are met. 
Professionalism is 
also maintained which 
allows me to ask for 
guidance and 
recommendations 
while also allowing 
my mentor to make 
any corrections, 
suggestions, or 
improvements. 

I started after the 
first quarter, so I 
think I was forgotten 
a lot. I like my 
mentor teacher and 
thought she was a 
good teacher but she 
was very busy and 
didn’t seem like she 
actually had any 
time to help teach 
me. 

Our relationship is 
like coworkers. 

I love my mentor. 
She worked with my 
first year working in 
DOE but this year, 
she is now more of a 
friend/colleague. 
Due to the years I 
have in the 
classroom, my 
mentor didn’t need 
to walk me through 
but is always there 
for me when and if I 
need. 

 

 

Q4: What are 
the top three 
things your 
mentor helps 
you with? 

 

 

The top 3 things my 
mentor helps with are 
classroom 
management skills, 
using the 
computerized 
attendance/grade 

 

 

Honestly, there 
wasn’t anything she 
helped me with, she 
came in and 
observed my class 
once and told me I 

 

 

1. Classroom 
management 

2. Teaching materials 

 

 

Navigating the DOE 
system, answering 
my questions (if she 
doesn’t have the 
answers, she gets it 
for me and relays 
what she found out), 
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book, and lesson 
plans. 

was doing a great 
job. 

3. Thinking outside 
the box 

and she guides me 
through 
observations/situatio
ns that come up (she 
is my sounding 
board and plays 
devils’ advocate). 

Q5: What are 
some of the 
biggest 
challenges in 
your daily life 
as a new 
teacher? 

Some of the biggest 
challenges I faced in 
daily life as a new 
teacher was figuring 
out how to manage 
the classroom with 
late/absent students. 
The number of 
students that would 
arrive late to class or 
miss the class 
altogether was 
astonishing. 

Time management, 
there is a lot that is 
expected out of you 
and trying to figure 
out how to balance 
all the different 
aspects without 
letting yourself get 
overwhelmed. That 
is what I think 
causes so many 
teachers to leave. 
They try to give too 
much. 

Dealing with 
teenagers versus 
kindergartens. 

Adjusting to a new 
place with students 
you have never met 
before. 
Understanding the 
curriculum and 
being able to teach 
the content that 
students need to 
know before the end 
of the school year. 

Q6: Which 
areas could be 
improved to 
make your 
daily life 
easier? 

Having a better 
classroom 
management plan for 
tardy/absent students 
would make my daily 
life easier as a new 
teacher. 

Set up a better 
schedule with a 
mentor teacher 
where every month 
you go over a 
different aspect of 
teaching. For 
example, the first 
one you talk about 
classroom 
management. You 
and your mentor 
teacher discuss 
methods of this. 
Then you implement 
it and then later your 
mentor teacher 
informally observes 

Having routines such 
as having an 
assignment basket 
could be improved. 

I don’t think there’s 
any specific area so 
to speak. But I have 
noticed that 
communication and 
having everyone on 
the same page is so 
important and 
crucial to have 
continuity and 
things flow from one 
grade to the next. 
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a lesson and talks 
with you on what 
you did well and 
how you could 
improve. 

Q7: What is 
something 
you’re 
missing from 
your mentor? 

I currently can’t think 
of anything that I’m 
missing from my 
mentor teacher. She 
was attentive to all 
my needs and 
proactive in making 
sure I was on task. 

More informal 
observations and 
feedback. Problem is 
this takes time away 
from the mentor 
teacher’s ability to 
plan their own 
lessons. That is why 
I am not sure mentor 
teachers are really 
the best option 
because they are so 
busy already on their 
own. 

I think my mentor 
teacher is doing a 
great job of mentoring 
me. 

Nothing that I can 
think of. 

Q8: How do 
you think you 
would have 
been able to 
get through 
your first 
months if you 
didn’t have a 
mentor? 

If I did not have a 
mentor teacher, the 
first few months of 
teaching would have 
been extremely 
difficult and 
overwhelming. Being 
an educator requires 
one to account for 
many factors and 
variables to provide a 
high level of 
engagement and 
learning for all 
students in the 
classroom. Having a 
mentor to fall back on 
to provide expertise 
from their experience 
allows for a 

My mentor teacher 
and I didn’t meet up 
my first few months 
of teaching, so it 
would have been the 
same. 

I don’t think I will be 
able to manage the 
classroom like how I 
manage it now. 

I would be a mess if 
I didn’t have a 
mentor. I wouldn’t 
know where to find 
information or how 
to go about getting 
things done the right 
way. It’s difficult 
navigating through 
the DOE especially 
when you’re a new 
hire and trying to 
understand who or 
what office does 
what. Another 
person that can help 
is your union rep as 
well. HSTA helps us 
teachers out a lot 
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collaborative and 
successful working 
environment. When 
new teachers feel 
confident, the students 
receive a better 
educational 
experience and 
prosper. 

and they know what 
we can and can’t do. 

Q9: Where do 
you see 
yourself in 
five years? 

Five years from now, 
I hope to be a 
nationally certified 
teacher settling into a 
school district where I 
will spend the rest of 
my career. I also hope 
to be taking on more 
responsibilities within 
the school and 
working towards a 
department chair or 
administration. 

Still teaching but I 
am always open to 
the idea of changing 
and maybe I will go 
back to working as a 
biologist. Hard to 
say. The pay for 
teachers is so low 
that maybe I will do 
something else. I 
don’t plan that far in 
advance. 

I will still be doing 
something that relates 
to teaching. 

In 5 years, I see 
myself set in the 
grade level that I 
want to be (which is 
Kindergarten) and 
being able to teach 
the curriculum 
fluidly. 
Implementing 
various techniques 
and strategies with 
ease. 
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