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Literature supports benefits of mentoring for induction-year school-based agricultural education (SBAE)
teachers. Yet for the past 15 years, no structured mentoring program has been offered for Oklahoma SBAE
induction-year teachers. This study sought to find consensus among an expert panel representing Oklahoma
SBAE regarding the impact on induction-year SBAE teachers without a structured mentoring program.
Panel members were asked to respond to three open-ended questions representing goals, outcomes, and
impacts of a mentoring program. Sixty-two unique statements representing eight themes met consensus.
Themes included building mentoring relationships, effective emotional management, effective SBAE
program management, impact to the profession, student learning, teacher retention, introduction to school
climate, and reinforcing effective teaching behaviors. Oklahoma SBAE induction-year teachers and
programs are negatively impacted from the lack of a structured mentoring program. The planning, funding,
and implementation of a mentoring program for Oklahoma SBAE induction-year teachers should be a
focus of professional development.
Keywords: mentoring, induction-year, Delphi, teacher retention

Introduction and Review of Literature
School-based agricultural education (SBAE) has experienced teacher shortages
since the implementation of the Smith-Hughes Act in 1917 (Hillison, 1987; Solomonson
et al., 2018). Recruitment programs, such as the National Association of Agricultural
Educators’ (NAAE) Teach Ag initiative, have been implemented to attract individuals to
the profession (Ingram et al., 2018). However, high attrition rates continue to plague
SBAE programs nationwide (Crutchfield, et al., 2013). Low teacher retention and high
teacher turnover have been correlated with lower student achievement and negative
impacts to school culture (Ronfeldt et al., 2013). Research reports anywhere from 30% to
50% of teachers leave the classroom in the first five years (Blackburn et al., 2017). This
history of high teacher turnover rates supports an ongoing SBAE teacher shortage
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(Solomonson et al., 2018). At the beginning of the 2018-2019 school year, 71 SBAE
teaching positions remained unfilled and 45 SBAE programs closed their doors (Smith et
al., 2019).
Ultimately, and perhaps most importantly, the lack of highly qualified and
effective SBAE teachers has a negative influence on students (Mishel et al., 2008). An
estimated 48,000 students did not have access to a highly qualified local agricultural
educator in the 2016-2017 school year (NAAE, 2018). Local communities (Martin &
Henry, 2012) and the larger agricultural sector (Goecker et al., 2015) are impacted when
these students have little to no exposure to potential careers in agriculture, often the
largest employing industry in rural communities (Huffman & Orazem, 2007). SBAE
programs have been shown to invest in local communities by providing opportunities for
students to practice interpersonal skills while working with community leaders (Martin &
Henry, 2012). In the 2018-2019 school year, approximately 30,000 Oklahoma SBAE
student Supervised Agricultural Experience (SAE) projects generated a $63 million
economic impact in state economy and included over 300,000 hours in community
service activities (K. Murray, personal communication, January 17, 2020). Each year,
22,500 jobs in the agriculture industry are unfilled by agriculturally competent workers
nationwide. SBAE students are needed to help these positions (Goecker et al., 2015).
A teacher’s induction-year career stage requires the greatest support to provide
proper education for students (Greiman et al., 2005; Katz, 1972). This support may come
in the form of written materials, instructional planning time, training sessions, orientation
programing, and mentorship opportunities (Joerger, 2003). According to Smith and
Ingersoll (2004), mentoring involves the “personal guidance provided, usually by
seasoned veterans, to beginning teachers in schools” (p. 683). Mentoring has the potential
to “improve retention rates for new teachers along with their attitudes, feelings of
efficacy, and instructional skills” (Darling-Hammond, 2010, p. 24). Many variables
influence the effectiveness of the mentoring activities (Smith & Ingersoll, 2004). The
relationship between the mentor and protégé is one of the largest factors of an effective
professional relationship for both parties (Hudson & Hudson, 2017). Still, mentoring
programs can serve to increase teacher retention (Foor & Cano, 2012).
Solomonson et al. (2018) included teacher preparation and development as a
contributing factor to the retention or attrition of a SBAE teacher. The induction-year
requires the most intensive professional development of any career stage (Katz, 1972).
According to Moir (2003), “quality induction programs promote greater teacher retention,
breaking the cycle of attrition, which saves money for school districts and ensures that
teacher shortages do not dictate hiring policy” (p. 1). Peiter et al. (2005) suggested
mentoring, or the professional development relationship formed between experienced and
novice colleagues, as an effective and efficient method to assist SBAE teachers in
navigating the many challenges they encounter during their induction-year. According to
Joerger (2002), professional development for induction-year SBAE teachers may “ensure
elevated levels of personal satisfaction, student achievement scores and success” (p. 11).
The induction-year can have lasting impacts throughout a teacher’s novice years (Katz,
1972) and a teacher’s sense of self-efficacy (Bandura, 1997).
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Requirements for induction-year and mentoring activities for SBAE teachers
differ across state lines (Franklin & Molina, 2012). Beginning in 1980, Oklahoma
induction-year teachers were supported by a cohort of university faculty, school
administration, and veteran teachers (House Bill 1706, 1980). This program was widely
welcomed by Oklahoma teachers (Simms, 1983). However, the structured mentoring
program for induction-year teachers was defunded through state budget cuts in 2004
(McKean, 2013). In subsequent years, no structured mentoring has been offered to
induction-year SBAE teachers. First page, first paragraph: use this for the first paragraph
of the paper.

Theoretical Framework
Katz’s (1972) stages of development and training needs of preschool novice
teachers served as the theoretical foundation for this study. Katz (1972) described the
professional development of novice teachers in four stages, including survival,
consolidation, renewal, and maturity. These stages begin in the preservice teaching phase
and continue into the fifth year of professional teaching experience. Most induction-year
teachers are categorized in the survival stage. In this stage, as the name implies, novice
teachers are concerned with persevering through the day, week, and semester. They are
most occupied with the current task at hand. Katz (1972) writes of theses teachers, “The
discrepancy between anticipated successes and classroom realities intensifies feelings of
inadequacy and unpreparedness” (p. 4).

Figure 1. Katz’s (1972) stages of development and training needs for novice teachers

Mentoring is a vital training need throughout the survival and consolidation
developmental stages. According to Katz (1972), “exchanges of information and ideas
with more experienced colleagues may help teachers master the developmental tasks” (p.

Published by the UNLV Department of Teaching and Learning, Hosted by Digital Scholarship@UNLV

41

Journal of Research in Technical Careers

6). Training should be personalized to the individual novice teacher and their classroom.
Katz (1972) recommends continuous training past intermittent prearranged classroom
observations. Veteran teachers and consultants may provide professional development to
teachers in the survival stage. Marshall et al. (1990) used this model to develop districtwide induction programing.

Purpose and Objectives
This study addresses the Agriculture, Food & Natural Resources career cluster
identified by the Journal of Research in Technical Careers. The purpose of this research
was to describe the expert panels’ perceptions regarding a lack of structured mentoring
for Oklahoma induction-year SBAE teachers. The objectives were to:
1. Identify goals of a workplace-mentoring program for Oklahoma inductionyear SBAE teachers via a panel of experts.
2. Describe an expert panel’s opinion on outcomes of a mentoring program for
Oklahoma induction-year SBAE teachers.
3. Determine the impact of mentoring on SBAE induction-year teachers in
Oklahoma as determined by a panel of experts.

Method
The modified-Delphi method was selected to achieve the purpose and objectives.
As described by Hsu and Sandford (2007), the Delphi is “a widely used and accepted
method for achieving convergence of opinion concerning real-world knowledge solicited
from experts within certain topic areas” (p.1). It has been widely implemented in the field
of agricultural education, especially in the area of curriculum planning (Martin & Frick,
1998). Dalkey (1969) identified components of a reliable Delphi study: that is,
anonymous response, iteration, controlled feedback, and statistical group response.
Studies by Conner and Roberts (2013), Howerton et al. (2019), and Saucier et al. (2012)
established the use of Delphi in assessing needs of preservice and beginning SBAE
teachers.
An expert panel (N = 42) was identified from Oklahoma SBAE personnel.
Participants were chosen from Oklahoma SBAE personnel and purposefully selected for
their expertise and role within the profession. Twelve experienced SBAE teachers were
chosen for their involvement in the previous mentoring program. Seven Oklahoma
Department of Career and Technology Education (ODCTE) staff were identified based
on their daily interactions with novice and experienced Oklahoma SBAE teachers. Seven
teacher educators from three Oklahoma post-secondary institutions were included for
their role in developing future agricultural educators. Second-year Oklahoma SBAE
teachers (n = 9) were included on the panel to give voice to novice teachers’ concerns.
School administrators familiar with SBAE programs (n = 7) added administration
viewpoints to the panel. To modify the Delphi method, participants were contacted
through email and provided a link to complete the instrument electronically.
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Demographic data revealed round-one respondents were 86.36% males. SBAE teachers
composed 45.45% of the sample with 22.73% ODCTE staff, 18.18% university
professors, and 13.64% school administrators. These individuals have an average of
10.90 years of experience in their current position and 15.10 years of teaching
experience. Traditional certification represented 88.57% of participants. Finally, 68.18%
had experience in structured mentoring programs, either as a mentor, protégé, or both,
and 86.36% participate in professional development activities at least once every few
months.
Participants were contacted through email and directed to an instrument hosted
through Qualtrics services. They were provided a Participant Information Sheet which
had been approved by the Oklahoma State University Institutional Review Board. Each
survey instrument was assessed for face and content validity. In round one, panelists were
asked three open-ended questions to address the objectives of the study. Panelists also
responded to seven demographic questions. Panelists provided comments to the
following questions.
1. What are the overarching goals of a workplace-mentoring program?
2. What are three major outcomes of a mentoring program that are beneficial to a
first-year teacher?
3. How does the absence of a structured mentoring program impact a first-year
agricultural education teacher?
Responses were narrowed to unique statements and grouped into like themes
(Diaz et al., 2018). Responses from 25 panel members were collected in this round for a
response rate of 59.52%. Only those who responded to the previous round were invited to
participate in the subsequent round (Mantooth & Fritz, 2006).
Round two sought to collect the panel’s level of agreement on a six-point,
summated scale to the 67 statements generated as a result of round one. Panelists were
also given the opportunity to provide additional feedback on each of the eight themes
identified from the round one responses (Roberts, 2006). Regarding consensus, a priori
levels of 80% (Roberts & Dyer, 2004) and 90% (Easterly & Myers, 2017) were averaged
for a consensus level of 85%. Items that at least 85% of the expert panel marked as
somewhat agree, agree, or strongly agree were considered as meeting consensus. Items
receiving less than 50% agreement were dropped from the study (Easterly & Meyers,
2017). Items scoring 51% to 85% were included in the round three instrument that was
distributed to 21 (50% response rate) round two participants.
Round three sought to reach consensus or reject the remaining 14 statements.
Panelists were asked to agree or disagree with each item (Easterly & Meyers, 2017).
Comments for each of the eight themes were collected. Sixteen respondents (38%
response rate) participated throughout the three rounds. Panels greater than 13 members
are considered reliable (Dalkey, 1969).
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Results
Demographic data revealed round one respondents were 86.36% male. SBAE
teachers composed 45.45% of the sample with 22.73% state ODCTE staff, 18.18%
university professors, and 13.64% school administrators. These individuals have an
average of 10.90 years of experience in their current position and 15.10 years of teaching
experience. All but four were traditionally certified. Concomitantly, 68.18% had
experience in structured mentoring programs, either as a mentor, protégé, or both and
86.36% participate in professional development activities at least once every few months.
Round one produced 73 unique statements. The first question produced 11
statements, question two produced 30 statements, and the third question produced 32
statements. Statements were grouped into eight emerging themes. Emerging themes from
these statements were building mentoring relationships, effective emotional management,
effective SBAE program management, impact to agricultural education profession,
improving student learning, increasing teacher retention, introduction to school climate,
and reinforcing effective teaching behaviors.
In round two, each of the 73 responses from round one’s three open ended
questions was subjected to a six-point summated scale to assess the panel’s level of
agreement. Of these statements, 55 reached the consensus requirement of 85%
agreement, four failed to be agreed upon by half the respondents and were dropped, and
14 were included in round three for final approval or rejection from the panel. Table 1
contains the statements which met consensus in round two.

Table 1. Items Meeting Consensus Following Round Two
Item

M (1-6)

SD

Agreement (%)

Question 1: What are the overarching goals of a workplace-mentoring program?
Enhance classroom instruction skills
Increase retention rates
Increase teacher success
Inform new and returning teachers about school
procedures
Extend professional networks
Gain insight to teaching abilities
Gain meaningful professional relationships
Pair experienced and novice teachers
Support new teachers

https://digitalscholarship.unlv.edu/jrtc/vol4/iss2/4

4.88
4.88
5.00

0.68
0.76
0.69

100.00
100.00
100.00

4.94
5.00
4.88
5.29
4.88
5.18

0.78
0.77
0.76
0.82
0.90
0.98

94.44
94.12
94.12
94.12
88.24
88.24
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Question 2: What are three major outcomes of a mentoring program that are beneficial to a first-year
teacher?
Active partnerships for periodic feedback
Assist new teachers set goals
Build lasting professional relationships
Clarify expectations
Deliver effective and enthusiastic lessons
Improve communication with stakeholders
Improve self-awareness of teaching performance
Improved student engagement
Improved time management
Improving student learning
Increase teacher collaboration
Provide knowledge of how a school functions
Readily available advice and opinions
Ability to teach students from diverse backgrounds
Accountability to instructional goals
Collegiality with fellow teachers
Effective classroom management
Greater general program knowledge
Improve abilities to mentor in the future
Improve self-efficacy
Improve teacher morale
Improve teacher satisfaction
Increase new teacher retention into the second year of
teaching
Strengthen community connections
Understand allocation of money
Additional organization

4.88
4.76
5.12
5.18
4.76

0.58
0.64
0.76
0.78
0.73

100.00
100.00
100.00
100.00
100.00

5.06
4.94

0.70
0.73

100.00
100.00

4.88
4.81
4.71
5.18
4.88

0.68
0.63
0.46
0.71
0.83

100.00
100.00
100.00
100.00
100.00

5.18
4.47
4.47
4.88
4.88
5.00
4.82
4.76

0.71
0.78
0.61
0.58
0.68
0.71
0.71
0.81

100.00
94.12
94.12
94.12
94.12
94.12
94.12
94.12

4.82
4.59

0.86
0.84

94.12
94.12

4.88
4.81
4.87

0.83
0.88
0.88

94.12
94.12
94.12

Increase student achievement
Continue education in content area
Encourage a healthy work-life balance

4.94

0.66

93.75

4.56
4.35
4.59

0.93
0.76
0.91

93.75
88.24
88.24

Question 3: How does the absence of a structured mentoring program impact a first-year agricultural
education teacher?
Become overwhelmed with job-related activities
Feelings of helplessness
Time management for effective teaching
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Hasten job-related apathy
Assessment of teaching
Erode self-confidence
Foment feelings of burnout
Lack of support
Professional isolation
Affects student success
Creates an attitude of unimportance of new teachers’
success
Greatly enhances the responsibility of others to provide
training
Limits teachers’ start in the profession
Miss deadlines
Negative community impacts
Negative impact on the profession
Informal mentoring already in place

4.59
4.71
4.44
4.59
4.59
4.76
4.69

0.69
0.89
0.79
0.77
0.97
0.94
0.98

94.12
88.24
88.24
88.24
88.24
88.24
87.50

4.50

0.87

87.50

4.38
4.50
4.38
4.25
4.31
4.13

0.99
0.79
0.99
0.97
0.77
1.09

87.50
87.50
87.50
87.50
87.50
86.67

Of the 14 statements included in round three, seven met final consensus and are
listed in Table 2. Combined with the 55 consensus reaching statements from round two,
the final list of statements reaching consensus includes 62 statements that 85% of the
panel agree are true of mentoring SBAE teachers. All eight themes from round one met
consensus. See Table 3 for a full list of items organized by theme and question.

Table 2. Items Meeting Consensus Following Round Three
Question
Item
3
Time consuming
3
Lack of clarity regarding school functions
1
Observe master teachers
2
Develop new and returning teachers
3
Contribute to program failure
3
May contribute to poor or under performance
3
More likely to make uninformed decisions
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Table 3. Final Consensus List in Themes and Questions
Theme
Question Item
Building Mentoring
1
-Develop new and returning teachers
Relationships
-Extend professional networks
-Gain meaningful professional relationships
-Observe master teachers
-Pair experienced and novice teachers
-Support new teachers
2
-Active partnerships for periodic feedback
-Assist new teachers set goals
-Build lasting professional relationships
-Collegiality with fellow teachers
-Improve abilities to mentor in the future
-Increase teacher collaboration
-Readily available advice and opinions
3
-Informal mentoring already in place
-Lack of support
-More likely to make uninformed decisions
-Professional isolation
-Time Consuming
Effective
Emotional
Management

2

3

Effective SBAE
Program
Management

2

3

-Encourage a healthy work-life balance
-Improve self-efficacy
-Improve teacher morale
-Improve teacher satisfaction
-Become overwhelmed with job-related activities
-Erode self-confidence
-Feelings of helplessness
-Foment feelings of burnout
-Hasten job-related apathy
-Additional organization
-Improved time management
-Greater general program knowledge
-Strengthen community connections
-Understand allocation of money
-Contribute to program failure
-Miss deadlines
-Negative community impacts
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Impact to
Agricultural
Education
Profession

3

-Creates an attitude of unimportance of new teachers’
success
-Greatly enhances the responsibility of others to provide
training
-Limits teachers’ start in the profession
-Negative impact on the profession

Improving Student
Learning

2

3

-Ability to teach students from diverse backgrounds
-Effective classroom management
-Improved student engagement
-Improving student learning
-Increase student achievement
-Affects student success

Increasing
Teacher Retention

1
2

-Increase retention rates
-Increase teacher retention into the second year of teaching

Introduction to
School Climate

1
2

-Inform new and returning teachers about school procedures
-Clarify expectations
-Improve communication with stake holders
-Provide knowledge of how a school functions
-Lack of clarity regarding school functions

3
Reinforcing
Effective Teaching
Behaviors

1

2

3

-Enhance classroom instruction skills
-Gain insight to teaching abilities
-Increase teacher success
-Accountability to instructional goals
-Deliver effective and enthusiastic lessons
-Continue education in content area
-Improve self-awareness of teaching performance
-Assessment of teaching
-May contribute to poor or under performance
-Time management for effective teaching

Eleven items failed to meet consensus (a priori of 85% agreement) among the
expert panel, four in round two and seven in round three. See Table 4 for a list of those
items. Agreement on these items ranged from 12.50% to 81.25%. It is important to note
the items of Experience barriers to seeking help and Hasten the loss of new teachers to
the third question narrowly missed consensus. Voices from the panel stated a lack of
mentoring held no negative consequences for induction-year SBAE teachers and costs of
structured mentoring outweighed benefits. However, the remaining members quickly
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drowned out this opinion. Each statement failed to reach 50% agreement in round two.
Other detractions to structured mentoring programs for induction-year SBAE teachers
included potential personality conflicts between mentors and protégés and a belief
mentoring may be more beneficial to SBAE teachers in the second year of their career.
Table 4. Items Failing to Meet Consensus
Question Item
3
Experience barriers to seeking help
3
Hasten the loss of new teachers
2
Team decision making
3
Decrease community connections
3
Sets a bad example for the profession
3
Personality conflicts between mentoring pairs
3
Pursue unhealthy forms of self-medication
3
More impactful in second year of teaching
3
Teachers need to find their own mentors
3
No impact from lack of mentoring
Creates additional tasks for participants without additional
3
benefits

Agreement (%)
81.25
81.25
68.75
68.75
68.75
50.00
50.00
46.67
40.00
20.00
12.50

Table 5. Selected Comments from Panel Members
Theme
Comment
Building Mentoring -There may be some additional time commitment, but more for the
Relationships
mentor than the new or returning teachers. The added benefit is a
successful teacher.
Effective Emotional
Management

-I may “strongly agree” for one of the new teachers, and “strongly
disagree” for another example.
-New teachers seek advice from those whose advice is not always sound
or valuable.

Introduction to
School Climate

-School climate, almost by definition, is likely to be very idiosyncratic
or unique. So, the value of the experiences and advice from a mentor
teaching in a school with a very different climate may have rather
limited application.
-Finance and policies regarding student overnight trips/chaperones are
areas that often times get young teachers in a bind when there is not a
structured mentoring program.
-It is hard for beginning teachers to comprehend all that the profession
entails, especially if they have been through an alternative pathway
for their teaching certification.

Impact to
Agricultural
Education
Profession

-Ag-Ed Staff does first year new teacher orientation. Very beneficial.
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Panel members provided open-ended responses in relation to each theme
following rounds two and three. A total of 18 comments were collected from these
questionnaire items. To provide a voice for participants, selected responses to the openended questions are included in Table 5. Other comments were used to clarify statements
or themes.

Conclusions
Objective one sought to identify consensus regarding goals of a workplacementoring program for SBAE teachers in Oklahoma. The first question provided the most
agreement from the panel in round two (M = 4.92, SD = 0.83) over the smallest number
of unique statements in comparison to the other two questions. All ten statements met
consensus. Therefore, panelists concur mentoring program goals should reflect school
climate, teaching behaviors, building mentoring relationships, and teacher retention.
The second objective described the expert panel’s opinion of the outcomes of a
mentoring program for SBAE teachers. The second question generated the smallest
average standard deviation (M = 4.82, SD = 0.74) over the greatest number of unique
statements, indicating close agreement among the panel. All but one statement met
consensus. Panelists agreed there is a wide range of mentoring outcomes for inductionyear SBAE teachers, mirroring findings from Katz (1972) and Darling-Hammond (2010).
This variety highlights the wide-ranging impacts for induction-year teachers. They
believe all areas of an SBAE program may benefit from a structured mentoring program.
Objective three describes the panel’s opinion on the impact of mentoring for
Oklahoma SBAE teachers. The panel had the most disagreement on the third question. Of
the 32 unique statements generated, 22 met consensus. This expert panel believes a lack
of mentoring negatively impacts Oklahoma induction-year SBAE teachers. This lack of
support may impact a teacher’s trajectory through Katz’s (1972) stages of development
for novice teachers.
While the panel recognized Oklahoma’s induction-year SBAE teachers
commonly utilized informal mentorship, they also identified the shortcomings of current
induction orientation practices. One member noted “new teachers seek advice from those
who’s advice is not always sound or valuable” while another wrote “first-year teachers
get a lot of advice from different points of view. The message is not consistent.” One
panel expert summed up the importance of building mentoring relationships with “new
teachers don’t know what they don’t know. Sometimes they don’t know to ask or even
what to ask.”

Recommendations
There is some disagreement over specific concerns stemming from a lack of
mentoring for induction-year SBAE teachers, providing a line of inquiry for future
research. Qualitative methods would explore the challenges faced by induction-year
SBAE teachers. The experiences of Oklahoma induction-year SBAE teachers should be
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compared to their counterparts in other states that employ a structured mentoring
program.
It is recommended that the implementation of a structured mentoring program be
further investigated for Oklahoma SBAE induction-year teachers with the goal of
reflecting all themes expressed in the experts’ responses. Katz (1972) proposes inductionyear teachers require “support, understanding, reassurance, comfort and guidance” (p. 4)
through mentorship. A SBAE colleague would provide content specific guidance and
program management advice as well as assist the induction-year teacher with
incorporating him or herself into the profession (Kram & Bragar, 1992). Induction-year
SBAE teachers should also be supported within their school buildings and districts (Katz,
1972). A district mentor would guide induction-year teachers as they navigate school
climate, procedures, finances, and cultures. In a similar approach to the now discontinued
induction program in Oklahoma, teacher educators could act as instructional coaches to
induction-year SBAE teachers as they navigate the challenges of classroom teaching
(House Bill 1706, 1980).
This structured mentoring could occur through several platforms. Face-to-face
sessions could be combined with both asynchronous and synchronous online
communication as individual circumstances dictate (Cinkara & Arslan, 2017). Both
Oklahoma SBAE staff and teacher educators should invest resources to connect qualified
veteran SBAE teachers to their induction-year colleagues. State funding as well as private
and corporate donations should be explored to support this vital teacher professional
development. Most importantly, a structured mentoring program shaped by mentoring
research and the interests of SBAE teachers (Moore & Swan, 2008) is needed to address
the retention challenge facing the Oklahoma SBAE profession.
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