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ABSTRACT 
 

Mentoring and assessment play pivotal role in teaching learning process. The 

main purpose of the study was to investigate mentoring in teaching practice at B.Ed. level 

in Islamabad/ Rawalpindi.  The objectives of the research study were as: (1) to identify 

the existing situation of mentoring; (2) to identify factors involved in mentoring trainee 

teachers; (3) to analyse the existing informal and formal mentoring system for trainee 

teachers; (4) to assess the benefits accrued because of mentoring; (5) to examine the 

views of the mentees and mentors about the effectiveness of mentoring on their 

achievement. The research was conducted on B.Ed. students of National University of 

Modern Languages Islamabad, Federal College of Education H-9 Islamabad, Pir Mehr 

Ali Shah Arid Agriculture University Rawalpindi, Govt Elementary College for Teachers 

Women H-9 Islamabad, Govt College for Elementary Teachers, Saidpur Road, 

Rawalpindi and Bilquis College of Education for Women P.A.F Chaklala Rawalpindi to 

find out the objectives. All heads/Principals, supervisors, teachers and 948 students of 

B.Ed. of above mentioned colleges and universities were included in the target population 

of the study. Total sample of the study was 352, in which 274 students of B.Ed., and 72 

teachers, supervisors and 6 heads/Principals of the universities and colleges were 

selected. The data were collected personally by the researcher. He used a questionnaire of 

five point likert scale for mentors and mentees. Moreover, an observational checklist was 

used to observe mentees. An interview of 15% sample was also conducted to know the 

opinion of respondents regarding mentoring. Chi-square test goodness of fit was used for 

data analysis. All the research findings indicated that mentoring had strong impact on the 

performance of mentees. It was observed that mentees were very comfortable and 
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confident due to mentoring. Mentors and mentees confessed that formal mentoring was 

used but it had short duration of forty days. It was found that mentoring had provided 

psychological and emotional support to mentees and it had reduced their feelings of 

isolation. It was found in data analysis that mentoring had increased positive 

reinforcement, self esteem, inter-personal skills, performance, motivation, 

communication skills and reflection in mentees. After analyzing observational check list, 

it was found that mentees were well dressed, well planned, confident, maintained 

discipline, motivated, knowledgeable and competent in all aspects, after mentoring. 

During analysis of interview, all respondents acknowledged that formal mentoring was in 

progress. The respondents mentioned that mentoring was very beneficial and effective for 

beginner teachers. Mentors acknowledged that mentees had learned different things 

during mentoring as: time management; stress management; problem solving attitude and 

communication skills. Some suggestions may be made as: duration of mentoring may be 

ninety days; departments may allocate specific funds for mentoring. Further studies may 

be conducted in order to know the impact of mentoring in engineering, medical, 

administration and commerce.                 
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   CHAPTER 1 

INTRODUCTION 

The preparation of beginner teachers and new teachers has been of great concern 

in many developed and developing countries. Beginning teachers, who join schools with 

or without adequate and appropriate teaching skills, can directly affect and influence 

positively or negatively, during the course of their profession to hundreds of learners and 

students in education sector. Consequently, beginner teachers and new teachers need 

proper guidance, support, coaching, counselling and mentoring from experienced, and 

expert people in the field of education (Abell & Bryan, 2005). 

Mentoring in education is usually concerned with helping mentees, and to 

improve achievements of mentees or learners. The main tasks for the mentor would be to 

motivate the learners, by keeping the learner focused on achieving goals.  Moreover, the 

purpose of mentoring in education is to assist the mentee to establish good relationships 

with others, e.g. resolving problems of personality clashes; working through problems; 

and show very optimistic and positive attitude toward relevant people. Mentoring is to 

help in developing the mentees’ study skills, task management and career development 

as: identifying the mentee‘s strengths and weaknesses; looking at ways of developing 

new skills; task management is discussed, the way to manage a particular task or project; 

career development is working out a career development plan for the future. Open space 

is another thing in mentoring in education, and it is an opportunity for the mentee to let 

off steam; a sounding board for the mentee; and a time to talk in confidence. In education 
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sector, mentoring develops a liaison with parents, teachers, social workers, careers 

advisers, youth workers etc. Mentoring in education would be done by both paid workers 

(learning mentors) and volunteers (Iqbal, 2007). 

Professional developmental and personal development is considered the soul of 

mentorship and mentoring. The relationship refers to such development when mature, 

expert or more literate and visionary person assists the beginner and inexperienced 

person, in that particular field. In fact, the learner was conventionally pointed as pupil but 

the more impartial word "mentee" was made-up and is frequently used in modern era, in 

the field of education and in the whole world (Evenson, 1998). 

Continuous professional development is considered very crucial for learners. All 

educationists accept that mentoring should be integral part of professional learning, and 

mentoring is a very advantageous, fruitful and valuable platform of learning (Briscoe & 

Peters, 1997). Mentoring relationship offers real assistance for new and prospective 

teachers, where mentors are accessible, on spot to provide coaching, direction and 

support. Coaching and mentoring could be extremely effectual and successful for 

prospective and intended teachers of schools (Jones, Reid, & Bevin, 1997).  

Hargreaves and Fullan (2000) stated that mentoring is insightful and deep rooted 

transition, in the roots of learner. Mentoring may not be an exclusive duty, obligation and 

responsibility of senior person’s to train, and prepare the junior. It emphasizes and 

stresses educational development, and growth for learner in the processes of transition 

(Sullivan, 2004). It enhanced the chances of learning and amplification of every 

individual pupil first. Consequently, there would be countless benefits and advantages for 
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the pre-service teachers, in-service teachers or newly inducted teachers, mentor, the 

school staff members, and all faculty members (Hobson, 2003). 

Mentoring is described as an ideal relationship, which is built on reciprocal and 

two way communication. It is foundation of mutual relations (Gehrke, 1988). Butcher 

and Spencer express their opinions about beautiful relationship of mentor and mentee as a 

relationship, which entirely depends on guidance, coaching and learning of skills. The 

learner obtains various abilities and skills from mentor (Butcher, 2000 & Spencer, 1996). 

Mentoring is a concept, which has been dealt and elaborated differently by 

different people, according to their perception, comprehension, experience, competence, 

knowledge and vision. It is a derivative of guidance, and prepares the learner to handle 

challenging issues, and problems. Chestermans wrote a lot about mentoring, 

psychological and emotional regulation. The writer emphasises on gracious and pleasant 

relationship. Mentor is such a person, who offers sincere support and coaching. On the 

other hand, the person, who seeks assistance and support is identified as a learner and 

mentee or inexperienced person. This type of assistance is required at the time of 

community trauma, and at the time of pronouncement (Chestermans, 2003). 

In the area of edification and teaching, particularly in graduation and at tertiary 

stage of education, mentoring plays a motivational role. STEM says that mentoring is a 

relationship, in which teachers act as an intimate and trust worthy person, who guides to 

those pupils, who look for guidance, counselling, direction and instructions. It is an 

excellent way of socialization of the values, and mentoring transforms the pupils into a 

collaborator and co-workers (STEM, 2003).  
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Some authors have done analysis of education system of developed and advanced 

countries, as Chesterman presents the analysis of the education systems of dissimilar 

highly developed countries, as USA, UK, France, New Zealand and Australia. The 

authors sums up that there are various programs of mentoring which engross diverse 

academic or administrative issues from initial level of school to university level. The 

research body in mentoring has recognized strong association and sound relationship 

between the superb quality of mentoring services and brilliant behavioural changes of the 

pupils, mentees and learners, in terms of their accomplishment and completion. 

Mentoring uses to bring very positive changes in mentees and pupils (Butler, 2001).      

Some famous authors have keenly observed and analysed the mentoring 

programmes as Peter Hudson (2004), Butler (2001) and some other researchers have 

conducted researches on mentoring, as Evenson (1990) conducted a research and found 

that mentoring was a way of particularizing pupils’ schooling, by motivating a student to 

meet and getting guidance from a faculty member, who is expert in a specific area of 

education. When a student consults his teacher in research, and takes assistance in 

professional degree. It is a fact that all research scholars need proper supervision, 

mentoring and coaching. It is an official responsibility of supervisor to guide the 

researcher. The pupil ought to show veneration and reverence for the mentor or coach. 

The mentor should take full care of the mentee to encourage, and motivate his learner 

professionally and educationally (Evenson, 1990). 

In Pakistan, mentoring is almost a new concept because in 2002 Directorate of 

Staff Development Lahore has started working on Continuous Professional Development, 
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and mentoring in education department. In Punjab, DSD is responsible and dependable 

for the continuous professional development, and capacity building, regarding career of 

the teachers throughout the province. Through an important notification of Government, 

DSD was afterwards nominated as the exclusive organization for arranging and 

conducting activities that related to teacher expansion, whether in the community or 

personal sectors. The training programmes focused on present needs and professional 

deficiencies of teachers. These training programmes include mentoring and other 

activities, which are essential and important for learners (GoP, 2009).  

Mentoring through DSD training program is based on the professional and 

educational needs of teachers, and its purpose is to facilitate the teachers to meet the 

responsibilities of their profession. In addition to targeting new teachers, mentoring may 

focus on instructors, who are having difficulty with some aspect of their job or on 

teachers, who are transitioning into a new position or program. Although mentoring 

generally targets teachers, beginner teachers, in-service teachers and it also focused on 

administrative staff to bring about systemic reforms in teaching profession. DSD provides 

induction training to new appointed teachers, and training is given to all in-service 

teachers of all designations (DSD, 2006). 

In Pakistan, there are various professional degrees, and courses for prospective 

teachers, which are offered by universities, elementary colleges for teacher education and 

different other colleges in country. These colleges and universities offer PTC, CT, B.Ed., 

M.Ed., and various other diplomas. All the above mentioned courses provide pedagogical 

and professional support to prospective and beginner teachers, in teaching.  
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There is a professional course for teachers, which is called B.Ed. in Pakistan. The 

eligibility for B.Ed. is fourteen year education as B.A. or graduation. In this course 

various subjects are offered as: Perspective of Education; Research Techniques; 

Curriculum Development; Teaching of English; Teaching of Urdu; Educational 

Psychology; Classroom and School Management; Learning Measurement and 

Evaluation; General Science; Pakistan Studies; Teaching Practice and so on. All these 

subjects are very beneficial.             

The subject of Teaching Practice is offered at B.Ed. level in various colleges and 

universities of Rawalpindi and Islamabad. Teaching Practice is a practicum, and it 

provides the facility to prospective teachers to learn by practice. Mentoring is an integral 

part of teaching practice, in which B.Ed. students are provided on-site supervision, 

pedagogical, and professional support. Mentoring in teaching practice is provided in 

almost all institutions, but in different styles. Mentoring is considered essential 

components for B.Ed. students and prospective teachers. It has great significance.  

1.1 STATEMENT OF THE PROBLEM 

Mentoring is considered valuable and indispensable for beginner teachers. 

Mentoring plays very vital and crucial role in education sector for professional and 

pedagogical development of prospective teachers and working teachers. All teachers 

cannot remove their professional weakness and deficiencies, without mentoring and 

guidance of senior or expert teachers. In education sector, teaching practice is considered 

essential component of B.Ed., which is a one year professional degree. The duration of 

teaching practice and mentoring is almost forty days. In the second semester of B.Ed., 
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students are briefed about teaching practice and mentoring. Mentoring is different from 

classroom instructions, because the mentor provides coaching and on-site supervision to 

the mentees, regarding all problems of beginner teachers, during lesson presentation and 

teaching. Mentoring and teaching practice is a practicum, so it is different from 

theoretical work. Teaching practice is meant to prepare teachers for teaching career. The 

problem in Pakistan is that, people are not fully aware of the significance of mentoring 

and teaching practice. In some universities of Pakistan, teaching practice and mentoring 

is not considered important for B.Ed. program. If teaching practice and mentoring is 

removed from B.Ed. program, then it would be an academic degree and not a 

professional degree. The problem to be investigated was the real situation of mentoring in 

teaching practice at B.Ed. level, in 2011-12 in Islamabad/Rawalpindi. Some people are 

unaware of the worth of mentoring in teaching practice, in Pakistan at B.Ed. level. 

Therefore, the researcher decided to work on this crucial topic. This study was conducted 

to explore, whether mentoring experience at B.Ed. level really made any difference in 

students/mentees in teaching? Mentoring is almost a new concept in Pakistan, and no 

research study was conducted earlier on this topic, at any level in education, in Pakistan.  

1.2 OBJECTIVES OF THE STUDY 

 The major objectives of this study were as mentioned below: 

1. To identify the existing situation of mentoring. 

2. To identify factors involved in mentoring trainee teachers. 

3. To analyse the existing informal and formal mentoring system for trainee 

teachers.  
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4. To assess the benefits accrued because of mentoring.  

5. To examine the views of the mentees and mentors about the effectiveness of 

mentoring on their achievement. 

1.3  RESEARCH QUESTIONS OF THE STUDY 

 This study was conducted to find out the answers of the following research 

 questions: 

1. What is existing situation of mentoring in teaching practice? 

2. Why mentoring is considered essential in modern age for effective teaching? 

3. Which type of mentoring is used in B.Ed.? 

4. What is the worth of relationship between mentor and mentee in the process 

of mentoring? 

5. What is the impact of mentoring on teaching practice? 

6. What is the influence of mentoring on the behaviour of mentee/ student? 

7. What are the benefits of mentoring for mentors and mentees? 

8. What are the factors, which are involved in mentoring? 

9. What are the views of mentees and mentors about mentoring? 

1.4 SIGNIFICANCE OF THE STUDY  

It was an important study, because it could assist many teachers as teachers of 

elementary colleges and university teachers, students, policy makers, decision makers, 

researchers, educational planners, government officials as minister of education, secretary 

of education, directors of educations, mentor and mentees. College and university’s 
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mentoring environment might be improved by considering the findings and results of the 

study. It could be fruitful and extremely beneficial for all educational implementers. 

Mentees went through different educational, professional and pedagogical problems. It 

was professional and moral obligation of mentors and supervisors to assist the mentees to 

eradicate these chronic problems. Mentoring in teacher education had great significance. 

It carried inherent benefits to teachers, students and society. Mentoring was an effective 

way for preparing future teachers. Mentoring offers an excellent chance for mentors and 

mentees to develop interpersonal communication skills, pedagogical skills, reading and 

writing skills. It is an excellent way for the betterment and development of a mentee. It 

was anticipated and expected that the study and the results of the study could be helpful 

for the policy makers and educationists. Consequently, these people would focus on the 

worth and importance of mentoring and most likely formal mentoring of long duration 

would be included in the programs of education, as masters in Education or B.Ed. and 

M.Ed. In the developed and highly advanced countries such as: United State of America, 

United Kingdom, Australia, and Canada had many formal programs of mentoring, which 

were in progress and these programs had supported a lot in every field to the people of 

these countries, which are mentioned above. All developing countries such as: Pakistan, 

Afghanistan, Bangladesh, India, Nepal, Bhutan, Burma, Sri Lanka, Iran, and many other 

countries need such programs of mentoring for pedagogical, personal, emotional, 

educational, psychological, and professional growth and development of their leaders, 

teachers, businessmen, engineers, doctors, industrialists, administrators, managers and 

people of all fields in the above mentioned countries.  
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1.5  DELIMITATIONS OF THE STUDY 

The study was delimited as mentioned below: 

1. The professional development of the mentees/students due to mentoring in 

teaching practice. 

2. The development and improvement in the knowledge of mentees and students 

due to mentoring in teaching practice. 

1.6 METHOD OF THE STUDY 

This study was descriptive in nature. Moreover, it was a survey type study, which 

tried to explore the views of mentors, and mentees about mentoring. In this research, 

mixed methods design name, the Convergent Parallel Design was used, which had 

quantitative and qualitative strands. It utilized both quantitative and qualitative data to 

answer the questions of research, and to fulfil the objectives of the research for this study.  

1.6.1 Population  

The target population of the study was all teachers and students, who were 

studying in B.Ed. at National University of Modern Languages Islamabad, Federal 

College of Education H-9 Islamabad, Pir Mehr Ali Shah Arid Agriculture University 

Rawalpindi, and Govt College for Elementary Teachers Women H-9 Islamabad, Govt 

College for Elementary Teachers, Saidpur Road, Rawalpindi and Bilquis College of 

Education for Women P.A.F Chaklala Rawalpindi, constituted the population of the 

study. All the pupils, who were studying in B.Ed., were considered as mentees.  The 
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entire population of the study had same religion, same language, and almost same age 

group. The students of B.Ed. were girls and boys, who belonged to same society and 

same culture. Majority of the students came from Rawalpindi/Islamabad or surroundings 

of both cities. All the teachers, teaching practice supervisors, Heads/Principals of the 

colleges, and universities were considered, as mentors and they were part of target 

population of the research study.  

1.6.2 Sample and Sampling 

The sample of mentees was selected through the simple random sampling 

technique. A sample of 274 students was selected from 948 students, who were studying 

at B.Ed., in National University of Modern Languages Islamabad, Federal College of 

Education H-9 Islamabad, Pir Mehr Ali Shah Arid Agriculture University Rawalpindi, 

Govt College for Elementary Teachers Women H-9 Islamabad, Govt College for 

Elementary Teachers, Saidpur Road, Rawalpindi and Bilquis College of Education for 

Women P.A.F Chaklala Rawalpindi. The selected sample was 30% from every 

college/university population. There were 72 teachers and teaching practice supervisors, 

who were teaching in the selected institutions to the students of B.Ed. All 72 teachers and 

supervisors were selected through universal sampling technique for study. Further, all 6 

heads of departments and Principals of colleges were also selected through universal 

sampling technique for interview. The detail of the sample size of students/mentees 

institution wise is attached in annexure F. The detail of overall sample size, which was 

required and essential for clarity of readers mentioned in Table No.1.1: 
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TABLE NO 1.1:  SAMPLE OF THE STUDY 

Sr. No. Target group Population Sample size 

1 Mentees 948 274 

2 Mentors 72 72 

3 Heads of departments/ colleges 6 6 

Total 1026 352 

 

1.6.3 Research Instruments  

These following instruments were used for study: 

1. Questionnaire  ( for mentees and mentors); 

2. Interviews ( for mentees, mentors and Heads/Principals); 

3. Observational Checklist ( for mentees ); 

The above mentioned three instruments were used for data collection. A 

questionnaire was developed of thirty three items with the help of experts for mentees 

and mentors, at five point likert scales (strongly agree, agree, undecided, disagree and 

strongly disagree) and five questions were open ended for logic, in thirty three items of 

questionnaire. Interview was designed for mentees, mentors and heads/Principals of 

selected colleges and universities. Interview of mentees had fifteen questions, and 

interview of mentors and Heads of colleges and universities had seventeen questions. An 

observational checklist of twenty three items was also designed, for mentees to observe 

them at the time of model lesson presentation, and during teaching practice.  
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For pilot testing of the instruments, four colleges and universities of Islamabad 

and Rawalpindi were selected: as Fatima Jinnah Women University Rawalpindi; 

International Islamic University, Islamabad; Raees-Ul- Ahrar Degree College 

Rawalpindi; and Nishat Degree College Rawalpindi.  Twenty mentees, eight mentors of 

the above mentioned colleges and universities of teacher training, and fifteen educational 

experts were consulted for the validation of research instruments and pilot testing. The 

researcher personally visited the institutions, and administered the questionnaires to the 

selected mentees, mentors and experts. They were requested to fill in the questionnaire, 

and also indicate or mark any word or sentence structure that they found vague, obscure, 

perplexing or beyond their understanding. Moreover, questions of interview of mentors, 

heads and mentees were given for pilot testing. From the feedback and responses of the 

respondents, and the complicatedness faced in indulgent the items, the language of some 

of the items were customized and improved consequently. The researcher also personally 

visited other scholars, experts and educationists, who gave precious suggestions for the 

authentication and alteration of questionnaire and interview. They were requested to give 

their suggestions for modification, further improvement and amendment of the 

questionnaire and interview. As some changes were indispensible, consequently after 

discussion with the supervisor, experts and educationists, different changes were 

incorporated, to finalize the questionnaires and interview for mentee and mentor.  The list 

of fifteen experts is attached in annexure E. 
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1.6.4 Data Collection 

 Data were collected by the researcher through visiting the selected colleges and 

universities in person. The mentors, heads and mentees were contacted in colleges and 

universities of Rawalpindi and Islamabad. Confidentiality was ensured to them and the 

purpose of the study was explained to the mentees, mentors and heads. Their consent was 

taken. All the respondents were assured that their responses would remain secret, and 

their provided data would be used only for research purpose. The respondents were 

requested and directed, not to write their particulars on the questionnaires, consequently 

that their responses might not be transferred to any relevant or irrelevant person.     

Questionnaires were given to the mentees and mentors to take their responses. 

The questionnaire was five point likert scales (strongly agree, agree, undecided, disagree 

and strongly disagree) and five questions were open ended for logical reasoning.  After 

questionnaires, subjects (mentees, mentors, principals and heads) were individually 

interviewed and tested at relatively free place in the colleges and universities. The 

researcher remained impartial during the structured interview. However, different aspects 

of mentoring were asked from mentors and mentees for collecting valid and reliable data.  

 Further, the mentees were observed through an observational checklist of twenty 

three items, to check their required professional skills at the time of teaching practice and 

model lesson presentation. The observational checklist was about: dressing in class; 

confidence; planning; maintaining discipline; eye contact; motivation; use of all 

resources; balance in discussion; self analysis; students evaluation; body language; pitch 

of voice; competency; knowledge; method of teaching; performance; assigning 
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homework; various other pedagogical, and professional skills of mentees. The mentors 

were checking thoroughly all mentees during teaching practice and model lesson.  

1.6.5 Data Analysis 

Data were tabulated on the Excel software, and statistical analyses were carried 

out, in order to attain the objectives of research. Chi-Square test goodness of fit, and 

Percentage were used for the analysis of data regarding mentors, mentees and 

heads/Principals of colleges and universities of teacher training. For analysis of 

questionnaire regarding mentors and mentees, Chi-Square test goodness of fit was used. 

Percentage was also used for interpretation and clarification of quantitative data. 

Moreover, Chi-Square test goodness of fit, and percentage were also used for analysing 

an observational checklist. Interview was qualitatively analysed. All the responses of 

respondents were jotted down, and thematic analysis was carried out. All important 

responses of interview were written, and after thematic analysis, mentioned in thesis for 

better understanding, and comprehension of the readers.   

1.7 DEFINITIONS OF KEY TERMS 

Mentoring, mentor, mentee, formal mentoring, and informal mentoring are the 

key terms in this thesis. These key terms are operationally defined as below: 

MENTORING 

Mentoring is a process, in which an experienced person (mentor, supervisor, tutor 

and adviser) gives on-site supervision and coaching to the prospective teachers of B.Ed. 
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in teaching practice. It pertains to the extent of university or college supervision of 

student teachers within B.Ed. programs, during teaching practice of forty days. 

MENTOR 

Mentor is an expert person (supervisor, teacher, trainer and adviser), who gives 

on-site supervision, pedagogical support and coaching to the forthcoming, future and 

prospective teachers of B.Ed. in teaching practice.  

MENTEE 

Mentee is a person, who is less experienced and junior person in the field of 

teaching and he/she is doing teaching practice at B.Ed. level.  

FORMAL MENTORING 

Formal mentoring means, when mentors and mentees have full planning and they 

are completely aware of goals and objectives of mentoring. All activities are in written 

form, and on-site supervision is provided to the prospective teachers during teaching 

practice is formal mentoring.  

INFORMAL MENTORING 

Informal mentoring means, when mentors and mentees lack complete planning 

and they are not well aware of goals and objectives of mentoring. All activities are not 

systematic, and in written form during mentoring, in teaching practice is informal 

mentoring. 
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CHAPTER 2 

REVIEW OF LITERATURE 

Mentoring is a concept on which many authors, writers, and researchers have 

focused in their researches and writings, particularly in foreign countries. All have 

acknowledged the worth, significance, and importance of mentoring in all fields 

generally, and particularly in education. The views of all writers, researchers, and article 

writers have been quoted, and rephrased in the review of literature.   

2.1  MENTORING AND RELATED CONCEPTS 

Mentoring is very prominent topic for writers and authors. Many writers have 

jotted down a lot about mentoring and much literature is available about mentoring. 

Primarily, mentoring requires effective communication, and its relationship based on 

fraternity and reverence. Mentoring may take place in all the national and international 

organizations, in many forms and shapes. Among many definition of mentoring, the 

renowned definition is that, “it is such a process for the informal diffusion of skills, 

competency, social interaction, and the ethical and moral support in work, occupation, or 

professional maturity”. Moreover, mentoring is considered very desirable, when 

interaction is face-to-face and during a unremitting and continuous period of time, 

between a person, who is apparent to have superior appropriate knowledge, skills or 

occurrence is called “mentor” and a person, who is supposed to have less awareness, 

familiarity, intimacy,  and capability is called “mentee”  (Cochran, Smith & Paris, 1995). 
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Mentoring is considered very important, in which mentee and mentor have 

friendly and close association and relationship. Butler has thrown light on mentoring, and 

he conjectured that mentoring as a mode of targeting pupil’s education by permitting, or 

heartening and motivating the learner to ascertain close, friendly and nice get in touch 

with the member of staff or teacher, who is professionally sound and master in a 

meticulous. The mentor could be any mature and competent teacher, or any advisor, who 

has been assigned any task, with the apprentice under prearranged obligations for 

administration and research/scholastic work. The mentoring relationship focuses on 

ceremonial and unofficial aspects. The pupils should have veneration and reverence for 

the coach, as a proficient and as a man of sagacity, forethought and wisdom. The couch 

should take sufficient care about managing time for proper instructions, counselling, and 

illustration. The mentor may prop up the mentee in an excellent and brilliant way. Butler 

propagates the matchless idea, that organized and efficient mentoring relationship creates 

positive and excellent impact on the learner or mentees (Butler, 2001). 

The precious and momentous interaction between a teacher and pupil takes place 

through the segment of teaching practice and writing proposal or dissertation. Woodward 

(1999) considers mentoring further than counselling, training and coaching. According to 

him, sprouting dignity and showing veneration for data and insights, built working 

behaviour, modelling the standards of regulation and professional attitude, which 

comprise some fundamental rudiments of mentoring. As the concept on this planet of the 

human beings, its submission to explore is comparatively or somewhat new. As a 

progression, mentoring increases the learner’s information, thought provoking nature, 

behaviours and verbalization in investigation or research (Woodward, 1999).  
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Many foreign authors have tried to measure the impact and effect of mentoring as 

Peter Hudson (2004) and Butler (2001) etc. Butler (2001) measured the effects and 

impact of mentoring on students. He did a research of survey type, that there was a great 

enhancement and betterment in pupils, with mentors then learners, who were without 

mentors or having no coach. The survey type study was considered suitable for this 

purpose. The theory of social learning was great source of conjectural framework, which 

was based on great and famous George Herbert Mead’s theory. In this study, 

questionnaire was designed for teachers of those students, who were studying in the 

world reputed university named as “Sacred Heart University”, “You Are Special Mentor 

Program,” and the university students did the mentoring. It was probable to point out the 

very extend, to which the mentors or teachers inclined the behavioural recital of the 

pupils, in the mentoring program. The major objectives of this specific study were: to see 

the impacts of mentoring on pupils and to calculate the impact of classroom teachers’ and 

mentors’ opinion and comments about learners involved in mentoring process. It was 

observed during findings of the research that, those students, who were with mentors or 

supervisors were much better then, who were with out mature and aged person. The study 

inclined to hold up the supposition that, mentoring had a good effect on students. This is 

shown in the factual data that learners with mentors showed betterment in knowledge, 

professional and behavioural areas. It is considered valuable study by educationists. 

Mentoring can improve the performance of new teachers. Butler in his research on 

mentoring found that there was a much improvement in the performance of those 

learners, who were working with mentors than pupils without mentors. The earlier 

mentioned pupils manifested and demonstrated a positive and plus effect on students and 
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betterment was noticed and visible in both educational and behavioural areas. It was an 

excellent friendly relationship, which was ideal, fruitful, object oriented, and demanding. 

It is reality that awareness of the use of information technology is very essential for 

research and advancement in modern era, because it facilitate the learner and society 

members. If technology is used with sensibility and data is tabulated regarding any 

problem and it would resolve a problem regarding learning and mentoring (Butler, 2001). 

2.1.1 History of Mentoring 

 It is stated earlier that the concept of mentoring is not new idea or concept. In the 

past, mentoring seeks its foundation to Greek evolution, society and culture. No body 

exactly knows about Homer, as a person except for some information about, when he 

might have written or jotted down and, where he might have lived, but Greek scholars 

usually agree that around the seventh century BC, he wrote down the epic and great poem 

through which Mentor enters in language and knowledge. The story of The Odyssey tells 

of Odysseus' twenty years of wanderings, his homecoming and his conquest over the 

bothersome suitors, who have been obstinately pursuing his wife name Penelope, in his 

absence and disappearance. Whether Homer was its originator or simply the inscriber, 

who committed it to the written word, is a point of conflict among classical scholars.  

It is known that the Odyssey was not written to be read in private but to be 

performed in public for audiences that were only just becoming literary. The poem is rich 

in metaphor and subtexts and explores basic human themes such as love, politics, war, 

justice, optimism, hopefulness, retaliation, depression, murder, deceitfulness, conspiracy, 

insatiability, honour and faithfulness. The epic would have taken many hours across some 
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days to be declaimed or performed, and as its story was woven, it would have provided 

audiences with plentiful to talk about and deem (Sherman & Weidler, 2000). 

2.1.2 Mentor, the Experienced and Expert Foster Parent 

It is not clear from The Odyssey what happened between the older, sagacious and 

wiser Mentor and young Telemachus during the ten years. Odysseus fought in the Trojan 

War and the ten subsequent years of wandering and tragedy that befell him, but it can be 

supposed, that Mentor largely did, what he had been entrusted to do. Mentor was a close 

comrade of his decorous and dignified father in those specific times. When Odysseus 

went and departed, he had left his entire household in Mentor's care, saying him 

safeguard everything as his home, wife, son and whole family and to manifest esteem to 

the desires of aged Laertes (Homer, 1980).  

Although having to be heedful and watchful of the wishes of Odysseus' father, 

mentor should have been the defector leader of the majestic family unit, taking care of 

the all affairs and the family unit to the best of his aptitude, talent and ensuring, that 

Telemachus was given an apposite education and upbringing. This was not an 

uncommon situation during that period, with many boys being placed in the care of 

foster fathers, who are expert in this regard during times of conflict (Shea, 1992). 

It has become clear and obvious, on closer examination and inspection of the 

classic story, is that to a greater extent of the `mentoring' that has been so generally and 

extensively endorsed to mentor starts after this particular time. It is the event of that 

time, when the son of King name as Telemachus is no more a boy rather then on the 
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verge and beginning of manhood, a youth of early twenties at that time.  May be, it 

was because mentor was incompetent or because he was not allowed and approved the 

opportunity. The mentoring of young man Telemachus starts with the assistance and the 

intrusion of the powerful and wise goddess Athena (also recurrently referred to as 

Athene and Pallas Athena) a fact that is highlighted hardly ever in the literature. 

Athena, the most Greek of Greek goddesses, probably and possibly provides all 

qualities of an antique and early Greek theology and mysticism regarding mentoring in 

literature (Kinsley, 1989). 

This goddess at a few critical, crucial, demanding and difficult times in the poem 

has been observed that she poses the get up and shape of the elderly person Mentor to 

grant and bestow instructions, support, motivation and direction to Telemachus. 

Consequently she assists him to make the change from the uncomplicated life of his 

adolescence, to the difficult and complicated world of adulthood with its explicit and 

concealed codes, philosophy of approbation and heroism ( Kobor-Escobar, 2000). 

Due to an excellent comprehension of the `mentoring' which Telemachus gained 

from Athena in the shape and costume of mentor, a diminutive more background may be 

handy. When he had been absent from home and assumed and supposed deceased by 

numerous together with his own son. Odysseus' house had been occupied by a group and 

pack of carouse suitors of wickedness target, who were expecting to convince Penelope, 

the spouse of Odysseus, to get married any one of them. The suitors and lovers had been 

making an annoyance and irritation of themselves for quite some time and to freeze them 

in their pursuit of her and her wealth. Penelope had developed a complicated strategy for 
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suitors. She would only marry after finishing her weaving of an entombment shroud for 

Odysseus' father Laertes. As it happens, she has received some mentoring of her own 

from Athena, who had taught her, to manage for three years. Penelope had been weaving 

by day and unpicking by night. In the household, there is no one who can get rid of the 

assertive, troublesome and disruptive suitors. Not even a single person has the potency, 

power, tallness and resilience to brazen out the suitors (Butler, 2001).  

Mentor and a small number of aged friends of the family are accurately called as 

mature people. While Telemachus, on the verge of early twenties, is elderly enough to 

perform task and obligation for protecting and saving Penelope from her dilemma. He 

doesn't have the associations, the reverence of adequate people (the opinionated wallop, 

a little might say) and, more considerably, the self-reliance in himself, the fighting 

courage and the strategic skills to be able to see off the interlopers and suitors. He is 

young, enthusiastic and inexperienced. His utmost aspiration and wish is that his 

muscular and valiant father would return to save the day. Although he has never known 

him, Telemachus stands in fearfulness of his father and is yet to develop the buoyancy and 

competence he needs to navigate and steer in his world as an adult in his own right. 

History offers many examples and instances of helpful mentoring relationships and 

interaction such as Socrates and Plato, Haydn and Beethoven and Jung.  History and 

legend documentation the actions of princes and kings, but each of us has a legacy to be 

all that we can be. Mentors are those particular and important people in our lives who 

support through their conduct; manners; attitude and behaviour to assist to move towards 

fulfilling that dream, which was important in the life of mentee (Shea, 1992).   
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Methodical and logical research, invention of new things and its submission to a 

vast and great life sphere is an innovative occurrence. The preceding decade starts the 

detonation of such accomplishments. The focal point has been laid on individual, mental, 

occupational planning, collective amendment and instruction. There are different experts 

and educationists, who have mentioned and discussed mentoring thoroughly. Mentoring 

is a production and supplementary of guidance and psychotherapy. It assists in the 

treatment of complex and complicated conditions. A greater part of Chestermans (2003) 

work in mentoring basically and primarily deals with individual and psychosomatic 

modification. The authors focus and emphasises on persistent association, specialized 

expansion, merit focus arousing and emotional prop up. It is a power-free corporation 

and joint venture and project of mentor and mentee. The man, who is offering the 

mentoring is commonly a qualified and celebrity one, a coach. On the other hand, 

beneficiary recognized as a mentee, who is less experienced in that particular field. The 

process is vital and critical throughout the times of individual or communal anxiety and 

it gives regulation, supervision for pronouncement manufacturing, supporting and 

coaching (Chestermans, 2003). 

Mentoring is considered very valuable and influential at tertiary level and 

particularly in professional degree courses. According to a great author STEM, 

mentoring is an ideal relationship, in which mentor and mentee are deliberately very 

intimate and close to each other. It is accepted that whatever is learned in university, 

college or an institution of teaching learning is not cognitive. According to many pupils, 

they learn a lot from social interaction, awareness of morality, ideals and behaviour of a 
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disciple at institution/college/university of higher education. Mentoring brings change in 

the pupils and they become co-workers and professionally sound persons (STEM, 2003). 

2.1.3 Mentor’s Experience 

Mentoring is exhilarating, challenging and demanding task. An ideal and nice 

mentor relatively presents shore up, steadiness, stability and an opportunity for mentee to 

enlarge the competency and skills, which are compulsory for their better performance. 

Mentors have the chance to surpass on morals, ethics and skills of socialization from their 

age group to the next age group (Iqbal, 2007). 

2.1.4 Mentoring In Education 

Mentoring in education is usually concerned with helping to improve the 

achievements of mentees. The main tasks for the mentor would be: 

 Motivating the learners and keeping the learners focused on achieving goals. 

 Helping to improve the mentee, s relationships with others, e.g. resolving 

problems of personality clashes; working through problems. 

 Helping to develop the mentees study skills-identifying the mentee‘s strengths 

and weaknesses, and looking at ways of developing new skills. 

 Task management and discussing how to manage a particular task or project. 

 Working on career development and working for career development plan for the 

future. 
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 Open space and opportunity for the mentee to let off steam; a sounding board for 

the mentee; and a time to talk in confidence. 

 Liaison with parents, teachers, social workers, careers advisers, youth workers 

etc. 

 Mentoring in education would be done by both paid workers (learning mentors) 

and volunteers (Iqbal, 2007). 

2.1.5 Mentoring New Staff 

Mentoring of new staff is very careful, demanding and careful job. It might be 

called upon to be a mentor of a new member of staff and the role is as a supervisor or 

teacher for new staff member. Moreover, a postgraduate student might be assigned the 

duty and task of a mentor for undergraduate or new postgraduate student, in terms of their 

work as a researcher, developing research skills, their teaching roles or other academic 

practices for junior persons (Shea, 1992). 

Mentoring is a commanding and authoritative form of human advancement. Some 

institutions believe that mentoring enhances the propensity and aptitude for management 

and scientific jobs as well as assist to contour future leaders. It is an old concept, which 

has been part of formal improvement program for short time. Mentoring happens, when 

one person helps and supports another to gain new skills, self-confidence, comprehension 

and understanding. A mentor is the person, who plays the leading role in assisting the 

process of learning new skills, gaining confidence and understanding by a less-

experienced and relatively young person. The person, who is assisted in the way, is 

usually described as the “mentee” or beginner. The relationship between a mentor and a 
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mentee is not the same as friendship. In formal mentoring, there is always an agreement 

between a mentor and a mentee on the purpose for their meetings and discussions 

regarding learning process (Iqbal, 2007). 

2.2 MENTORING IN PAKISTAN 

In Pakistan, almost no long duration of formal mentoring program is in progress 

in the sector of education. There is informal and formal system of mentoring in Pakistan. 

Those students, who study at B.Ed. or M.Ed. level; they are supported by mentors in 

teaching practice. In Punjab province, directorate of staff development (DSD) Lahore has 

started a mentoring program for the development of primary school teachers. This 

program is supportive for the learning and improvement of primary school teachers. 

Directorate of staff development Lahore has been working for many years. The major 

purpose of DSD working is that teachers should be well equipped, technically sound, and 

proficient in teaching profession (DSD, 2011).  

2.2.1 Role of Directorate of Staff Development in Mentoring 

In Punjab, Directorate of Staff Development Lahore is considered responsible and 

dependable for the continuous professional development and capacity building, regarding 

career of the teachers throughout the province. Through an important notification of 

Government, DSD was afterwards nominated as the exclusive organization for arranging 

and conducting activities that related to teacher expansion, whether in the community or 

personal sectors. The training programmes focused on existing and present needs of 

teachers. The training programmes are designed to remove professional deficiencies of 
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teachers. These training programmes include mentoring and other activities (GoP, 2009). 

Mentoring through DSD training program proposed on the professional and educational 

needs of teachers and its purpose is to facilitate the change of teachers to meet the 

responsibilities and duties of the profession in modern era. In addition to targeting new 

teachers, mentoring may focus on instructors, who are having difficulty with some aspect 

of their job, or on teachers, who are transitioning into a new position or program. 

Although mentoring generally targets teachers, it also focused on administrative staff to 

bring about systemic reforms in teaching profession (DSD, 2011). 

2.2.2 Educational Policies in Pakistan 

After independence of Pakistan, every Education Policy has been determined and 

motivated in its aims and seriousness of past drawbacks. ‘A common characteristic of all 

policies, plans, programs and projects are that all of them, with the exclusive exemption 

of the Second Five Year Plan, unsuccessful to attain their objectives and goals, which 

were aimed. Keeping in view many years, the fundamental characteristics of different 

education policies have remained the same, with every novel policy totting up to the 

objectives of the preceding educational policy. Foremost policies prevailing teacher 

education were first uttered in the National Education Policy of 1992 (DSD, 2006). 

2.2.3  Continuous Professional Development Programs of DSD  

Another important person, who is considered central role in the execution of the 

CPD program for primary school teachers, has been recognized as the District Teacher 

Educators. The DTEs play their key role in conducting and managing trainings. The 
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District Teacher Educators provide the facility of mentoring and coordinating activities 

for learning of PSTs. Guide Book has been composed and published by DSD. Its stuffing 

include, descriptions of an exemplary Cluster Training and Support Centers (CTSCs), job 

portrayal, assessment criteria, credentials and particular everyday jobs of District Teacher 

Educators (DTEs). The manuscript provides guiding principles and accommodating hints 

to smooth the progress of the process of mentoring and teacher hold up both at CTSCs 

and on location in primary schools. The Guide also includes six exhaustive follow up 

forms to document the assessment, mentoring and support activities performed by the 

District Teacher Educators (DTEs), on a monthly basis. Every DTE is responsible and 

bound to document a periodical work plan and improvement report. A monthly report is 

also to be sent and shared to the principal of District Training and Support Center 

concerning the school visits undertaken for mentoring of Primary School Teachers by the 

DTEs in the Province of Punjab (DSD, 2011).  

2.2.4 Responsibilities of District Teacher Educator  

The job of DTEs is overall very demanding, as mentioned in the Guide Book 

including enhancing quality of pupils learning, running professional training and 

providing assistance to PSTs in the target schools. The District Teacher Educators are 

supposed to work collectively with the principals of CTSCs, in scheming and executing 

of training activities in the cluster centres. Moreover DTEs has to work with head masters 

or headmistresses of those schools within every cluster to discover the training needs and 

requirements of staff and notify them, regarding the planned mentoring and training 

activities. It is expected that all records and coverage of the whole work of DTEs, their 
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monthly assessment of all students and teachers would be maintained. It is a professional 

duty of DTEs to simplifying the concepts for PSTs so they could work in better way in 

teaching profession (DSD, 2011).  

2.2.5 Objectives of the Mentoring Program for DTEs  

 Following are the key objectives of the mentoring programs for District Teacher 

Educators (DTEs) in Punjab: 

 To assess and identify professional development and expansion needs of PSTs 

within that cluster zone. 

 To organize on site training courses for the teachers as per indentified 

requirements within the overall CPD structure work. 

 To prepare teachers for their professional development (Govt. of Punjab, 2011). 

2.2.6  Functions of District Teacher Educators (DTEs) 

The essential functions that the DTEs are performing in their respective areas as 

mentioned in approaching lines: (1) To ensure universal primary education operation 

through hundred percent enrolment at primary and elementary levels; (2) To certify zero 

percent drops out at all levels as Primary, Elementary, and Secondary levels; (3) To make 

certain that hundred percent presence of the staff and report every day absenteeism 

through e-mail to district and provincial higher authorities; (4) Ranking of schools, head 

Masters and Principals and teachers on results; (5) make sure execution of English 

medium scheme in 100% schools; (6) warrant monthly and periodic tests of pupils on 

approved formats for grounding and board examinations; (7) carry out census of schools, 
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staff and conveniences; and (8) Work with sincerity and mutual working with principals 

and teachers for accomplishment of national targets (DSD, 2011).   

The most important goal of DTEs is the professional development of Primary 

School Teachers and to speed up child leaning at primary and elementary level in Punjab. 

It should focus on changing the classroom practices, especially on changing teachers 

teaching style according to need of the students and the way of learning of children. It 

requires a long term relationship with the individual teacher, understanding of the learner 

and classroom context, joint planning and communal work with the teacher, and 

continuous support to the teacher. The teacher mentoring and support cannot be detached 

from student learning. It is essential that the DTEs are made aware of the widespread 

gaps in student learning. The matter can be addressed by gathering, analyzing and using 

data on student learning for supporting teachers. It is not intention to suggest that the 

DTEs should undertake research studies on student learning, rather the intent is that 

DTEs should monitor, observe and scrutinize formally or informally the status of student 

learning in schools by assessing improvement in the pedagogical skills of the teachers as 

Primary School Teachers and Elementary School Teachers working style in the schools 

(Govt. of Punjab, 2010). 

       2.2.7 Mentoring Areas of Primary School Teachers 

All DTEs visit the allotted schools, which are in the attached cluster center and 

situated in the radius of sixteen kilometres.  Following are the eight areas of teaching and 

assessment that DTEs focused during the visit of all schools in Punjab Province: 
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 Taleemi Calendar                                                Area=1 

 Lesson development                                           Area=2 

 Activities based teaching and learning               Area=3 

 Used of Audio-visual aids                                   Area=4 

 Interaction with students                                     Area=5 

 Classroom management                                      Area=6  

 Students assessment                                            Area=7 

 Home work                                                          Area=8 

(Govt. of Punjab, 

2011) 

2.2.8 UNICEF and Directorate of Staff Development  

UNICEF has been a major partner of DSD since the very beginning. With 

UNICEF support, DSD launched two batches of DTEs training; as a result, some 450 

DTEs have completed the training. The technical assistance that DSD has received from 

UNICEF has been of prodigious and gigantic help. UNICEF has supplied technical 

assistance and support in areas such as teacher development, institutional planning, 

institutional assessment, and development of database. Two consultants (one 

international and one national) are currently stationed at the DSD to support it, in the 

implementation and execution of Continuous Professional Development programs 

(UNICEF, 2007). 
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2.2.9 Research Articles on Mentoring in Pakistan 

Lot of work has been done in the world about mentoring and many articles were 

published and in Pakistan also various articles were written on mentoring such as Kiani 

and Jumani (2010) have written two articles bearing the titles as: “Mentoring Model For 

Research in Higher Education in Pakistan” and “Mentoring Research in Higher 

Education in Pakistan: An Empirical Study Of Student’s Perceptions”.  

 Kiani and Jumani (2010) have mentioned in their research article as title 

“Mentoring Model for Research in Higher Education in Pakistan” that mentoring is an 

unbolt panorama of new visualization and experiences and it is light in darkness. In 

Pakistan, the informal and casual system of mentoring in research is prevalent. This 

approach and system should be formalized and make it dignified. The chief reason of the 

research was to grow an apposite academic mentoring model both for research scholars 

and supervisors in Higher Education for betterment. Three universities were selected for 

population and all institutions were from public sector. There were 849 research scholars 

and students of postgraduate, M.Phil. and Ph.D. level and there were 129 research 

supervisors from three Faculties of Social sciences, Biological and Agricultural Sciences. 

A stratified random sampling of fifty supervisors and one hundred and fifty research 

scholars and learners were selected. Two questionnaires were prepared and planned, one 

for research scholars and the other for advisors/mentors. Data were analyzed and 

displayed in the form of twenty three tables for mentees and twenty six tables for 

mentors. The major findings of the study showed that both students and the supervisors 

had no other options of selecting each other on the basis of their special needs and 
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comprehensive proficiency. Considerate and functioning relationship was developed for 

the duration of their course work. Institutional considerations were usually accepted and 

adopted. The research scholars were accepted to operate and devour the capability 

accessible in their departments. Approximately, all the supervisors of these institutions 

reported as no availability of mentoring and administrative services conducting and 

supervising research. It was over and done with that both supervisors and the pupils 

required training under a formal mentoring program, in order to build up the wanted 

approach, mind-set and stage of eagerness for research. Recommendations were prepared 

on the foundation of the models. Technical based recommendations dealt with processes 

of management and regulation. Other recommendation was policy-based. Supplementary 

two mentoring models, one theoretical and the other functioning, were created. The 

above mentioned two Models were validated by exterior confirmation of five experts. 

Both models would play a noteworthy role for system growth and institutionalization of 

mentoring services and mentoring programs (Kiani & Jumani, 2010). 

Kiani and Jumani (2010) have stated in their other research article title as 

“Mentoring Research in Higher Education in Pakistan: An experimental Study Of 

learner’s Perception” is an experiential study of research scholars at higher level was 

conducted during 2005-2007 of three universities of Government in Pakistan. The 

objective population was fifty supervisors/mentors of universities from three disciplines 

and one hundred and fifty students/mentees were selected and data were collected 

through a well prepared questionnaire and excellent designed interviews. Twenty six 

variables were deliberate, yielded an extensive assortment of learners out look and vision 

of permanent nature on different proportions. Noticeable disparities were seen both in 
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universities and athwart the disciplines. An inclination of mismatches was dependable 

and regular at most of the crucial stages. Maintaining impetus, groundwork of viva, 

initiation student’s occupation and publication of investigatory work seemed absent. The 

standards assigned to the features of supervisors/mentors on statement, specialized ethics. 

There are variations within the departments and universities and across the subjects were 

also experiential. The findings considerably and significantly recognized the case for 

institutionalizing and regularising mentoring services. Inter-disciplinary communications 

and meetings, formalizing unremitting trainings, orientations of both mentors and 

mentees would not only diminish the gaps, but also make the research activities more 

logical and systematic in appearance and the content. Two models (one conceptual and 

the other operational) were created for institutionalizing mentoring services, in research 

led institutions in this region of Rawalpindi and Islamabad (Kiani & Jumani, 2010). 

To sum up the views of different authors regarding mentoring in Pakistan, it may 

be said that mentoring is in progress in Pakistan but these programs of mentoring are 

formal and informal as mentoring in B.Ed. or M.Ed. teaching practice. There is no such 

long duration formal program of mentoring in Pakistan as mentoring programs are in 

progress in Canada, Australia, and America etc with long duration. It is observed in 

advanced countries that such programs of mentoring are very beneficial, helpful and 

crucial for mentees in their practical life.  

2.3 MENTORING PROCESS 

The process and procedures regarding mentoring is considered very perplex and 

baffling for beginners. It has many merits and compensations for the learners and 
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trainers. It provides support in learning and it provides co-ordination and co-operation. It 

increases mentee’s individual power by providing him support, which may be moral, 

logistic and in the form of information (Applebaum, 2000). Mentoring process develops 

awareness in mentees to cope up conscientiousness and duties for their education by 

availing the chances started in the progression of mentoring, which could be very helpful 

and supportive for learners (McIntyre & Haggar, 1996). 

2.3.1 Feedback in Mentoring Process 

Feedback plays very crucial and important role in mentoring process. It is really 

important and essential to provide chances for all learners and mentees to be part of 

educated society. Providing suitable and correct response that is associated to the 

progressive objectives of the pupils is the most skilful element of a mentor’s task 

(Fletcher, 2000). The procedure is interlinked and related to unfasten statement that 

would escort to superior alliance between the mentor and mentee. The usefulness of the 

response relies on the level of engagement of the mentee and mentor. It depends on their 

reciprocated discussions and dialogues (Lee, Theoharis, Fitzpatrick, & Kim, 2006). 

2.3.2 Exploring of Complex and Difficult Issues in Mentoring 

Process 

  In the mentoring process, there is shared discussion in the behaviour of 

supplementary learners and mentees to “discover difficult issues from many points of 

view” (Senge, 1994). The usefulness and activeness in questioning skills is considered 

very precious because if learner asks questions then he may remove his confusions and 
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obscurities. The person who asks questions, is considered very good listener, attentive 

person and ideal learner (Walsh & Sattes, 2005). 

2.3.3 Reflection in Mentoring Process 

Reflection is considered an important segment for mentoring program. Giving 

time for manifestation and pondering over is dominant approach. Reflection provides a 

mean for examining beliefs, assumptions and practices. In accumulation, reflection 

permits mentees to uphold and maintain proficiency and expand the capability to employ 

professional conclusion based on sequence created from their individual and personal 

practice (Loughran, 2002). 

2.3.4 Establishing Formal Mentoring 

Mentoring may be formal or informal but the previously mentioned relationships 

can be observed for evolution and dissimilar in casual mentoring associations. Formal 

mentoring is extensively recognized in numerous occupations (Clutterbuck, 2005; Kram, 

1983; Mathews, 2003). It is becoming famous and well reputed in all fields and 

occupations for the reason that the organizations impose and tackle the trouble of homo-

social facsimile connected with casual mentoring relationships (Ehrich & Hansford, 

1999; McDonald & Hite, 2005). Homo-social reproduction connected with casual and 

relaxed informal mentoring relationships, frequently disparities and detains minorities 

and demerits such marginal community groups. It is due to this that they merely provoke 

those who are compatible to be component of their mentoring interaction, and stumble 

upon (Clutterbuck & Sweeney, 2005). 
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2.3.5 Success of Formal Mentoring  

The victory, accomplishment and success of a formal mentoring procedure 

depend on the good quality of education and mentoring. The effective and healthy 

mentoring is incorporated and interlinked as ingredient of complete school reorganization 

(Hargreaves & Fullan, 2000). Mentoring takes the shape of only supporting entity 

teachers and their own individual educational objectives and a means to construction a 

civilization of incessant qualified growth committed to perk up teaching and learning in 

the entire learning institution (West-Burnham, 2004). 

The achievement and triumph of a formal mentoring in addition relies on the level 

of reciprocal conviction, faith, worry and allegiance is there between learner and trainer 

in the mentoring affiliation (Clutterbuck & Sweeney, 2005). It is outcome of explicit 

height of companionship of colleague, consequently that the partners can candidly chatter 

concerning issues that are of trepidation and apprehension to them. Bell (1996) points out 

intrinsic worth and characteristics for useful and impressive mentoring partnerships to be 

equilibrium: appreciative the differences in the partners at the same time as regarding the 

universal demands and aim of the course of action; secondly, conviction: where mistakes 

are familiar and worked from beginning to end to get full command on techniques. On 

number Third; profusion and plenty: having a corporation where there is profusion of 

philanthropy in bountiful while not captivating every other for approved (Bell, 1996).  

Official and ceremonial mentoring procedure can also engross premeditated, 

prearranged and harmonized interruptions with obvious objectives for the mentoring 

(Rooser, 2005). The mentoring program has to be synchronized with someone in 
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command, to give the feeling of being over the comprehensive program (Clutterbuck, 

2005). The usefulness of such a mentoring connection will rely on obvious 

developmental objectives; making it certain that the trainers and mentees are healthy 

matched and that coaches are proficient to direct and guide (Sullivan, 2004). 

2.3.6 Developmental Goals in Mentoring 

There are developmental destinations, which are crucial to the victory of the 

mentoring affairs. Official and formal mentoring associations are recognized with 

objectives that organizations, companies and institutions crave to accomplish during 

construction of these relations. It makes able to provide coaching and mentoring. 

Moreover it helps learners to set up reciprocated, obvious and unambiguous targets to 

attain the school destinations. For instance in the perception of the investigation, the 

purpose would be to support the two active teachers to set up learner focused method of 

teaching, in their classes to accomplish and complete the institution aim of developing 

skills in pupil at junior primary levels of the institutions (Clutterbuck & Sweeney, 2005). 

2.3.7 Issues for Mentors and Mentees 

The major and main issues that mentors and mentees need to deal with for the 

partnership work well, integrated are: 

 Confidentiality. Make sure that both mentor and mentee agree on this issue, and 

it is meant by this word ‘confidentiality’. This is crucial and vital between parties 

to maintain trust. 



 40

 Planning. Both mentor and mentee have planning for the next meeting. The 

mentee, for example, should be doing agreed things. 

 Having an agenda at each meeting. Both parties should have a clear aim for 

each discussion. 

 Both being committed to the partnership. It won’t work, if one or both parties 

are half-hearted about it. 

 Having open and honest discussions. It should not always be a comfortable 

relationship; the mentor may want to challenge the mentee on occasions. 

 Mentees must not dependent on mentors for every thing. Mentees must not 

become dependent on mentors for all things (Mathews, 2003). 

2.3.8  Matching Mentoring Partners 

It is accepted fact that official mentoring programs that permits learner to select 

their coach, who are optimistic, efficient and supportive. The accountability and 

dependability of making an ideal, superb and high quality match of mentoring partnership 

depends on two parties as trainer and trainee. It is responsibility of two parties as pupil 

and director to have an excellent attitude and capabilities to toil in the company to obtain 

and attain benefits and rewards from the mentoring associations.  For the achievement of 

mentoring relations is sympathetic attitude between the trainer, coach and the learner or 

mentee. These approaches incorporate: active listening; veneration; confidence; 

sincerely; self-knowledge; including an assurance to learn; consideration; setting of goals 

and get ready for education (Clutterbuck, 2005). 
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2.3.9 Responsibilities of Mentor 

It is very essential and indispensable that mentor should realise his responsibilities 

and obligations. The roles of trainer or coach in mentoring assortment from subsidise to a 

coach and psychotherapist to vigorous the rationale of assisting the learners in attaining 

their planned goals, to move forwards in their educational occupation. It is stated that 

there is a requirement for a secure and intimation relationship based on reliance and 

companionship for mentoring to accomplish something (Smith & Alred, 1993).  

Mentors should be capable and proficient when engrossing with the mentee in a 

mentoring bond. Mentor’s information and awareness should be enlarge and prodigious 

further than influential proficiency. For instance: Clutterbuck points out that coach 

require being talented to distinguish the gigantic image and illustrate instances from 

extensive variety of instances to support the learner. Mentors also require being 

responsive of the numerous everyday jobs, that approach with being the adviser and act 

that (McDonald & Hite, 2005).  

Mathews gives a complete guide for the duties of a coach, trainer, mentor and 

these consist of following points:  

 Making easy for mentees and enlargement in education. 

 Giving knowledge in all fields of education and profession.  

 Give direction response and productive remarks regarding performance. 

 Analysing learners learning strategy and policies.  

 Opinionated, cheering and accent underperformance from decided targets. 
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 Maintaining privacy and secrecy between mentor and mentee. 

 Overseeing cultural experiences in the administrative centre. 

 Administrating the expansion of the affiliation with mentees. 

 Choosing and using apposite learning strategies for mentees. 

 Spending time and endeavour by maintaining habitual get in touch with times and 

contact with mentees. 

All the above mentioned points are highlighted by (Mathews, 2003). 

2.3.10 Responsibilities and Obligations of Mentee 

As it is already mentioned that mentor has various and different responsibilities 

and obligations, in the similar way learners also have duties in the mentoring relationship 

as a shared and teamwork enterprise. Learner tasks include: 

 Devotion to attain new competencies, technique and acquaintance. 

 Point out the developmental objectives and setting aims. 

 Forming a deed plan to attain education objectives. 

 Looking for supervision from the tutor, guru, supervisors and coaches. 

 Accommodating dependability for ones own decisions and behaviour, and 

preserve privacy between him and mentor. 

 Performing on authority and counsellor‘s advise. 

 Transmit and perform set everyday jobs and targets. 

 Giving time and attempts to maintain usual contact and communication with the 

tutor and coach. 
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 Be open and interested to response and opinion of mentor. 

 Coping up with the improvement of the liaison.  

       All the previous mentioned points are highlighted by (Mathews, 2003). 

2.3.11  Principles of Mentoring 

According to Iqbal (2007) prior to any mentoring scheme that can work, there has 

to be an understanding or a set of guiding principles agreed between both parties like: 

 There must be a shared understanding of and agreement with, the purpose of any 

mentoring scheme between all parties involved as mentor and mentee. 

 Mentoring should be a voluntary and deliberate activity on both sides and of 

reciprocated benefit to participants. 

 Both the mentor and the mentee should set a schedule and time frame for the 

frequency and length of meetings and for the duration of the relationship. 

 There should be support, including training, for both mentor and mentee. 

 There should be a clear understanding of the level of confidentiality required 

within the mentoring relationship for mentor and mentee. 

 The purpose of any information collected or produced needs to be understood 

clearly by all the parties involved.  

 Records and notes made by the mentor should be available to the mentee. 

 The operation of the mentoring scheme should be reviewed on a regular basis for 

the improvement (Iqbal, 2007). 
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2.3.12 List of Needs regarding Mentees 

The mentor required and wanted a list to set an agenda with the learner to 

determine the needs of mentee. The focus for future discussion between mentor and 

learners within schools or other institutions is likely to focus on one or more of the 

following things as: 

 Skills: identifying the mentee‘s strengths and weaknesses, and looking at ways of 

developing new skills in mentees. 

 Motivating the learners:  keeping the learner focused on achieving goals and 

motivating the learner to achieve targets. 

 Task management: discussing how to manage a particular task or project 

because many tasks are given to mentees. 

 Open space: an opportunity for the mentee to let off steam; a sounding board for 

the mentee; and a time to talk in confidence. 

 Career development: working out a career development plan for the future. 

 The mentee’s relationships: Helping to improve the mentee, s relationships with 

others, e.g. resolving problems of personality conflicts; working through 

problems. 

 The mentor in education: Liaison with parents, teachers, contemporary’s social 

workers, careers advisers, youth workers etc for the betterment.  

The major aim is to help the mentee so he/she becomes as independent and 

responsible regarding self confidence and improved self esteem of mentee (Iqbal, 2007). 
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2.3.13 Mentoring For Professional Development of Teachers 

There are many countries, which give utmost significance and concentration to 

career development and professional development in the sector of education (Mathews, 

2003). Majority of the studies conjecture mentoring is an excellent program for 

orientation and stimulation of new teachers (Clutterbuck & Sweeney, 2005). It is ground 

reality that it is useful to revitalize knowledgeable teachers, when integrated to enlarge 

expertise, efficiency and when started to acquire and gain objectives regarding schools 

(Shea, 2001). It may be a source to steer change, bring transition and to make able to the 

adviser, tutor and learner or mentee to study collectively, whilst admiring, appreciating 

and participating in the career improvement seminars, conferences arranged in the 

learning institutions (Hauling-Austin, 1989). 

2.3.14   General Problems Which Are Affecting the Mentoring 

Process 

There are some negative aspects of mentoring, which are produced in teachers 

before starting their professional career and these negative events may change mentality 

of learner and the impact would be  atrocious and heinous (Sudzina & Coolican, 1994). 

For instance, McLaughlin and some other authors have established mutual atmosphere 

that suffocate modernization and strengthen long established preparation, yet still this 

manifests not to be the standard (Little, 1993). In general terms, three problem areas have 

been identified in the highly complex field of mentoring, namely, "the definition of 

mentoring, the role of mentors, and the selection of mentors". Although troubles differ 
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from pre-service teacher to pre-service teacher (Jonson, 2002), there appears a lack of 

solidarity and agreement on all the issues. For example, Breeding and Whitworth report 

on four prominent issues that emerged as needs for beginning teachers were strategy 

sharing, access to facilities and supplies, effective classroom discipline, and appearing 

competent. Yet, according to Campbell and Kovar, representative and usual mentoring 

inconvenience and troubles crop up in the specific four major areas: learner's educational 

groundwork; mentee's answerability; mentor's competence in skills; and suitability of the 

specialized experience location. Regardless of the different perspectives, negative 

experiences in any of these areas contain implementations for knowledge. It is also 

important the way to educate profitably and lucratively, and can have a negative affect on 

the learner's and trainee’s growth as an instructor (Breeding & Whitworth, 1999). 

2.3.15    Pitfalls and Drawbacks to Mentoring 

There are pitfalls and drawbacks to mentoring which include excessive 

dependence of the learner on trainer and tutor which may obstruct the guru to provide 

mentoring (Heller & Sindelar, 1991). On the other hand, a mentee who achieves may 

obtain positive inspiration from others and still comparisons with the mentor's training 

capability and aptitude which may "show up" the counsellor and, consequently, generate 

self-esteem nuisance on the fraction of the teacher (Long, 1997). The mentor's twofold 

job as intimate and appraiser may also produce enigmas. Benton asserts that evaluation 

dealings for formative the mentee's aptitude and submission to coaching, and the entire 

progression of measurement can be exceedingly traumatic and painful, which may escort 

to unenthusiastic experiences, if not handled lucratively (Benton, 1990). Broader had 
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greater concern for the student from underprivileged areas and the mentoring procedure, 

which was used for perceptive of the mentoring progression (Long, 1997). More definite 

issues of learners comprise: classroom administration/control, pupils keenness, training 

techniques and cuisine for personage disparities. These concerns are the causes, that there 

have to be resonance, proper and chronological arrangement and sympathetic of the 

mentoring procedure and mentoring process, which needs trainers to have awareness of 

mentoring procedure in proper way(Ellis, 2001). 

2.3.16    Managing the Mentor's Time 

Administration of time is continuously a deliberation and contemplation for the 

counsellor, coach and mentor. Mentors may work together with the mentee and ponder 

over various things as: converse set of courses problems and lesson groundwork; debrief 

period remarks; thrash out prospective preparation, which makes time competence a 

crucial feature for mentoring (Ganser, 2002). Scott and Compton also claim that teething 

troubles and problems can subsist concerning the time indispensable to make better 

mentor and mentee affiliation. The assurance of time mandatory of mentors is elevated, 

particularly for those mentees who entail supplementary support than others, which may 

be an extra encumber to the tutor and supervisor. It is precisely a cause for setting up 

mentor and mentee primary science communications, consequently that the mentor's time 

is purposeful, beneficial, unambiguous, and fruitful (Scott & Morrison, 2007). DeBolt's 

study throws light on the amount of mentoring time given to mentees on specific areas. 

The downward rank order of time spent on mentoring activities comprises: administration 

suggestions, confidential training, set of courses suggestions, and measurement and 
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judgement of needs. However, DeBolt claims that learners want additional time on 

arrangement and to inculcate characteristics, yet in this mentoring allotment more time 

was spent on management suggestions; hence the mentee's needs may not be addressed 

(DeBolt, 1992). Although DeBolt's study shows that the mentor's mentoring may not 

fully match with the mentee's needs and curriculum instruction are high priority issues in 

that context (Gonzales & Sosa, 1993). 

2.4 ISSUES ON SELECTION OF SUITABLE MENTORS 

Starting as a teacher is possibly the thorniest phase of a teaching career. But this 

career can be developed significantly from the support and expertise of skilled and 

knowledgeable practitioners. Generally, collaborative relationships are characterized by 

"respect, reverence, collegiality, and willingness to do whatever necessary to recruit and 

retain qualified teachers and teaching staff". Effective collaborations are characterized by 

relationships that are "mutually rewarding, evenly valued, and based on similar and 

complementary professional and social strengths and interests". Nevertheless, resistance 

and criticism can occur in collaborative relationships that can sour the mentoring process. 

Unquestionably, several mentors and mentees may occurrence complicatedness in 

functioning together, as the problems of organizing fully well-matched and friendly 

partnerships have substantial opportunity built in as tutors and learners are normally 

unfamiliar to one another. There is contest on the mentor selection criteria, particularly as 

mentoring relationships are formed in one of three ways: commencement by the mentee; 

initiation by the mentor; and chance, which may affect the quality of the mentoring for 

mentees and learners (Sherman, Voight, Tibbetts & Weidler, 2000). 
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2.4.1 The Criteria of Mentor’s Selection  

Certainly mentoring must be a premeditated and deliberate procedure with adviser 

and mentee looking for the mentoring progression. Underprivileged and unsatisfactory 

partnering may charge pre-service teachers costly professional time, which may also 

outcome in hammering of sense of worth and self respect. Despite probable reward and 

merits for equally guru and mentee and the useful prevalent exercise of mentoring as a 

means for developing teaching practices, mentoring may be humiliated by the deficiency 

of counsellor edification and the incomplete assortment of valuable mentor (Giebelhaus 

& Bendixon-Noe, 1997; Sherman et al., 2000). 

Potential mentees, who categorize their own coach and advisor, could become 

problematic, for example, individuals may be approaching the same mentor or there 

could be inappropriate situations with unsuitable mentors of which potential mentees 

(i.e., pre-service teachers) are not aware. Other factors may include stress and anxiety on 

behalf of the pre-service teacher to initiate such an association. Establishing collaborative 

relationships in pre-service teacher education between mentors and potential mentees are 

usually more predetermined, with universities generally initiating mentoring relationships 

on behalf of pre-service teachers. Criterion for selecting mentors vary considerably from 

one program to the next, with most teacher education programs requiring a "minimum 

level of teaching experience" to become a mentor, while other programs require a 

Master's degree. Gonzales and Sosa support at least three years teaching experience for 

mentoring. In addition, an appropriate adviser teacher wishes to be painstaking a 

proficient teacher as resolute by a teaching coordination (Sosa, 1988). It is also claimed 
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that facilitators or mentors should be selected according to their duration on site and the 

concentration of the assistance that they have shown to provide in the past (Kesselheim, 

1998). Although tutors should be selected on their familiarity, skills, proficiency, 

competency and aptitude to educate or work together with adults (Kennedy, 1992), there 

is extensive debate on the difficulties in selecting suitable mentors (Barton, 2002). 

2.4.2 Difficulties in Selecting of Suitable Mentors 

Selecting suitable and appropriate mentors poses several difficulties and 

problems, as not all intellectual and genius are appropriate to mentoring. But at the 

similar time, there is a deficiency of rightfully competent coaches (Long, 1997). This is 

because "being a good classroom teacher and being a good school based teacher educator 

are not the same thing (as both require) distinctive understanding, comprehension, 

knowledge, skills and attitudes" (Allsop & Benson, 1996). Becoming a "mentor involves 

making a transition and change from classroom teacher to teacher educator" (Feiman-

Nemser & Buchmann, 1987); hence mentors who are less experienced in mentoring may 

require clear guidelines to guarantee mentoring is purposeful. Berliner mentions, 

"Experienced and expert practitioners very frequently require the ability to articulate the 

basis for their expertise and skill". Indeed, mentors need to be equipped in their 

responsibility as instructor educators by keeping the information to obtain conscious 

action in their mentoring, and by embryonic the skills to eloquent in cooperation their 

individual teaching practices and mentees' practices. Matching mentors and mentees can 

empower the pre-service teacher (Parsons & Reynolds, 1995; Sherman et al., 2000).  
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Keeping in views of all authors and writers comments and opinions about the 

process of mentoring, it can be concluded that mentoring process is complex and 

interactive. It facilities education in partnerships and enhances trainees individual and 

professional powers by philanthropic and psychosomatic prop up, inspiration and 

supervision to confront and meet the needs of learners. It is crucial that mentor and 

mentee both should realize their obligations to make mentoring process successful. 

2.5 BENEFITS AND ADVANTAGES OF MENTORING 

Mentoring has several rewards and advantages, since it has been recognized in a 

qualified education system and custom. These programs are frequently arranged with the 

purpose of serving learners and to build up areas of requirement that are pointed by 

learners themselves. The procedure is planned to assist mentees, to discover their 

individual and career developmental welfare inside the institution visualization and plans 

(Hargreaves & Fullan, 2000). Mentees be able to do this in illumination of their 

experiences, subsequently that they are capable of chart a plan for their personal expert 

growth and betterment. It is stated that it would not be a director or institution principal 

pointing out developmental objectives for mentees, to gain those destinations which are 

considered important for mentees (Haack, 2006). 

2.5.1 Mentoring Benefits for Mentees 

A large amount of the creative writing on mentoring presents the familiar strand 

of profits and advantages for mentees in stipulations of their specialized and educational 

growth. Focusing on the worth of mentoring, it is a fact that mentoring was recognized 
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and invented for the gigantic and massive plunder and matchless treasure for mentees and 

learners. The above reimbursement comprise mentees attainment both occupational and 

emotional prop up and amplified knowledge (Clutterbuck & Sweeney, 2005; Daresh, 

1995; Hobson, 2003; Kram, 1983; Southworth, 1995; Sullivan, 2004). 

2.5.2 Benefits Related Career Support 

There are various benefits which are mentioned onward regarding occupational 

support, which adds into various things which are extremely beneficial as: increases 

tempo of knowledge as learning is enhanced rapidly with the help of mentoring; chances 

for manifestation and thinking on deed and action is increased due to mentoring; superior 

ingenuousness, immense exposure and tangible response due to mentoring, which really 

assist in learning; optimistic fortification and motivation toward teaching and learning; 

entrance to wherewithal and essential things, which are inevitable for seeking knowledge; 

smooth transition into change and innovative ideas, which may influence learning in very 

positive way; enhanced individual communiqué skills, inter individual and intra personal 

communication skills, which play very vital role in education; make better technical 

knowledge of mentees and learners ; enhanced problem solving attitude, which is dire 

need of all knowledge seekers; chances  for partaking of novel and inspiring facts, which 

assist in learning; create sensibility to instruction techniques, consequently all learners 

attain lot of benefits and advantages. All the previous mentioned benefits are essential to 

know because these things support in career building and ensure bright career. Various 

valuable points were extracted to high light benefits and advantages for career support. 

The above mentioned points were extracted from the books of these authors as mentioned 
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(Clutterbuck & Sweeney, 2005; Daresh, 1995; Hobson, 2003; Kram, 1983; Southworth, 

1995; Sullivan, 2004). 

2.5.3 Benefits Related Psychology and Social relations 

There are various benefits of mentoring which are related psycho and social 

relations. Some extracted benefits are mentioned and these benefits come under the 

umbrella of psycho-social as: friendship in broader sense as with colleagues, mentors, 

peers, class fellows etc; collegial support and guidance, which is valuable for mentee in 

all respect; empathy and counselling are two more vital factors for learning of mentees; 

reduce and minimise the sense of loneliness and isolation, which is painful feelings; 

minimise or reduced amount of anxiety, which is harmful for learning and mind; 

improved personality and veneration; chance for creating links and vast social interaction 

and social relations; assist in attaining which learners seek and wish for, in the field of 

learning and understanding (Hobson, 2003). 

2.5.4 Mentoring is Reciprocal Relationship  

 Mentoring is a two way process and as a reciprocal relationship. It gives 

reasonable amount of benefits and advantages to the mentors as well as mentees. Some of 

the benefits identified for mentors include: improved buoyancy and optimism in both 

mentor and mentees; personal accomplishment and reflection is vital; enhanced inter 

personal and intra personal communication skills of mentees and learners; collegiality 

and networking with all relevant people for future plan and future execution of ideas; 

socialization and social interaction, which is big source of motivation (Sullivan, 2004). 
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2.5.5 Benefits of Mentoring for the School 

Mentoring has numerous valuable benefits for the institutions of learning as 

schools, colleges and universities. Some of these benefits for school are mentioned under: 

discovers dormant and hidden talent in school, which is essential to highlight; improved 

communication of all relevant people as teachers, students, learners; make better 

organizational customs and representation of that school in an excellent way; outlay 

valuable occupational growth of mentees and learners; improved education and learning 

atmosphere of students and learning environment is created for all learners; improved 

performance of learners and mentees; excellent delivery of knowledge in the school or 

institutions; enhance in productivity and output of the institution; enhancement of 

services and facilities for all relevant pupils or learners; stronger work ethics in the 

institution and organization for creating and developing good work ethics for all workers; 

increase and enhance in commitment to school goals and objectives; bring betterment in 

all relevant areas of school education. All the above mentioned points are very valuable 

and vital. These precious and matchless points, gist and crux of the matter were extracted 

from the books of these famous and great authors, who have done work on the benefits of 

mentoring for schools (Clutterbuck & Sweeney, 2005; Daresh, 1995; Hobson, 2003; 

Kram, 1983; Southworth, 1995; Sullivan, 2004). 

2.5.6 Professional Benefits for Mentors 

A teacher can grow professionally as they engage in dialogue with mentees and 

assume the role of a pre service teacher educator (Huling & Resta, 2001). According to 

Huling & Resta, "mentoring programs strengthen the tone of voice of practitioners in 
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efforts to improve services for children and to enhance and increase the professional 

growth of adults as mentees". A mentoring program can endorse growth, development, 

gratitude, experience improving posters (Killion, 1990). Additionally, the mentor's 

professional reputation can be enhanced (Newby & Heide, 1992). Mentors can develop a 

sharper and quick focus on teaching by increasing the amount of time spent on reflecting 

on practice for both themselves and their mentees (Hagger, 1992; Huling & Resta, 2001). 

Mentors' professional lifelong learning can be enhanced, as they constantly reflect and 

assess the knowledge, values and beliefs that guide teaching practice (Stanulis, 1994). 

"This re-examination and reassessment, combined with the revelation to new ideas in 

subject matter pedagogy and effective, useful teaching research often brought by the 

beginning teacher, stimulates and instigates professional growth on the part of the mentor 

as well" (Loucks-Horsley, Harding, Arbuckle, Murray, Dubea, & Williams, 1987). 

2.5.7 Personal Benefits for Mentors 

Mentors can gain personal benefits through a mentoring program (Huling & 

Resta, 2001). Coaches preserve and create powerful associations with learners and an 

intellect of veneration from the reciprocated hard work and contentment in the way, as 

they generate mutually (Bainer, 1997). A mentoring partnership can increase the mentor's 

confidence in their own teaching abilities and faculties, which in turn can motivate and 

encourage the mentor towards risk taking for new teaching strategies (McCann & 

Radford, 1993). Mentoring not only results in superior teaching skills and further risk 

taking, but also has the personal benefits of increased self respect and a renewed 

eagerness and passion for teaching (Huling & Resta, 2001). Some educators who were 
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working with the mentors and mentees claim that many teachers are often dissatisfied 

because of the somewhat repetitive nature of teaching and that these teachers need new 

experiences to continue educational growth and progress. Teachers, who become mentors 

can benefit with an invigorated interest in work, contributions to professional 

development, assistance and help on projects and friendship. There may also be a sense 

of having input into developing and extending the teaching profession through the 

mentoring process with the exhilaration of discovering new teaching talent (Willis & 

Dodgson, 1986) and fostering this talent as a "coach." In a case study between a mentor 

and pre-service teacher, a mentor reported and point out to Gomez about the "pleasures of 

helping another teacher". Generally, mentors gain personal benefits from mentoring and 

as a result, mentors are usually ready to continue their involvement and participation in 

mentoring (Scott & Compton, 1996). 

2.5.8 Professional Benefits for Mentees 

Although mentors obtain benefits from mentoring programs, the mentoring 

process is primarily and largely for the mentee's benefit. Mentees need to make sense of 

teaching and it appears unquestionable that careful and systematic assistance for learning. 

Effectively, professional experiences are opportunities for mentees to imitate many of the 

mentor's positive attribute and aim to make mentees feel significantly better prepared in 

tasks, most critical to their careers. Mentoring is seen, as an important career start by 

providing professional contacts (Seibert & Sypher, 1989). For instance, the mentor can 

provide increased collegial networks for the mentee, which makes mentoring an 

"authoritative training tool and the one that (may provide) mobility within the organization 
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and institution" (Fleming, 1991). Apart from learning how to teach, mentees are known to 

receive personal benefits from mentoring as well. Mentees emphasize the importance of 

mentors for emotional support and insights (Scott & Compton, 1996). Indeed, a study by 

Ganser reports that encouragement and support, mainly emotional support affirms the 

mentee's value and worth as a human being. Mentoring was found to be most helpful to 

mentees in the areas of self image, self confidence, learning some leadership behaviours, 

characteristics and skills in teaching (Crow & Matthews, 1998; Jean & Evans, 1995). 

2.6 MENTORING RELATIONSHIPS 

Coaching for occupational betterment in an education background, may be casual 

or prescribed, relying on the needs and requirements of the learner at specific time. 

Unceremonious, mentoring is when the mentoring associations take place between 

persons devoid of any intrusion and interference by any person (Clutterbuck, 2005). It is 

the expected approaching mutually of a tutor and learner as a result, that they may direct 

communally and in view of that to fulfil the requirements of both (Johnson & Ridley, 

2004; Rooser, 2005). Despite the fact, that casual mentoring is exceedingly and 

extremely preferred by mentees, the amorphous environment of the casual association 

forms it solid, tough and difficult to maintain documentation of results from the coaching 

and mentoring of mentees (McIntyre & Haggar, 1996). 

It is a fact that administrators of all organizations prefer to add mentoring in their 

training program of their new induction (Ehrich, Hansford, & Tennent, 2004; Mathews, 

2003). It is asserted that in institution, mentoring may be used to praise and admire the 

prevalent systems of occupational improvement. Coaching should be measured in relative 
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to entity teacher’s unambiguous requirements to construct it mainly pertinent to them. It 

is emphasising on individualized mentoring programs for new inducted tutors (Hobson, 

2003; Lewis, 1996; Mathews, 2003). For instance in the background of every 

investigation, the mentor possibly would use classroom observations to comprehend the 

requirements of mentees and then train and support to accomplish these desires.  

Motivation plays cogent and pivotal role in formation of commitment, devotion 

and will power for matchless working of teachers as a result, all masons of nations 

require the very spirit like motivation and inspiration. Such sort of motivation in these 

relations keep them as much energetic, vigorous, prosperous, optimistic, hopeful and 

sanguine, while they would sense protected and respected in the connection and 

associations. Mentoring requires commitment, devotion and determination to cope up 

with challenges and demands (DeBolt, 1992; Johnson & Ridley, 2004; Sullivan, 2004). 

The close relationship and nearness that the trainer and trainee toil in making it 

largely significant that these relations are based on frankness, faith, mutual agreement 

and candidness to make certain their accomplishment and achievements. Frequently 

mentoring dealings build up to cover the limitations between individual and demanding 

issues and no problem reside unveiled from every one another between mentor and 

mentee to resolve that (Elliott & Calderhead, 1993). 

2.7 NEGATIVE ASPECTS OF MENTORING 

Preparation and schedule for coaching and mentoring is highly appreciated in the 

context for the reason that all merits, demerits and anticipated troubles can be handled in 
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better way. Mentoring may solitary be comprehended by being conscious of the concerns 

and the depressing aspects of training. Dilemmas and pessimistic aspects of mentoring 

might be focused from the point of views of the tutor and mentee. Moreover, it is 

necessary to throw light on the anticipated and predicted problems and issues regarding 

all relevant parties as the government and organization. 

2.7.1 Time 

Mentoring is not very diminutive process; rather it is incredibly such a procedure 

which overwhelming lot of time for every one concerned, in the progression as mentee 

and mentors. Hansford throws light on the problem of availability of time for productive 

sessions for mentors and mentees as a chief predicament that should have to be seen 

during mentoring associations. McDonald and Hite have painted the similar picture 

related time frame in prescribed mentoring projects as the deficiency of contact in time, 

may confine and minimize the fostering connection. Both mentors and mentees should be 

dedicated to be accessible to congregate as necessary to gain absolutely advantage from 

being implicated, in a mentoring corporation to labour (Ehrich & Hansford, 1999). 

2.7.2 Mismatch of Partners 

The mismatching of advisors and learners also compromises the usefulness of the 

mentoring course of action.  It is the enigmatic and the largely complicated course of 

creating a mentoring association (Megginson, Clutterbuck, Garvey, Stokes, & Grarrett-

Harris, 2006). Mismatching mentors and mentees may have a more unenthusiastic and 

pessimistic impact, when there is presently a handful of an adviser captivating on the 
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mission of mentoring (Ehrich & Hansford, 1999). The mismatch could generate stress 

involving the partners particularly, if the learner was from a marginal of community 

collection. There are many reasons for mismatch of mentor and mentees as sectarianism, 

discrimination, bias and prejudice (Long, 1994).  

2.7.3 Poor Relationships 

Another major cause of negative aspect of mentoring is poor relationship. There 

are various factors which affect mentoring. The shortfall of dedication from the tutor and 

the learner will conciliation the mentoring affiliation for the reason that minimum prop 

up in the company. When the mentor and mentee do not praise and admire each other and 

when there is deficiency in mutual accountability amid partners, it will frequently 

separate partners aggravated and demoralized. This would generate a sense of 

unfaithfulness and escort to a trouncing of self-esteem and self respect (Long, 1994). 

Deprived affiliation in terms of authority can also present an unnecessary disproportion in 

the mentoring connection (McDonald & Hite, 2005). 

Shea throws light that in a coaching association, chain of command cannot be 

immediately measured in alliance through a person’s location. It may also be well 

thought out in relation to information and occurrence; individual problems and 

perplexities. Moreover the system, the supremacy inequality has to be finished assuring 

the triumph of the mentoring rapport. Even though mentoring manifests a little 

appearance of authority discrepancy in the environment of the mentoring bond, 

contemplation and caring for others should be prearranged to guarantee that the authority 

is not maltreated by every party, who is caught up. The command of equilibrium allied 
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with mentoring should for no reason weigh up too overwhelmingly, in the direction of the 

tutors as this could direct to decentralization for the trainee (Diaz-Maggioli, 2004). Other 

than as soon as the coaching bond is build up amid advisors through the accurate plans, it 

can fetch exceedingly optimistic results in provisions of education and acquisition 

possessions or using resources properly and accurately (Shea, 2001). In the background 

of exploring, the duty to formulate definite the associations reside strapping in the hands 

of the adviser and the conduct in the association (McDonald & Hite, 2005). 

2.8 MENTOR’S EDUCATION 

It is very important and essential that mentor should be fully educated for 

mentoring. Selected tutors and coaches not having the apposite instruction is an 

additional most important apprehension, when developing mentoring affairs. Tutors will 

require achieving an adequate amount of information as a result; they may support trainee 

or mentees in one education progression. Correspondingly, tutors or guru have to pledge 

that mentees comprehend that mentoring provide them the crucial knowledge 

consequently that the trainees advantage from embroiling in the mentoring bond and 

relationship (Miller, 2002). Triumph of the coaching rapport defamation with coach “who 

proof moral purpose, display emotional intelligence, emotional stability, foster caring 

relationships and norm for knowledge sharing show the way” to mentees achievement 

and success (Hansford & Ehrich, 2006). 
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2.8.1 Mentoring As a Change Agent 

During the 1990s, mentoring became a feature of many organizations (Edwards & 

Collison, 1996). Mentoring is now established as a collaborative program for developing 

teaching practice, which occurs within professional experiences. As mentoring programs 

are planned to "induct novice teachers, reward and revitalize experienced teachers, and to 

increase professional usefulness, educators have pressed for innovative patterns of 

coaching within pre-service teacher edification. Mentoring may be a way of guiding, 

revolutionize by constructing information regarding the set of courses. Mentoring 

furthermore does something as a representative of revolutionize, where tutors and 

learners can study jointly by using mutual teaching to parallel professional and 

pedagogical development (Little, 1990; Looney, 1997). 

Mentees generally rely on their mentors for learning experiences in teaching 

subjects. Therefore, learning current teaching practices from mentors will require 

strategic planning for enhancing and increasing the pre-service teachers' practices. 

However, for tutors to be useful, co-anchoring programs require to spotlight on definite 

objectives for embryonic education practices. Mentoring may be a revolutionize 

instrument other than, it will entail a willingness and keenness from guru or mentors to 

steer pre-service teachers (Jarvis, 2001). 

2.8.2 Mentors' Personal Attributes 

Researchers claim that coach or mentors may be chosen on their interpersonal 

ability to work together with young learner or aged learner. Education is possible in 
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community circumstance, and in an occupation that has a focal point on group 

relationships and communication. Interpersonal skills are observed as a fundamental need 

and prerequisite for successful presentation as a tutor. Therefore an essential element for 

mentoring of pre-service teachers is required (Ackley & Gall, 1992; Galbraith & Cohen 

1995; Ganser, 1996). Coaching embroils multifarious and complicated individual 

connections "conducted under different circumstances and situations in different schools" 

(Wildman, Magliaro, Niles, & Niles, 1992), so a mentor must employ personal skills in a 

two way dialogue (Dynak, 1997). Wang and Odell claim that mentees and mentors' 

personal dispositions and strategy towards teaching have a strong impact and effect on 

their learning. The tutor must support the learner to replicate on particular teaching 

practices (Peterson & Williams, 1998). 

2.8.3 Mentors as Guides to Mentee's Self Reflection 

Self reflection is a part of the process of changing beliefs "requires substantial 

reflection on practice", as reflection is considered "the main catalyst and medium for the 

development of autonomy and expertise". Practical knowledge that is acquired from 

personal teaching experiences evolves from reflection and action between theory and 

practice (Mellado, 1997). The reflection is supportive to learn from present experiences, 

and such reflection can "make sense of the situations" (Schon, 1983). Greene and 

Campbell claim that "reflection" effects on thoughts but mentees have to be trained the 

quality of reflection and given with an "immense amount of opportunities to practice 

those skills". Effective education in self reflection allows for pre-service teachers to 

analyze those things, which are required for enhancement in practice. Schon states the 
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"reflective practicum". Wildman and Niles reported that the reflective practitioner of 

teacher education reform considers the "realities of promoting teacher reflection". Indeed, 

teachers and pre-service teachers of primary science need to be "reflectively professional" 

through professional investigation and create "change in constructively critical ways" 

(Ovens, 2000). Originally, the mentoring process is that pre-service teachers need to trial 

and experiment with teaching, just to have content for manifestation (Portner, 2002). He 

points out that the method teachers characteristically modify is from beginning to end, 

which is called experimenting. As pre-service teachers have inadequate time to trial with 

knowledge, the skills of teaching and meditative practice may accelerate the procedure of 

developing practice. Subsequent to experimenting with teaching practice, mentoring may 

excite and arouse "self-reflection and self-analysis in order to improve instructional 

effectiveness" (Veenman, 1995). After each scrutiny and observation of primary science 

teaching, effective mentoring would bring out self-reflection for enhancing teaching 

practices. It is an indispensable aspect of teaching that pre-service teachers gain 

knowledge about setting goals and then reflect on the success of achieving these goals. 

Mentors can guide the professional growth of mentees by promoting reflection and 

fostering. Thus, tutors or gurus require cooperation with one another and with the 

mentees as well. The coaches and mentors should focus on the surroundings of teaching 

targets and through careful questioning and supervision; motivate the mentee to use self 

reflection to achieve a higher level of expertise (Feiman-Nemser & Parker, 1992). 
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2.8.4 Attributes and Practices of Effective Mentors 

Feiman-Nemser and Parker (1992) categorize three key areas that pertain to the 

mentor's role as a "local guide". First, the mentor helps the beginner or new teacher to 

understand practices and culture of the institution. Secondly, the mentor serves as an 

educational companion for developing the beginner teacher professionally. Thirdly, the 

mentor acts as a representative of change by promoting an environment and atmosphere 

of collaboration and shared inquiry. The literature suggests that the mentor's role may be 

connected by five key factors supporting effectual mentoring. The five factors are: 

individual attributes; organization needs; educational information; modelling and 

criticism. These factors may have been associated and interlinked mentoring attributes 

and practices linked to the development of pre-service teachers'. By articulating these 

factors, linked trends and practices styles, it might be probable to more clearly define the 

mentor's role for developing effective teaching. Each of these theoretical factors and 

related attributes are essential to consider (Schon, 1987). 

2.8.5 Addressing System Requirements 

It is an accepted fact that any type of structure desires a route for teaching and it 

presents a scaffold for adaptable eminence of teaching practices. It demands coaches or 

mentors to award for their learners accessible targets, relevant school policies, plans and 

knowledge of the curriculum in direction to present the essential wants and needs of a 

schooling system (Bybee, 1997; Jarvis, 2001; Woolnough, 1994). 
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2.8.6  Mentors' Pedagogical Knowledge 

Educators and authors have jotted down that such coaching programs are 

projected deliberately to provide pre-service teachers through mentors, who are more 

knowledgeable about teaching profession. Research has revealed that burgeoning 

valuable elementary/secondary teaching demands the accomplishment of meticulous 

information. Bishop for instance, points out the inevitability for "professional practical 

knowledge," which undermines handy information, educator convenient information, 

individual practical information and knowing about achievement. Shulman (1986) 

offered a partial outlook of the name "pedagogical knowledge" because a "concern for 

reinstating content as an essential feature of teacher knowledge" (MorineDershimer & 

Kent, 1999). Instead, he derived the phrase "pedagogical content knowledge" as a 

technique of "representing and formulating the subject that makes it comprehensible for 

others". Nevertheless, the universal educational information is generally used, when 

indicating to the acquaintance for coaching and training. Pedagogical knowledge makes 

"understanding of the subject usable in the classroom" (Mulholland, 1999). Such 

instructive familiarity, which is imparted within the school situation, is indispensable for 

following useful elementary and secondary teaching (Allsop & Benson, 1996; Hulshof & 

Verloop, 1994, Roth, 1998). 

Pre-service teachers, who are involved in bringing betterment in education, want 

instructors to have instructive and professional information to steer their working 

regarding practices of coaching (Kesselheim, 1998). Particularly, mentors require 

presenting the instructive acquaintance for: arrangement for teaching timetabling lessons; 
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teaching strategies and techniques; preparation for teaching; problem solving; classroom 

management; task management; questioning skills; implementing effective teaching 

practice; and assessment (Corcoran & Andrew, 1988; Jarvis et al., 2001). For budding the 

mentee's lessons, tutors also require endowing with academic viewpoints such as 

betterment (Fleer & Hardy, 1996) and apposite, proper contented awareness and 

familiarity with the contents (Jarvis et al., 2001; Lenton & Turner, 1999). 

2.8.7 Providing Feedback to Mentees 

Numerous researchers have shared their findings that productive response and 

criticism in pre-service educator education is an imperative, pivotal and crucial factor 

during the training procedure. Response and analysis permits for the pre-service educator 

to replicate and get better coaching and teaching exercise. Schon calls that exercise as 

"reflective practicum." Having the experience to formulate a personal teaching 

philosophy, potential mentors should possess the appropriate vocabulary to articulate 

teaching practices, as the mentee's development can be enhanced and increased by the 

mentor's focused discussion about teaching practices ( Rosaen & Lindquist, 1992). 

Indeed, basic mentoring requires mentors to "discuss suggestions for practice in the 

background of their school" (Allsop & Benson, 1996). Specifically, mentors require 

observing rehearsal in command to supply spoken and printed response, on aspects linked 

through the mentor's educational information, which also includes reviewing plan, and 

supporting in maturing the mentee's estimation and assessment of coaching (Long, 1995).  

There is fragile confirmation that tutors and coaches give confidence to trainee 

and learner to reflect decisively regarding their pedagogical exercises. This is the reason 
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coaching wants to be designed in a comparable way as teachers sketch for pupils' 

knowledge (Edwards & Collison, 1996). Goal setting, which exclusively includes 

objectives, can enable the mentor to plan for specific guided response on the learner’s 

instruction practices. Pre-service teachers are seekers of knowledge and as Edwards and 

Collison emphasize, these "learners need goals". Mentoring pre-service teachers ought to 

be a deliberate procedure, as a prescribed mentoring program "increases the possibility 

that the mentees needs will be met" (Ackley & Gall, 1992). Ackley and Gall also claim 

that the conversations occurring amid mentor and mentee are at the heart of the 

mentoring association. Moreover the provision of feedback is a substantial aspect for 

improving practices. In order to provide feedback, the mentor must at least monitor and 

observe the mentee's practices (Jonson, 2002; Portner, 2002). Even though from this 

point, feedback contributes to the mentee's teaching practices, mentors require focusing 

on clear objectives; in order attain those precious objectives (Curran & Goldrick, 2002). 

Mentors need significant objectives and goals as a focus for providing feedback 

and responses. Hence, the teaching mentor needs to make obvious the process of 

providing feedback by referring to teaching mentoring objectives. Clear reachable 

objectives discussed between the mentor and mentee lay down the framework for 

learning to teach that specific subject. In addition, learning to teach that subject matter 

must be discussed with the mentee. Criticism and analysis will be more constructive and 

productive, if it addresses the mentee's requirements in relation to the targets that intend 

at producing valuable training. Specifically, coding survey instruments can be used to 

provide feedback to mentees on a range of elementary teaching exercises, including 

system requirements, instructive information, and modelling of training practices. 
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Objectives and destinations give instructions for both tutors and learners. Without 

direction, mentoring cannot establish purposeful and advantageous feedback for just 

beginning a mentee's elementary and secondary teaching (Christensen, 1991). 

keeping in view the statements and comments of all authors and critics, it may be 

concluded that mentoring has many benefits and advantageous as: prospect for 

manifestation on deed; bigger candidness and tangible comment; constructive 

corroboration; entrance to wherewithal; horizontal evolution into revolutionize; improved 

individual communication skills; both individual and opinionated; advanced 

methodological proficiency; improved predicament examination; occasion for 

involvement novel information; inculcate vision in education strategies; skills; friendship; 

collegial support; compassion; kindness; counselling or guidance; abridged the sentiment 

of seclusion; a smaller amount nervous tension or depression; improved self reliance or 

self respect; chances or anticipation of  construction social links and networks; assist in 

obtaining learners desire; wish or aspire for etc and many other benefits. Mentoring is 

extremely important for all new and beginner teachers in teaching. 

2.9. METHODS OF DEVELOPING TEACHING PRACTICES 

The methods of developing teaching practices include mentoring, which requires 

association within mentoring relationships between mentor and mentee (Looney, 1997). 

Mentoring also needs to focus on individual needs and requirements, on which the theory 

of constructivism may be engaged and embroiled. These issues are discussed ahead. 
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2.9.1 Collaboration and Mentoring Relationships 

One method of enhancing teaching practices is the use of purposeful and 

meaningful collaboration, as noted in professional school experiences. Collaboration 

pervades much of teaching practice, with many educators supporting the collaborative 

approach for educating pre-service teachers. Goerner claims that collaboration is a means 

of expression for attaining "evolutionary leaps" through "commitment and pledge to the 

greater good", even though such achievements are complicated to measure. Briscoe and 

Peters gave reference of several researchers, who claim that collaboration is instrumental 

for the process of facilitating change because "change occurs in a social context" and is 

"influenced by interactive processes". They conclude that "collaboration was not only 

indispensable, but very desirable to support the change process, to lessen the fear of risk 

taking, and to provide a forum for analysis” (Goerner, 1998; Briscoe & Peters, 1997). 

Collaboration occurs within mentoring relationships, when a mentor supports the 

mentee, who is learning to teach and make pupils/students to learn (Briscoe & Peters, 

1997; Fairbanks, Freedman, & Kahn, 2000). In this work focused relationship, a mentee 

learns many basic teaching skills that may mirror the mentor's behaviour and expertise. In 

this type of collaboration, there is "a great deal of team building, and passionate and 

reciprocal communication and information sharing". All the earlier mentioned points 

assists the learner to study regarding pupils, institution functions,  structures of learning 

institutions, topic or theme substance, the edification of classification and the occupation. 

Through a collaborative relationship, a well informed mentor, who articulates teaching 

practices, can draw out effective teaching skills from a competent mentee at a 
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transformed level of consciousness (Corcoran & Andrew, 1988). This collaboration can 

be used to facilitate the development of teaching practices in general. Indeed, 

collaboration in the mentoring partnership may produce needed change in teaching 

practice for the reason, that it creates chances for trainers and preachers to find out 

together comfortable and instructive awareness from each another, to persuade tutors to 

be jeopardy takers in bringing innovative information and assists to maintain the 

procedures of entity modify in education and learning (Briscoe & Peters, 1997). 

2.9.2 Understanding of Effective Teaching and Teaching Practice 

Effective teaching is not a game of few days. It requires lot of efforts on the part 

of mentee and mentor. Valuable and effectual teaching embroils from experiences and 

philosophy concerning education, particularly as beliefs "are parts of the foundation upon 

which behaviours and attitudes are based". Defining the effective teacher is difficult, but 

Borko and Livingston claim that effective teachers can improvise actions as they have 

satisfied and processes stored in memory. Dreyfus recommended characterized 

knowledgeable procedures (Borko & Livingston, 1989). Unquestionably, there are 

standard qualities for successful teaching that may be noted in effective teaching, 

including understanding personal beliefs on teaching, assessing students' needs, 

requirements and having teaching experience so as to draw upon a proven teaching 

repertoire. Student and teacher perceptions of a "good" teacher may also provide the idea 

of mentoring, which is essential for teaching (Wideen, Mayersmith, & Moon, 1998). 
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2.9.3 Mentoring Models for Collaborative Professional Development 

There are some prominent models of mentoring, which are worthy in this context 

to mention. It is great sagacity to capitalize and utilize the pertinent model to support the 

knowledge for the learner. It is crucial as soon as making individualized mentoring affairs 

for expansion. Any selected replica of mentoring model should be stranded and used in 

grown up knowledge theories. Consequently, the knowledge is uttered a philosophy, 

drills and exercises of learners during mentoring. The models of mentoring are as: one-

on-one mentoring; team mentoring; peer mentoring; group mentoring and distance or E-

mentoring (Ehrich, Hansford, & Tennent, 2004; Mullen, 2000; Terehoff, 2002).  

Johnson emphasizes and stresses that mentor needs to be together with mentees 

and trainees. Subsequently, the teachers are intelligent to gain knowledge of strategies 

and innovative ideas. Instructions in mentoring play very vital role. Beginner teachers get 

acquaintance, suggestions and they discuss the utilization of recently gained knowledge 

of education and strategies (Johnson, 2004). In background of the replica, contemplative 

and meditative training is connected with cultivating the considered necessary skills and 

attitudes that the learners previously encompass. Subsequently mentors and mentees 

congregate and focus on their desires and requirements (Sullivan, 2004). In the 

representation, the education is an investigation of circumstance that is unambiguous to 

the association, which is produced from beginning to the end of knowledge (Brookes & 

Sikes, 1997). From beginning to end, the adviser or trainer is workings as a meditative 

trainer, supplementary the mentee imitate on the education interference and its progress. 

In this circumstance, education is distinct as a prescribed procedure that makes available 
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liberty and occasion for manifestation in a corporation and structure of reciprocal 

deference and great assurance. The instructor afterwards workings extremely 

enthusiastically, using premeditated interferences to analyze the fresh instruction and 

strategies engaged by the learner to ameliorate their knowledge (Brookes & Sikes, 1997). 

The trainer does this by steadfastly, to diagram the instructional revolutionize. Moreover, 

the instructor and advisor assists in congregation the substance for education, keenly see 

the learner at labour, to afterwards provide comment. In adding together to that, the 

adviser would permit the learner to reproduce, which was consummate in the coaching 

and mentoring in education. All models of mentoring have various merits and demerits so 

the prior entire analysis is essential to follow any model (Showers & Joyce, 1996). 

The comments and analysis should be unambiguous to the targets of revolutionize 

and encompass to determine an equilibrium amid optimistic and unenthusiastic 

observations (Duke Corporate Education, 2006). Response sessions in tutoring and 

training engross learners and advisors having to labour in corporation to enquire and ask 

on the confirmation (Maynard, 1997). It should permit the learner to replicate on their 

education strategies; consequently they obtain possession for personal sophistication. 

Manifestation assists students to build up their individual point of views of training 

(Diazmaggioli, 2004). Manifestation is associated with the conservative working. Schon 

points out “reflection on action”, “reflection in action” and “reflection for action” 

because input to knowledge in schools. Shimmering on top of; in; and designed for action 

assists learners to sight challenging situations and transform them to impending 

knowledge, chances that permit enlargement in day to day procedures. In adding together 

to that, manifestation, prop up learners to increase new fangled perspectives on trouble, 
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that they recognize and fetch thoughtful to the core theories, subsequently that their 

training practices were glowing knowledgeable. In this way it would be very effective 

and beneficial for the mentees and mentors. It is their attitude and approach, which matter 

a lot in this context of mentoring (Schon, 1983).  

2.9.4 Mentors' Modelling of Practice 

Mentors need to develop model of teaching practice and the abilities of mentees 

and mentors ought to be used in right direction. Pre-service teachers viewed that mentors 

should be ideal for guidance and coaching. Self analysis for instruction can be improved 

by observing the modelling of exercise (Bandura, 1981). Furthermore, it is emphasized 

that the significance of embryonic assurance "among pre-service elementary teachers. 

Separately from displaying eagerness for coaching, tutors and advisor require to replica: a 

relationship through their learners and pupils; syllabus language; hands-on lessons; and 

classroom management (Gonzales & Sosa, 1993; Smith & Huling-Austin, 1986). In 

modelling teaching practices, mentees learn a lot during teaching practice consequently 

that learners or mentees develop pedagogical skills (Briscoe & Peters, 1997).  

2.10 VIEWS REGARDING PERCEPTIONS OF A GOOD 

TEACHER 

Students, classmates and researchers have obtained data on good teacher and 

quality education. They point out that teacher should be good at: social interaction skill; 

pressure handling skills; quality of pressure handling and proficient. The researchers 

questioned about qualities of a useful teacher. One research study engaging six thousands 
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and six hundred forty five students of year ten, eleven and twelve year age learners. The 

respondents pointed out these features of a good teacher such as: compassionate, 

perceptive, heartening, cooperative, tolerant, makes education pleasurable, reasonable 

regulation, impartial, valuable classroom supervision, task management and well 

awareness of area under discussion. Other research on students' perception of good 

teacher show that good teachers are like polite, lukewarm, affable, interesting to highlight 

personal qualities and attributes for good teachers. It is rational to suggest that these 

general features and qualities of good teacher would also be well received, by students in 

a primary and secondary level teaching through teacher (Wafters, 1994). 

2.10.1 Educating Mentors towards Effective Mentoring Practices 

Mentoring is so important that it should not be chaotic and disorganized. A 

meagre quantity of mentoring associations might come out unsurprisingly; educators 

should make certain that such an important event is not gone to probability; for this 

reason, it is indispensable to arrangement the sophistication exercises in mentoring 

(Weaver & Stanulis, 1996). Immediately as tutors may for eternity perk up their methods 

of education, as a result can guru or advisor, mentors get better their styles of tutoring, 

coaching. Indeed those, who are professionally developed and sound on mentoring, 

comprise a superior bang and effect on the pupil's maturity and growth than individuals 

who cannot (Giebelhaus & Bowman, 2000). In order to execute effective mentoring 

programs, "skilled practitioners" need an "understanding of knowledge and methods" 

(Hodson & Hodson, 1998); yet less skilled practitioners need to be provided with 

professional development and progress so that all pre-service teachers may receive 
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opportunities to be mentored in teaching. There have been various opportunities to 

develop information and styles of mentoring skills. In one major city of New York 

country division of Education, for instance, offered enlightening chances and occasions 

to mentors in the course of workshops, symposium, and set of courses with unambiguous 

mentoring characteristics being educated (Ware, 1992). Such courses intended to supply 

sequential mentoring strategies for learning to mentor. However not all mentors were 

ready to contribute in a training education route. Hulshof and Verloop (1994) news that 

seventy four per cent of respondents felt that in-servicing coaching was essential but well 

thought out such in-servicing additional vital for novel mentors. In-servicing may also 

have significance for experienced mentors, who are delving into new spheres of 

mentoring. Tutors or coaches, who are officially ready for their responsibility as guru, 

mentor by fragmentary prop up might expand their acquaintance support on mentoring; 

even  though in the majority suitcases, "mentors are thrust into the new role of mentoring 

with only the most insufficient guidance" (Edwards & Collison, 1996). Gaston and 

Jackson allege that coaches, mentors ought to be properly well informed and monitored. 

Moreover mentoring programs must be well planned. Indeed, Ganser claims that without 

clear expectations and high-quality education for mentors, the mentor's ability to 

effectively increase pre-service teachers' practices may be limited. Part of this education 

requires mentors to be meditative on their practices by questioning their mentoring, 

which may support in preparing mentors for developing their mentoring practices 

(Zachary, 2002). Mentors "need unequivocal training in the stimulation of beginner 

teachers to reflect on their actions in order to move them to higher levels of qualified 

thinking" (Veenman et al., 1998). Similarly, pre-service teachers require a structured 
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system to support their entry into the profession, which includes quality mentoring 

programs (Villani, 2002). Research on the value of educating mentors has demonstrated 

and showed that there is significant difference for pre-service teachers' development 

compared to those, who have exercised traditional and typical mentoring. Predetermined 

mentoring strategies can assist chronological education for the learner regarding 

instruction and might also promote knowledge for advisor, instructor, mentors, trainer, 

onsite-supervisor and senior person (Giebelhaus & Bowman, 2002). 

2.11 DEVELOPING MENTOR'S BELIEFS FOR MENTORING 

The mentor can have considerable input into the information deemed to be 

fundamental for teaching. The mentoring process aims at advancing the mentee to a 

higher level of teaching pedagogy. This can vary significantly among mentors, as 

teachers have individual ideas about how and what to teach with consider to that subject 

(Mulholland, 1999). A most important part of the tutor's responsibility in elementary 

teaching is to expand the learner's in general education aptitude, so far every tutor has 

personage philosophy on what is and what is not imperative. Such character coach, 

mentor views may diverge on the entire sides of education and mentoring, commencing 

the scheduling from side to side to the alternative of classroom measures for 

implementing an elementary instruction approach. It is stated and mentioned that 

teachers' familiarity of "mentoring and their experience of teaching vary widely", and that 

tutors have not received exact training in that area under discussion. This lack of 

counsellor instruction is insufficient for providing such authority skills compulsory for 

mentoring in teaching. Tutors entail innovative skills for the reason that this employment 
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differentiates from classroom instruction, as is such case with specific subject mentoring. 

The existing circumstances of coaching in education are very critical of mentor 

knowledge. It means that several pre-service teachers will not obtain reasonable coaching 

and mentoring due to certain reasons (Orland, 2001; Wafters, 1994). 

2.12 STAGE THEORIES OF TEACHER DEVELOPMENT 

There are different theories of teacher development, which highlight the 

significance of teacher development. The classic stage theories conceptualized teacher 

development, as a progression through a series of phases in a relatively deterministic 

manner, the supposition being that the stages are sequential and hierarchical. Each 

subsequent stage is more multifarious and more desirable than the prior stages. 

There are various studies, which have conceptualized stages of development in 

relation to teacher development. Van den Berg notes in a review of literature on 

influences on teacher development, that ‘concerns’ supposition as a typical stage, 

presumption of expert development, has deeply predisposed examine on the specialized 

growth of teachers. He describes and highlights ‘concerns’ as questions that have 

emotional undertones that signal improbability and possible resistance to new situations. 

‘Concerns’ theory distinguishes three types of concerns: self apprehension; assignment 

apprehension; and impact anxiety. Van den Berg argues that particular work of Frances 

Fuller is note worthy in this area. Fuller inferred a three stages from survey data, as well 

as information from the literature that, ‘concerns’ model of teacher expansion: in the very 

initial stage, pre-service students are concerned with endurance issues (self concerns); 

later in teacher preparation, the spotlight shifts to concerns about their performance like 
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teachers (mission anxiety); and ultimately, with flourishing teaching experiences, 

concerns relate to their impact on students (impact concerns). This developmental 

progression, from early concerns with the ‘self’ to an eventual focus on students and 

students’ learning, has also been identified in other studies. Fuller obtained data from 

interviews with newly qualified beginning teachers and he found that they progressed 

through stages, related to survival task, and impact concerns. He concluded that 

participants did not initially think of themselves as teachers and those who did not come 

to view themselves as teachers ultimately left teaching (Van Ast, 2002). 

Kagan constructed a model of new teacher professional growth based on Fuller 

and a review of 40 qualitative learning to teach studies. Kagan conceptualized the teacher 

training and first year of teaching as a sole developmental stage during which novices 

obtain knowledge of students, use that knowledge to adjust and reconstruct their images 

of self as teacher, and develop routines in classroom organization and teaching. Kagan 

applied this stage model to teacher training and learning. She argued that no one should 

first learn only basic skills and that the focus for reflection should be on their own 

biographies. Because they need experience in order to reflect on their teaching 

performance. Kagan asserts that beginner teachers need to have an innermost focus in 

order to develop a lucid and clear image of themselves as teachers before they can grow 

up, commenting that “without a sturdy image of self as teacher, a novice may be 

predestined to splash”. Kagan’s view differs from Fuller and Brown, who bicker that “the 

novice’s preliminary focus on self is a weak point or shortfall that is best shortened or 

aborted”. Kagan contends that it is only after launching teachers determine their self 

image as a teacher that they can move on to the later stages of progress (Kagan, 1992). 
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Pigge and Marso based their study on Fuller’s model to examine the ‘concerns’ 

improvement of sixty American elementary and secondary, predominately female teachers 

above a seven year period, from the start of teacher training from beginning to end their 

first five years of coaching. Using a quantitative approach, the authors were fascinated in 

determining, if any individual and educational characteristics of teachers may be 

connected with teachers’ changes in anxiety concerning teaching. A discovery or findings 

consistent with Fuller’s hypothesis was that participants’ mission, personality, and 

contact concerns changed as they progressed from beginning to end teacher grounding 

and the primary five years of instruction. However, Pigge and Marso also identified an 

interaction between career stages and teacher features that they suggest cannot be 

effectively explained by Fuller’s stage model. They found changes in impact concerns to 

be connected to participants’ rank point averages and suggest that, while teachers 

experience changes in impact concerns as they develop, the prototype of transform varies 

significantly comparative to the qualities of the teachers. “In different words, the 

development of teaching concerns may not follow a lock-step pattern, but rather may 

vary for individuals”. While the Pigge and Marso research is one of the small numbers of 

longitudinal studies that have investigated teacher development over such a long time 

frame. It should be noted that the long periods between their data collection points may 

have shrouded changes in teacher concerns both within and across the years. 

Commenting on the uncontaminated design of the study and the limited number of 

variables being studied, depict concentration to the lack of information about the context, 

in which the concerns were being examined and propose that not addressing background 

matters may result in some significant factors being ignored (Philip, 1999). 
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The stage theory concerns approach to teacher development has been contested by 

a number of researchers. Willis and Dodgson (1986) in their critique of Fuller’s model 

argue for a political rather than concerns based approach to teacher education, claiming 

that a focus on concerns promotes a modified rather than vital inquiry approach in teacher 

learning. They notice a risk and danger in addressing student teachers’ immediate 

concerns in that intricate problems of practice, would get put off in preference to 

resolving technical and survival concerns. They see the consequence and outcome of 

such models as promoting an individualistic and conventional approach to teacher 

education. Grossman has censured Kagan, arguing against the idea that teachers should 

be present at first to teaching procedures and routines, because she believes that this 

works against reflection and reinforces a focus on classroom activities as divergent to 

concentration of students’ learning. Grossman asserts that teachers from the beginning, 

should cover all aspects of teaching, including student learning, curriculum, classroom 

management, own character, and asserts that even novices can display growth, if they 

have the right kinds of support. Other researchers have argued that the emergence of 

forthcoming teacher concerns is multifarious and cannot be reduced to a single, universal, 

linear progression, which disputes Kagan’s controversy that students must resolve early 

concerns before afterwards ones can come out. Some studies have reported the 

simultaneous (as opposed to sequential) emergence of survival, teaching, and pupil 

concerns among pre-service and experienced teachers. Others have identified pre-service 

concerns focused on the teaching of subject matter before student classroom management 

routines and task management were developed (Kagan, 1992). 
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A stage theory approach is probing teacher development. However its focus is on 

teacher concerns. Van Manen looked at reflectivity in teaching and identified three in 

order and invariant levels of reflection in terms of the deliberateness of the decision 

related to an action: technical or instrumental; practical or awareness of alternative 

principles; and critical or contemplation of moral principles related to social conditions. 

Zeichner and Liston argue against Van Manen’s hierarchical approach to reflection and 

stress that all levels are important and should be used by teachers at different times. Black 

and Ammon developed a five-stage theory of pedagogical thinking based on interviews 

of a cross section of pre-service, beginner and experienced teachers. They suggest that 

teachers start out with behaviourist conceptions and then move to constructivist 

conceptions that are primarily global (level 3) and then become more differentiated and 

incorporated (levels 4 and 5). Berliner developed a theory based on experimental research 

that explained teachers’ cognitive processes as they moved from trainee to expert teacher. 

He described five levels: beginner, advanced beginner, competent, proficient, and 

professional. Characteristics of this progression include an increased sense of duty and a 

deepening emotional involvement and attachment. However, unlike the theories planned 

by Fuller and Kagan, Berliner suggests that teachers do not necessarily move through 

these stages on the basis of experience of individual and that some teachers remain fixed 

on a meticulous and particular level (Fleming, 1991). 

The mainstream of studies, using a developmental stages approach to teacher 

learning implies smooth transitions from one stage to the next. It is rarely smooth, never 

conflict free, and regularly characterized by backsliding,” and argues that commencement 

teachers do not go through an obvious and vivid transition stages, that teachers vary 
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significantly. Richardson notes and comments that, because much of the research on 

stages of development is cross-sectional, to decide factors other than years of experience 

that help out with movement through the stages is complicated. There are also issues 

related to the supposition that the stages identified by the various authors are meant to be 

widespread across all teachers and yet little account is taken of the contexts that the 

beginner and experienced teachers are working at some place together. Feiman-Nemser 

has conceptualized ‘learning to teach’ not in terms of stages but rather as a continuum 

that requires reasonable and associated education chances that connection preliminary 

teacher grounding to new-fangled teacher initiation and novel teacher stimulation to 

progressing specialized growth. She argues that ‘learning to teach’ is a multifaceted and 

lengthy process that needs to be started roughly the academic and realistic responsibilities 

of teaching and the background of teachers’ effort. The influence of school contextual 

factors on beginning teacher learning is the focused (Feiman-Nemser, 1998). 

2.13 INFLUENCE OF SCHOOL FACTORS ON NEW TEACHER S 

The early years of teaching have been recognized as being a critical and tough 

period in determining for how long, a teacher remains in the profession of teaching. 

Findings from empirical studies suggest and recommend that beginning teachers’ 

experience of ‘easy’ or ‘painful beginnings’ is influenced by place of work conditions 

and school customs that these factors impact on teacher morale (West-Burnham, 2004). 

There has been increasing concern around the retention and stay of new teachers 

in the profession. Ingersoll and Kralik point to a sturdy connection amid elevated rates of 

commencement teacher shortages. The argument regarding retaining of new teachers in 
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the profession is an extremely huge problem than training new ones. It is supported by 

data from American studies showing that more than 30% of latest teachers abscond and 

disappear within primary five years due to different reasons. Such reasons with the 

intention of commencement teachers give for leaving include job dissatisfaction, lack of 

professionalism in their colleagues, lack of collegiality, lack of managerial support, 

challenges with teaching, uninvolved parents, non co-operative society and troublesome 

or rigid attitude of students (Mathew, 2003). 

Functioning circumstances and environment play a huge and prodigious part in 

teacher decisions to revolutionize institution or relinquish the occupation. According to 

Ingersoll, underprivileged operational surroundings and deficiency of noteworthy and 

momentous occupation preparation and prop up were the main causes that numerous new 

teachers leave the occupation inside primary five years. There are also appearing some 

disparities in the prop up that teachers take delivery of well off and pitiable institutions, 

with teachers in supplementary privileged localities, experiencing better functioning 

circumstances. An American study depicts that teachers in elevated marginal population, 

small earnings institutions stated considerably inferior and pathetic operational 

surroundings, counting subordinate conveniences, smaller quantity textbooks and 

provisions, a reduced amount of executive and managerial support, and big class sizes. 

The staff members were additional probable to articulate that they intended to leave an 

institution immediately if functioning circumstances were worse. According to a finding 

that low income schools experience up to 50% higher turnover than prosperous schools 

and well off schools in that locality (Benton, 1990). 
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The working environment or institution traditions also have a key manipulate and 

impact on beginning teachers’ learning, development and growth. Indeed, according to 

some researchers, school culture has a stronger influence on beginning teachers’ actions 

and development than pre-service teacher prepared. Deal and Peterson mention that 

institution  customs is the “unwritten rules and traditions, norms, and expectations that 

seem to permeate everything: the way people act; how they dress up; what they talk about 

or avoid talking about; whether they seek out colleagues for assistance or don’t; and how 

teachers sense about their working and their students working.” Sergiovanni believes that 

school cultures “serve as a compass setting, navigation people in a common direction; it 

provides a set of norms, defining about what people should achieve and how, and it is a 

source of meaning and significance for teachers, students, administrators, and others as 

they work.” Sergiovanni’s definition implies a trouble-free notion of school culture in 

that it views culture to be a unitary and unifying phenomenon and assumes that everyone 

unquestioningly, wants to travel in the same direction. In contrast, Hargreaves views that 

school culture as being made up of subcultures that exist within the various social groups 

that make up the school as an organization. He discusses subcultures and he uses terms 

‘Balkanized cultures,’ which can result in negative working environments. The most 

important features of such subcultures are: staff working in close-knit groups that are 

difficult or impossible to enter; groups that have a recognized identity and provide their 

members with an identity; and groups that serve to prop up the self-interest of their 

member but do not do something on behalf of the whole staff. Hargreaves asserts that the 

culture or subcultures of a school impact on beginning teachers’ learning and development 
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because “whatever they do in terms of classroom strategies is powerfully affected by the 

outlooks and orientations of the colleagues with whom they work ” (Hargreaves, 2003). 

Schon uses the figure of speech of novice teachers as migrants to high light the 

challenges and problems that new teachers face in adjusting to the culture of their school. 

He describes the beginning teacher as being a stranger, unfamiliar with the accepted 

norms in the school or the hidden codes, which exist among teachers and students. He 

says that they be similar to migrants, who leave a familiar culture (the teacher education 

institution) and move into a strange one (their school) that is both disgusting and 

attractive (Schon, 1987). He argues that beginning teachers as strangers, dwell in a 

marginal space in their schools since they lack the confidence in their behaviour, attitude 

and in their social status. Beginning teachers are consequently dependent on the good will 

of the members of the group to which they want to belong. Other researchers have taken 

a more positive view, with Williams for example, arguing that new teachers fetch with 

them new ideas, innovations, eagerness, and a potential to positively impact on their 

school environment. He however also identifies that the powerful role that school culture 

plays in influential, which will be realized or not. Although Stanulis argues that 

beginning teachers can either conform to or resist the existing culture. The reality is that 

new teachers often experience what Khamis refers to as ‘the agony of compromise,’ 

when they compromise their strongly held thinking in order to ‘fit in’ (Williams, 1993). 

Some authors have argues that there is no need to give enough consideration to 

schools as organizations impact on beginning teachers’ development. Zeichner believes 

that a constructive way to conceptualize the process of fitting to a teacher is to examination 



 87

and as a procedure of social interaction, a word that “eagerly communicates an interest in 

understanding the repeated interplay between individual option and situational 

limitation”. Zeichner also notes that there is no clear agreement “with regard to the 

effectiveness and influence of the various socializing agent and mechanisms”. Studies 

have highlighted the powerful effect of place of work and culture on teacher professional 

socialization. In his ethnographic case study of one beginner teacher’s experiences over a 

semester in the first year of education, Kuzmic argues for an interactive view of 

becoming a teacher that recognizes the role ‘context’ plays in this process. From data 

collected from field observations and interviews, Kuzmic identified in his participant a 

lack of understanding and comprehension of how institution function as intrusive 

organizations. He suggests that this lack of understanding limited the new teacher’s 

effectiveness in looking for to comprehend and discover solutions to the troubles he/she 

faced. Kuzmic asserts that ‘organizational literacy’ should be part of the teacher 

preparation programme because, if there is not an understanding and  perception of the 

organizational life of schools then many problems are anticipated and expected. 

Inauguration of novel teachers in teaching may be not well prepared to arrangement with 

the troubles and complications that they come across or to build up the opinionated 

approach and teacher approaches required to oppose and confront the stress to be 

conventional, numerous of which staunch from the description of schools as self-

important organizations and some other organizations (Rooser, 2005). 

Kelchtermans and Ballet contend that much of the research on beginning teachers 

concentrates on problems associated with classroom management, teaching style and that 

little concentration is prearranged to the information that foundation teachers be 
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converted into members of an organization. They hold that understanding the school as 

an organization operates often provides the beginning teacher with one of their most 

complicated tasks as a beginner and is a source of the astonishment that beginning 

teacher’s experience. That change is not only related to classroom issues but also to do 

with socialization into the school as an organization. Kelchtermans et al., like Kuzmic, 

view teacher socialization as not submissively descending into an excellent background 

but somewhat as an interpretive progression amid the innovative teacher and the 

background. They agree with Blasé, that micro political opinions is persistent in the 

classroom, an institution, and the centre of population argue for unambiguous and vivid 

attention being given to the micro-political reality of schools in the teacher preparation 

and induction phases of teacher learning. There does not come out to be much research on 

the development of micro-political or organizational literacy, there are a number of studies 

on the impact of school traditions on beginning teachers (Jonson, 2002). 

A number of researchers have provided insight and vision into the relationship 

between school customs, teacher education and development of teacher. An important 

study in this area is one by Kardos, who sought to identify the type of school culture that 

best supported beginning teacher development. Kardos interviewed fifty first and second 

year elementary, middle, and high school teachers in the state of Massachusetts to 

explore the professional customs that novel teachers come across in their institutions 

(Koki, 1997). The teachers in the study by Kardos were best served by incorporated 

professional cultures. It was in these cultures that prepared structures for prop up, the 

norms of occupation gets done, and the widespread philosophy about collegiality and 

specialized augmentation were implanted in the institution’s qualified background. The 
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author also found that principals played different roles in the three cultures. In the unique 

oriented trends, the principals did not try to ascertain a position for novel teachers 

surrounded by the proficient culture of the institution and were regularly seen to be 

missing from the every day life of their institutions. In contrast, principals in incorporated 

proficient cultures were seen to be in attendance, actively involved in building and 

developing those cultures. They were also conscious to the needs of new teachers and 

new staff. A longitudinal study by Flores provides a supplementary example of the 

impact that school cultures have on new teachers. Flores interviewed fourteen Portuguese 

beginner or new teachers and also surveyed all teachers in the six schools or institution in 

which the new teachers worked. In relation to school culture, her respondents reported a 

work environment characterized by lack of joint effort, lack of joint venture and lack of a 

supportive atmosphere within the school and institutions. They also reported a gap 

between newcomers and those with everlasting post at the school, an environment that 

seems to fit Kardos’s definition of veteran oriented cultures. Flores suggests that the place 

of work culture has authoritative effect on the understanding and practice of the 

profession, arguing that beginning teachers in supportive and educational settings are 

more likely to look for advice and to overcome their doubts, suspicions and problems 

more effectively. This view matches the declaration by Kardos that “professional cultures 

into which new teachers are inducted, enlisted are significantly important because these 

premature years not only confirm new teachers’ choice of profession in life but also lay 

the foundation for future professional development in that area” (Hobson, 2003). 
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2.14 INFLUENCE OF MENTORING ON BEGINNER TEACHERS 

Over the last two decades, there has been enlarged policy and research interest in 

the role that direction plays in new teachers’ changeover to teaching and development as 

teachers. Much of this interest is linked to three inter related factors as: the appreciation 

that teacher quality is significant to enabling student accomplishment; concerns over the 

high abrasion rates of beginner teachers; and the growing understanding that the “quality 

of the professional experience in the early years of teaching is now seen as a critical 

influence on the likelihood of leaving the profession”. Research suggests that initiation is 

not only important for teacher preservation, but also for beginner teacher learning, growth 

and development. Mentoring plays very vital role in the development of new teachers. 

Mentoring leaves deep and everlasting effects and impacts on trainee, new teacher, 

beginner teacher and mentee (Cochran-Smith & Paris, 1995). 

Induction is viewed as being both a period in time and a process. As Schon 

observed, new teachers similar to each and every one commencement professionals, 

ought to display qualities and competencies that they do not yet encompass and may only 

expand or achieve by commencement to accomplish which they do not up till now 

comprehend. Induction therefore is conceptualized as providing a bridge or “critical link” 

between homework and practice as a professional. The induction phase according to 

Feiman-Nemser is called the ‘second stage of learning to be a teacher,’ one that requires 

special concentration and attention in terms of providing professional support and 

assistance to novices teachers to enable them to become self-assured and proficient 

teachers. Wong, Britton, and Ganser describe initiation as extremely well thought out and 



 91

complete appearance of staff expansion connecting numerous persons and apparatus that 

characteristically carry on as unremitting procedure for the initial two to five years of a 

teacher’s occupation. Ingersoll and Kralik however define induction more droopily as 

comprising a range of manners including lessons, symposium, and conferences and 

mentoring in induction level (Kerka, 1999). 

Not all beginning teachers’ knowledge lack at induction phase that is 

characterized by continuous professional development and support. Although Darling -

Hammond noted that almost 50% of innovative teachers in the United States had some 

kind of initiation experience, which seemed that many induction programmes offered  

periodic assistance and help like workshops, seminars, orientations etc (Gold, 1996). 

Data from American studies suggest that: as numerous as fifty percent of 

commencement teachers do not contribute in introduction programmes further than a one 

time direction only, and that one percent of the teacher labour force contributes in the kind 

of wide ranging  programme. It appears then that the experience of many new teachers is 

one, where they move violently to cope alone, with little organized help from their 

colleagues (Feiman Nemser, 2001). In a recent study, Kardos surveyed a haphazardly 

selected sample of four hundred and eighty four first and second year K12 teachers from 

four American states. Research indicates that some groups of new teachers are more 

likely to experience less support than others. Johnson et al. focused on ten teachers from 

their longitudinal study of fifty new teachers in the state of Massachusetts and found that 

those in low income schools (i.e. those by means of further than 50% of pupils qualifying 

for without charge or abridged price lunch) were less likely to receive structured advice 
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and curriculum assistance from knowledgeable colleagues than did new teachers in high-

income schools. The authors propose that this “support breach” is of major concern 

because of the impact and influence it has on schools that have the most need for skilled 

teachers. They argue that because low income schools offer considerably less support and 

assistance to new teachers, they are likely to have the most complicatedness attracting 

and retaining teachers, with substantial harmful for the children in those schools. This 

disagreement is supported by data from other studies by Johnson and her colleagues that 

point to that new teachers’ decisions to move from low income to wealthier schools were 

based first on the extent of the sustain that they received from their original schools or 

that school which they joined(Johnson & Ridley, 2004). 

The amplified focus on beginner teachers’ induction aimed at recovering and 

improving teacher professional skills. It has been an international trend over the last 

decade or so to focus on pedagogical skills of trainee teachers. A recent report on 

“Attracting, Developing, and Retaining Effective Teachers” highlighted the importance 

of policy level decisions to guarantee that beginner and new teachers were provided with 

appropriate assistance and professional development opportunities. The report reinforces 

and stresses the role that work environments play in following and enabling teachers to 

perform to their potential and to enhance retention rates of newly qualified teachers. The 

report also identifies national differences in induction, policy and approach. For example: 

only ten of the twenty five countries involved in the project had compulsory induction 

programmes and seven of those ten linked induction to teacher official recognition; in 

another six countries, whether induction is offered or not is at the discretion and 

disposition of the school; and almost two thirds of the participating countries did not offer 
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formal training programmes. Other differences include: the duration of induction 

programmes (which range from seven months to two years); and workloads (five 

countries had requirements for a reduced workload for beginning teachers). Further 

reviews of international approaches to induction  looked in detail at how six countries 

(Switzerland, Japan, Germany, France, New Zealand, and China Shanghai) supported 

new teacher entrance into the profession and found that there were both similarities or 

disparities, differences in their approaches and  strategies to induction (Zachary, 2002). 

Britton and his colleagues recognized three major similarities to initiation across 

the six countries: it is highly structured and comprehensive; there is a focus on 

professional learning and growth; and there is a stress on collaboration and the treatment 

of novices as colleagues. Although Britton et al. recognize the importance of educational 

and cultural contexts in induction approaches and caution against cross-country 

generalization. They do draw on the international examples to make a less than positive 

association with induction approaches in the United States of America. They argue that 

induction is often intermittent, poorly aligned, lacks sufficient follow up and is viewed 

scarcely and rarely with a focus on one-to-one mentoring. They also suggest that 

loneliness and solitude is the common experience of many new teachers in America 

rather than the collaborative approach identified in their international comparison. 

England provides an example of a mandated approach to induction, with a legislative 

induction period for new teachers in state schools introduced in 1999. The aim was to 

make sure that all newly qualified teachers had onsite, structured support, supervision to 

strengthen and expand their teacher preparation learning. Kyriacou and O’Connor 

surveyed forty three novices at two points, in their first year of teaching about their 
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experiences of their induction year. Their participants had all completed the same one 

year primary graduate teacher education programme and were part of the first cohort of 

beginner teachers to participate in the newly mandated induction process. The authors 

found that there was a marked variation in the excellence of the induction provision and 

argue that induction programmes need to be quality certain through obvious monitoring 

and evaluation process, so that equality of access to high quality induction is available to 

all beginner teachers. Another British investigation by Williams, Prestage, and Bedward 

used a case study approach to investigate the induction practices in eleven countryside 

and metropolitan, primary and secondary schools. Through interview data were collected 

of new teachers, their induction tutors, head teachers and they found that the obligatory 

induction arrangements that required regular interviews with an induction tutor as well as 

comments and feedback, generated a ‘framework of collaboration’ which significantly 

enhanced support for beginner teachers. They also found that not all their participants 

received their entitlements and warn that “while centralized and constitutional demands 

seem to have been successful in raising the standards of induction practice. The 

characteristics that take induction practice beyond the satisfactory and into the realms of 

brilliance are, by their very nature, not acquiescent to statute” (Williams, 1993). 

The findings in the two English studies cited earlier are dependable with research 

from other countries that have found that there are often disparities and differences 

between induction policy and its implementation. For example, a longitudinal Australian 

study by Ewing and Smith investigated some of the factors that have been identified as 

contributing to the retention or loss of beginner teachers. Their one hundred and ninety 

six participants were all graduates from the University of Sydney and were occupied in 
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New South Wales state-mandated induction programmes. The authors sought after 

information on participants’ induction experience, counting the quality and nature of the 

support that they had received as beginner teachers. The inspection data indicated that 

less than half of the sample was assigned an experienced teacher with dependability for 

assisting the beginner teacher and less than a quarter of the respondents reported regular 

and ongoing induction meetings. This suggests that regardless of the fact that induction 

was mandatory; the experience of many of the new teachers can be characterized as being 

one of ‘insufficient and unmanaged induction.’ Despite the respondents’ less than 

satisfactory views of their induction experiences, the authors found that the teachers were 

strongly committed to teaching and were usually satisfied with their teaching positions. 

A  finding that they suggest may mean that there may be reasons other than poor 

induction practices that account for low beginner teachers’ preservation rates. They also 

note, however, that around 40% of the one hundred and ninety six participants did not see 

themselves teaching in ten years. The authors identify the want and need for a more 

intensive and in depth methodological approach to investigate beginner teachers’ lived 

experience. They point out that the next phase of their project will be case studies of two 

groups of beginner teachers: those who are still teaching; as well as those who decided to 

leave the profession in their first few years of teaching. The aim is to identify the kinds of 

professional development necessary to optimize beginner teachers’ longer term 

occupation choices and opportunities (Smith & Alred, 1993). 

Many of the studies on beginner teachers’ induction focus on mentoring. Indeed, 

Smith and Ingersoll argue that mentoring programmes have become the prevailing form 

of teacher induction to the degree that the terms are often used interchangeably. 
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According to Achinstein and Villar, mentoring is a development in which, an experienced 

teacher “attends to the professional development of beginner teachers through ongoing 

inspection, assessment of training, goal setting aligned with standards of excellence 

teaching, and technical and exciting support.” Formal mentoring has been a common 

strategy employed by countries and schools to try to address the isolation, loneliness and 

the attendant teething troubles and failures that are repeatedly creating problems to lot of 

beginner teachers. The literature does suggest that mentor teachers can influence 

apprentice teachers’ perceptions of their aptitude to administer the challenges connected 

through the first year of profession (Gold, 1996). In their review of induction literature, 

Wang and Odell suggest that mentors can influence news’ philosophy regarding pupils 

and education practices, which indicates that mentoring is an approach to shadow novel 

teachers’ perspectives and communications with learners. Ingersoll and Kralik’s review 

of empirical research on the effect of mentoring on mentee withholding also supports the 

claims that support for novel teachers, and in meticulous teacher mentoring programmes, 

have a optimistic and affirmative effect on teachers and their preservation in education 

sector. There is confirmation to show that effective mentors assist new teachers to meet 

the challenges and problems of teaching through helping them decide about method of 

teaching, backing them up in classroom management, and serving them develop 

strategies to enable student accomplishment. Successful mentoring strategies include 

observing novices teaching and providing response, modelling good teaching, sharing 

resources and ideas. Mentors also play an important role in helping novices adjust to 

school norms, customs and expectations by helping them interpret the professional 

culture of the workplace (Villani, 2002). Research indicates that beginner teachers, who 
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are mentored, are more likely to remain in their schools and in teaching and turn into 

more efficient teachers because they receive advice and guidance, as conflicting to 

relying on trial and error, to develop their teaching knowledge and expertise (Orland, 

2001). In contrast, novices that experience an unconfirmed, ‘sink or swim’ start to 

teaching are more likely to suffer precipitate burnout through disenchantment and an 

incapability to cope with the daily pressures and stress of teaching. Consequently, they 

leave teaching or misplace their standards and subordinate their opportunity and 

anticipations for pupils education and pupils learning in those institutions for learning and 

education (Feiman -Nemser, 2001). 

A number of researchers assert that the presence of a mentoring programme does 

not in itself impact and influence on beginner teacher preservation and learning. Ingersoll 

and Kralik analyzed school mentoring programmes and the degree of useful support 

given to novel teachers and designed the special effects of both variables on occupation 

contentment and teacher proceeds. They found that both experienced person and new 

teachers in institution through mentoring programmes mentioned to some extent a 

reduced amount of fulfilment in general. Effective and valuable support had a tough 

optimistic consequence and impact on profession contentment. They suggest that one 

explanation of such outputs is that having a tutoring programme is a smaller amount 

significant than the supplies of successful support to newcomers, in spite of whether this 

is through casual or formal mechanisms. Their analyses also yielded results that showed 

that beginner or novice teachers, who were given tutors from the similar or identical topic 

and who contributed in combined instruction performance such like preparation and 

association through other teachers were a smaller amount probable to shift to another 
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institution and fewer probable to depart education subsequent to their initial year in the 

field. Although mentors support is viewed as being important to beginner teachers (Gold, 

1996; Hauling-Austin, 1989). Feiman Nemser comments that mentoring is inevitable for 

prospective teachers. At the same time as taking sides innovative and fresh teachers is a 

humanitarian rejoinder to the incredibly authentic challenges of commencement 

education. It does not give a sufficient justification. Except we take fresh teachers 

critically as learners and outline orientation approximately a hallucination of high-quality 

education and influential principles for pupils education that may finish up through 

instruction programs that diminish trauma, tension. It speaks about instantaneous trouble 

devoid of promulgating educator growth and getting better the excellence of education 

and knowledge in that region. The view that valuable mentoring goes away from the 

prerequisite of poignant support and practical information is supported by Achinstein and 

Barrett in their study of fifteen fresh tutor learner pairs in excess of two years. They 

collected data via tutoring interactions, classroom interpretation, and interviews with 

tutors, coaches and novice functioning in ethnically, linguistic and language dissimilar 

Californian basic schools. The authors observed that novice and new teachers need 

mentoring that challenges their views of students, learning, teaching, and conceptualized 

mentors as being both friend and critic, whose role was to sustain beginner teachers to 

view challenges and problems from numerous viewpoints. This position is similar to that 

of Feiman -Nemser’s encouragement and motivation of educative tutoring or growth 

producing events. Her case swot was of a tutor or advisor, who recognized his 

responsibility seeing that “helping novices and new develop a practice that is 

approachable to the community and reflects that we know about children and learning” 
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and purposeful on decision openings for fruitful appearance of philosophy by 

investigative trouble that assist shift the novices philosophy and practice presumptuous 

(Feiman–Nemser, 2001). This is the contradictory of the norm of mentoring practice: 

situational modification, technical advice, and emotional support. The literature identifies 

a number of issues related to mentors and mentoring. Due to inflated opportunity and the 

demands of mentoring, a number of studies have pointed to the need for mentor training, 

development and growth. Feiman-Nemser suggest that some veteran teachers’ practice is 

so poor or obsolete that it is likely to barricade new teacher growth by reinforcing 

conventional norms and practices. Similarly, Darling Hammond questions the 

supposition that experienced teachers will without human intervention possess the 

knowledge and communication skills to work efficiently with novices. Worthy argues 

that transmission standard classroom teachers as tutors, devoid of giving prop up, 

education, or recompense, hardly ever exertion. However, the need for mentor training is 

predictable. It appears that it is less likely to be put into practice. According to the report, 

only a handful of the twenty five countries necessary formal training for mentors. Mentor 

characteristics and qualities are important. Although mentors are typically formally 

allocated, the role of mentor is often interpreted individually, with evidence indicating 

that mentor personal characteristics and qualities are important even in structured 

mentoring programmes: mentors must want to be a mentor; make time available; have 

good interpersonal skills; provide particular and constructive feedback; reflect and give 

confidence reflection; and build confidence in their mentees (Gold, 1996; Stanulis, 1994). 

Trustworthiness also appears to be vital, as there is evidence to recommend that beginner 

or new teachers must be able to look upon their mentor with trust and as one, who cares. 
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Villani (2002) appears to prioritize affective characteristics in her list of the virtues of 

good mentors: “approachability; integrity; ability to listen; sincerity; enthusiasm to spend 

time; enthusiasm; teaching competence; trustworthiness; receptivity; willingness to work 

harder; positive viewpoint; self-confidence; commitment to the profession; 

ingenuousness; experience in teaching; tactfulness; co-cooperativeness; and litheness” 

(Villani, 2002). This list suggests that the main and major role of the mentor is to 

psychologically support and socialize the new or beginner teacher into the school that is a 

position at odds with the call for educative mentoring, in order to develop new teachers’ 

professional knowledge and practice. Studies also pointed out that institution 

backgrounds may powerfully restrain or permit efficient tutoring. Williams et al. 

establish that tutors in idiosyncratic institutions were less useful than those in combined 

learning institutions, while Johnson, Harrison Berg and Donaldson recognized an 

integrated professional culture as given that the most powerful conditions for effective 

mentoring, because it is organized to benefit the mentor and the novice, with formal 

structures in place to smooth the progress of interaction and reinforce interdependence. In 

another study, Kardos et al. reported that innovative and fresh teachers in institutions, in 

the midst of interlinked specialized cultures experienced mentoring relationships that 

were compassionate, where classroom observations and feedback were frequent and 

helpful. Mentoring meetings focused on matters to do with learning and teaching. This is 

regular and consistent with Darling-Hammond, who found that novices who had right of 

entry to intensive mentoring by expert colleagues became more confident, more quickly 

and were also more likely to continue in teaching longer. Johnson also found that 

structural factors could impact pessimistically on the mentoring process for example, if 
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the timetabling does not give the mentor and novice ordinary planning or meeting times, 

or if mentors are not allocated any time to work with their beginning teachers. In this 

study, mentoring appeared to be most precious to new teachers, when mentors taught the 

same subject as they had common planning times, and had a classroom close to the 

beginner teachers for learning (Johnson & Ridley, 2004). 

There has been great interest in induction and mentoring, in relation to the 

preservation and development of beginner teachers. The research evidence in terms of 

actual impact is far more equivocal. Ingersoll and Kralik carried out a complete and 

decisive re-examine of experimental studies on orientation programmes.  They located 

one hundred and fifty empirical studies. They only found ten that met their criteria with 

regard to: having quantitative data; providing information about the outcomes for new 

teachers; and comparing individuals, who were in induction programmes with those who 

were not. They argue that cooperatively the ten studies do endow with some pragmatic 

prop up for assert that the support for innovative teachers and in fastidious and 

meticulous, coaching programmes encompass a constructive effect on the maintenance of 

new teachers. The experiments also had serious limitations and flaws that affect the 

extent to which wide-ranging conclusions regarding mentoring and orientation may be 

haggard and exhausted. A review of the literature supports many of these concerns about 

oversimplification. There is a pervasiveness of small-scale, qualitative studies that 

providing insights into factors that contribute to successful induction programmes are so 

context-specific that it is difficult to compare and generalize the findings. Several 

researchers argue that the lack of experimental, quantitative data means that it is not 

possible to undertake conclusive data analysis of the impact of induction programmes on 
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beginner teachers. The qualitative studies emphasized the wide variability of factors in 

beginner teacher induction programmes; this variability not only makes it difficult and 

complicated to generalize results, but also makes it difficult to manage for former factors 

that might influence on the consequences and results of the investigation. The content 

duration and delivery of programmes vary from school to school and from country to 

country, while participation can be compulsory or voluntary. For example, those who do 

or do not participate in induction programmes could influence the results, despite the 

consequences of the influence of the programme by it self on it; new teachers who want 

to take part in deliberate induction programmes, for example, may also be more 

committed to teaching. However, in spite of these cautions, the concept of beginning 

teacher induction and mentoring continues to be viewed positively by policy makers and 

practitioners. There is a  view that it is supported by research that provides useful insights 

into talented strategies as well as anticipated problems (Jonson, 2002). 

2.15  VYGOTSKY'S THEORETICAL FRAMEWORK 

The main crux of Vygotsky's hypothetical outline is that community contact 

works a deep-seated and basic function in the growth of mind. Vygotsky mentions: 

"Every purpose in the child's cultural development appears twice: first, on the social 

level, and later, on the individual level; first, between people (inter-psychological) and 

then inside the child (intra-psychological). This applies evenly to intentional attention, to 

reasonable memory, and to the understanding of concepts. All the higher functions 

originate as actual relationships between individuals" (Vygotsky, 1978). 
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2.15.1 Origin of Zone of Proximal Development 

The idea of the ZPD was initially emerged by Vygotsky to squabble alongside the 

employ of educational, information and fact based examination as a resource to measure 

pupils' aptitude and genius. Vygotsky pointed that somewhat than tentative what an 

undergraduate knows to resolve cleverness. It is superior to inspect their capability to get 

to the bottom of problems autonomously and their ability to resolve problems with 

assistance of a mature or any body, who is senior and mature in approach and knowledge. 

2.15.2 Development of Zone of Proximal Development 

The notion of ZPD has been stretched and malformed interested in innovative 

idea since Vygotsky's innovative formation. The idea of scaffolding is intimately 

connected to the ZPD, even though Vygotsky himself by no means pointed out the 

phrase; as an alternative, scaffolding was introduced by other socio-cultural theorists 

utilizing Vygotsky's ZPD to instructive background. Nancy Balaban, "Scaffolding refers 

to the way the adult or mature person guides the child's learning via focused questions 

and positive interactions." It is a notion which has been supplementary developed by 

Ann. ZPD is used like a considerable concept in the understanding software by quick 

reader. The related developer illustrates it as "the level of complicatedness (of a book) 

that is neither too inflexible nor too easy, and is the level at which most advantageous 

learning takes place". This assortment of manuscript complexity so asserted and assists to 

perk up terminology to understanding skills, which are essential for life (Kerka, 1997). 
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2.15.3 Scaffolding 

The word ‘scaffolding’ is considered as a figure of speech to portray and depict 

the kind of aid and help accessible through an instructor or advisors intimately to prop up 

education. Inside the course of an action of scaffolding, the instructor assists the learner 

to get commands on task or notion that the apprentice is primarily unable to grab 

autonomously and individually. The trainer and coach offer aid and help in the company 

of only those qualities and capabilities that are away from the pupil’s approach. It is 

matter of extreme significance that it gives permission to the learner to comprehensively 

finish as a large amount of the assignment as promising, devoid of in the least support. 

The instructor merely tries to assist the scholar through responsibilities with the intention 

of that just further than his existing potential. Scholar or pupils mistakes are anticipated, 

excluding, through trainer response and quick analysis. The undergraduate is competent 

to accomplish the mission or target. As soon as the apprentice feels conscientiousness and 

duty for mastering the assignment, the instructor starts the procedure of “disappearing or 

fading”, or the plodding exclusion of the scaffolding which permits the scholar to labour 

autonomously. Intrinsic in scaffold coaching is Vygotsky’s initiative of ZPD. Vygotsky 

gives idea that readily accessible are two parts of a pupil’s progression level: the “real 

developmental level” and the “potential developmental level”. The ZPD is “the space 

between the actual developmental levels as determined by independent problem solving 

and the level of potential development as determined through problem solving under 

adult guidance or in collaboration with more capable peers or fellow” (Vygotsky, 1978).  

 



 105

Mentoring between tutors and other students is seen as a support or even remedial 

exercise and practice. As a system, it often is built to support new system, troubled ones, 

and those on work placements. Some of the literature focuses on the experience of the 

mentor but most studies of the efficiency of the system in practice are in relation to 

mentees and consider evaluations of the harmony among aims, strategies and processes 

of implementing and then evaluating mentoring in action. In a comprehensive survey of 

the creative writing on tutoring in the context of adolescent people, Gulam and Zulfiqar 

(1998) note the characteristics of mentoring as: theoretically, it is the standard approach; 

the extra knowledgeable and expert will be concerned designed for and prepare the 

smaller amount knowledgeable, in a permissive behaviour (Gulam & Zulfiqar, 1998). 

The stress on ‘care’ and a ‘non- judgmental manner’ differentiate tutoring on or 

subsequent to previous forms of training. On the other hand, Philip (1999) remarks on 

stipulations connected with coaching or mentoring: “Mentoring can hold a range of 

meanings and the terminology reveals an assorted set of underlying assumptions. For 

instance, youth mentoring has been connected with programmes aiming at coaching, 

counselling, teaching, tutoring, volunteering, role of modelling, protecting and advising. 

Similarly the role of the mentor has been described as role model, champion, leader, 

guide, adviser, counsellor, volunteer, coach, sponsor, protection, guard and preceptor.  A 

similar range of terms may apply to the mentee, protégé, client, beginner teacher, 

candidate, pupil, etc. The process itself may also be described variously as a collaborative 

venture, with shared ideals or as a learning process by which the mentor leads by 

example (Philip, 1999).  
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Roberts (2000) mentions during an understanding of tutoring imaginary account 

available between 1978 and 1999, identifies the indispensable characteristics and 

qualities of mentoring. According to him, the fundamental qualities are: a 

accommodating affiliation; a serving procedure; an instruction scholarship process; a 

contemplative course; a occupation expansion progression; a formulized modus operandi; 

and a responsibility constructed with and for a counsellor. The deputation qualities of the 

tutoring occurrence come into sight as: instruction, position modelling and a casual 

progression and procedure for mentoring process (Roberts, 2000).     

The mentor gains a great deal from the relationship with the mentee since both 

learn from each other. One of the key elements of mentoring is for the mentor. He wants 

to support and help the mentee and to distribute with them some of their own thoughts, 

practices and coping strategies. In the case of mentoring in education, this would most 

almost certainly be learning strategies and those related to the student experience, but if it 

is mentoring situation related to work, in the workplace itself or on placement for work 

related projects, the mentor might well also be involved and engrossed in modelling, and 

the mentee in following their practice then discussing choices. Acting as a tutor or 

instructor to learners or pupils is a wonderful experience, which is interesting and paying 

to both the instructor and trainee (Portner, 2002).  

2.16 SUMMARY 

To sum up all literature review, it can be concluded that mentoring is an 

important, crucial activity and task for all inexperienced, new and beginner teachers. All 

experts and senior teachers can provide the facility of mentoring to new and less 
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experienced teachers. All advanced and highly developed countries have achieved a lot 

due to mentoring in all fields, consequently developing or under developed countries may 

follow this aspect of advanced countries. Mentoring could be very effective and 

beneficial for less developed countries as well.  Historically, it is an old concept and 

started at the landing of first man on the earth. Generally mentor is considered a character 

like father, an expert foster parent and experienced person. Mentoring is considered 

important in all sectors but especially in education. Mentoring program of new staff is 

almost present in every good organization. In Pakistan, people are getting awareness and 

provincial governments are focusing on mentoring. In Punjab, government has 

established (DSD) which has started programs of mentoring with the help of District 

Teacher Educators for primary school teachers. Almost all educational plan and policies 

have given great significance and value to continuous professional development program. 

Directorate of staff development and UNICEF are working together to promote 

mentoring program in Punjab. There were two research articles, which were written by 

Kiani and Jumani (2010) on mentoring in Pakistan and research is conducted on 

mentoring in research regarding university teachers and students. It is stated by many 

writers that mentoring explores many complex and complicated issues. Mentoring is not 

an easy task to perform. There are many problems and challenges, which are faced by 

mentors and mentees. Mentors have many responsibilities and obligations and at the 

same time mentees have many responsibilities and both mentor and mentees should be 

conscious about their obligations and duties. There are some principles and rules of 

mentoring, which must be followed by mentors and mentees. Mentors have to focus on 
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needs and requirements of mentees. Both mentors and mentees have to manage time and 

handle all challenging things and many unexpected or anticipated problems.  

There are many benefits and advantages to mentees, mentors and relevant people 

of mentoring as: psychological support; social support; emotional support; professional 

support and many other benefits as for as teaching profession is concerned.  There are 

some pitfalls and problems concerning mentoring as: time management; stress 

management; mismatch of partners; poor relationship of mentor and mentee. It is reality 

that mentoring is a change agent and in such situation mentee changes themselves 

according to the need and demand of the time. In literature review, it is discussed and 

highlighted about effective teaching practice and effective teaching.  

There are various models regarding collaborative professional development and 

teaching practice.  Stage theories of teacher development are included in literature 

review. There are certain factors of school, which affect new teachers or beginner 

teachers: as atmosphere of school; the attitude of administration; the attitude of parents; 

the behaviour of students; learners; pupils and participation of society members etc. 

Vygotky’s theoretical framework is presented and zone of proximal development is 

discussed in review of literature. Scaffolding is such a thought and perception, which is 

illustrated and highlighted. It is based on ZPD. Scaffolding is a method and course from 

first to last, which an educator or supplementary proficient examine and gives support 

and assistance to the learner in her/his ZPD as essential and gradually disappear from the 

sight. Then the mentor or a teacher disappears and let the learner to work independently. 
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In ZPD and scaffolding, social interaction is considered the key of learning and gist of 

learning. When individuals interact with other human beings then they learn a lot. 

To pen off, it can be concluded that all essential concepts of mentoring are 

discussed in literature review. Mentoring is dealt in different styles as: on-site 

supervision; coaching; counselling; supporting and training.  There are different types of 

mentoring as one-on-one mentoring, peer mentoring, team mentoring, group mentoring, 

distance mentoring and E-mentoring. Mentoring can play a magic trick, magic role, 

matchless and valuable contribution in progress and prosperity of any country. Mentoring 

enhances learning in any advanced, developed or developing country and in the whole 

world. Mentoring is beneficial in all fields of life as education, medical, engineering, law, 

police departments, commerce and business sector.  
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CHAPTER 3 

METHODOLOGY OF THE STUDY 

This chapter throws light on methods and procedures adopted for conducting this 

study. This descriptive study was regarding mentoring in teaching practice at B.Ed. level 

in Islamabad/Rawalpindi. Teaching practice has forty days duration. Mentoring is part of 

teaching practice. Mentoring is that, when teacher or teaching practice supervisor 

provides on-site supervision, coaching and support to the students of B.Ed. in teaching 

practice. Students/mentees or beginner teachers, who have various educational, 

professional, psychological and pedagogical problems, consequently they need assistance 

from their teachers or mentors. In developed countries, all mentors and educationists 

unanimously agreed, that the performance and professional attitude of mentees were 

differentiating them from other B.Ed. students, who did not do teaching practice, and 

receive support or mentoring. This research study is descriptive in nature.  

3.1 RESEARCH DESIGN OF THE STUDY 

The focus of the study was on mentoring in teaching practice at B.Ed. level in 

Islamabad/Rawalpindi. In this research, mixed methods design name Convergent Parallel 

design was used, which had quantitative and qualitative strands. In the quantitative 

strand, questionnaires were given to respondents. Moreover, an observational checklist of 

twenty three items was given to mentors, to observe mentees at the time of teaching 

practice. After collecting quantitative data, it was analysed and quantitative results were 

interpreted. In the qualitative strand, the questions of interview were asked from 
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respondents at the same time. After collecting qualitative data, it was analysed and results 

were interpreted. These two strands, quantitative and qualitative were mixed at the time 

of drawing conclusions, and over all interpretation of results at the end of the study. 

Figure 1 illustrates the quantitative, qualitative data and their interpretations. 

FIGURE 3.1: THE CONVERGENT PARALLEL DESIGN 

                                       

 

 

 

3.2 POPULATION OF THE STUDY 

The purpose of the study was to investigate the real situation of mentoring in 

teaching practice at B.Ed. level in Islamabad/Rawalpindi. All students, who were 

studying in B.Ed. and all teachers who were teaching at National University of Modern 

Languages Islamabad, Federal College of Education H-9 Islamabad, Pir Mehr Ali Shah 

Arid Agriculture University Rawalpindi, Govt Elementary College for Teachers Women 

H-9 Islamabad, Govt College for Elementary Teachers, Saidpur Road, Rawalpindi and 

Bilquis College of Education for Women PAF Chaklala Rawalpindi constituted the target 

population of the study. All the students, who were doing a professional degree B.Ed., 

were considered as mentees and all teachers, teaching practice supervisors were 

considered as mentors.  The whole population of the study had same religion Islam, same 
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language and almost same age group. The students of B.Ed. were girls and boys, who 

belonged to almost same society, and same culture. Majority of the students came from 

Rawalpindi/Islamabad or surroundings of both twine cities.  

3.3 SAMPLE OF THE STUDY 

The sample of mentees was selected through the simple random sampling 

technique, because it ensures and guarantees that every individual of population had 

equal chance for selection. A sample of 274 students were selected from 948 students, 

who were studying at B.Ed., in National University of Modern Languages Islamabad, 

Federal College of Education H-9 Islamabad, Pir Mehr Ali Shah Arid Agriculture 

University Rawalpindi, Govt Elementary College for Teachers Women H-9 Islamabad, 

Govt College for Elementary Teachers, Saidpur Road Rawalpindi and Bilquis College of 

Education for Women P.A.F Chaklala Rawalpindi. The selected sample of mentees was 

30% from every College/University population. There were 72 teachers and teaching 

practice supervisors, who were teaching to the students of B.Ed. All 72 teachers and 

supervisors were selected through universal sampling technique. They were working for 

pedagogical and professional development of mentees. Further all 6 heads of departments 

and Principals of colleges were also selected through universal sampling technique for 

interview. The detail of the sample size of students/mentees institution wise is attached in 

annexure F. The detail of the sample size was in Table No 3.1: 
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TABLE NO 3.1: SAMPLING SIZE OF RESEARCH STUDY 

Sr. No. Target group Population Sample size 

1 Mentees 948 274 

2 Mentors 72  72 

3 Heads of departments/ 
colleges 

6  6 

Total 1026  352 

 

3.4 INSTRUMENTS OF THE STUDY 

Following instruments were used for data collection:  

1) Questionnaire  ( For mentees and mentors); 

2) Interviews ( For mentees, mentors and heads/Principals); 

3) Observational Checklist ( For mentees );  

The above mentioned three tools were used for data collection. A questionnaire 

was developed and thirty three items were included for mentees and mentors at five point 

likert scales (strongly agree, agree, undecided, disagree and strongly disagree). Moreover, 

five open ended questions were also added to take answer with logical justification. A 

structured interview was designed for mentees and mentors. In structured interview, 

fifteen questions were designed for mentees, and seventeen questions for mentors and 

Heads/Principals. An observational checklist of twenty three items was prepared for 

mentees. All these instruments or tools were pilot tested on some selected 

students/mentees and mentors. The result was very satisfactory and productive. 
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3.4.1 Questionnaire 

 A questionnaire was developed of thirty three items with the assistance of 

supervisor and experts for mentees and mentors, at five point likert scales (strongly agree, 

agree, undecided, disagree, and strongly disagree), and five questions were open ended 

for logical justification. The questionnaire was of twenty three items before pilot testing, 

and ten items were added after pilot testing and consulting experts. The open ended 

questions were as: 1) Mentoring process provides psychological support to the mentees. 

If yes how? ; 2) Mentoring increases positive reinforcement in mentees. If yes how? ; 3) 

Mentoring gives guidance to the mentees. Mention in what way it provides guidance? ; 4) 

Mentoring discovers the talent of mentees. If yes how? If it does not, then mention 

reasons; 5) Mentoring is effective for new teachers. If yes how? If it does not, then 

mention reasons. All the open ended questions were added to eradicate halo effect. It was 

a self developed questionnaire, which is attached in annexure A. All important questions 

were included and all integral and essential areas of research were covered. 

3.4.2 An Interview 

An interview was designed for mentees, mentors and Heads/Principals of 

colleges/universities. An interview of mentees had fifteen questions, and an interview of 

mentors and heads of colleges/universities had seventeen questions, which are attached in 

annexure B and C.  Interview questions were open ended and for detail answers. An 

interview questions could cover all required and relevant aspects of research. The 

researcher remained impartial during the structured interview. However, different aspects 
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of mentoring were asked from mentees, mentors and Heads. In the scheduled interview, it 

was tried to control interviewer effect, by showing neutral and impartial attitude.   

3.4.3 An Observational Checklist 

  An observational checklist was prepared to check the performance of mentees 

after mentoring. An observational checklist of twenty three items was prepared for 

mentees, which is attached in annexure D. It was used during teaching practice and model 

lesson presentation, to evaluate the performance of mentees. An observational checklist 

had two options as yes and no. An observational checklist was used to analyse the 

performance. 

3.4.4 Pilot Testing of Research Instruments  

For pilot testing of the instruments, four colleges and universities of Islamabad 

and Rawalpindi were selected: as Fatima Jinnah Women University Rawalpindi; 

International Islamic University, Islamabad; Raees-Ul- Ahrar Degree College 

Rawalpindi; and Nishat Degree College Rawalpindi. Twenty mentees and eight mentors 

of the above mentioned colleges and universities, and fifteen educational experts were 

consulted for the validation of research instruments in pilot testing. The researcher 

personally visited the institutions, and administered the questionnaires to the selected 

mentees, mentors and experts. All the experts were requested to fill up the questionnaire, 

and also point out some statement that they found vague and baffling. Moreover, 

questions of interview of mentors and mentees were given for pilot testing. Keeping in 

view the attempts and feedback of these respondents, and the complicatedness faced in 

perception and comprehension of the substance, the language of a number of the items 
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were customized and enhanced consequently. The researcher also personally visited 

scholars, educational experts, who gave precious suggestions for the validation and 

modification of questionnaire, interview and observational checklist. They were also 

requested to provide their opinions for adjustment, additional enhancement and alteration 

of the research instruments. After the conversation with the supervisor, experts and 

educationists changes were incorporated for validation of research instruments. The list 

of fifteen experts and educationists is attached in annexure E. 

Subsequent to dialogue and conversation with the supervisor, experts and 

educationists, following changes were included to validate the questionnaires: 

1) Questions were arranged in sequence; 

2) Before pilot testing questionnaire consist of 23 items; 

3) After pilot testing 10 items were included more consequently the total of 

items were become 33; 

4) Language of questions was edited. 

 3.4.4.1 Reliability of the Research Instrument 

The reliability of the questionnaires was found through split half method.  Split 

half reliability is used, when the test is long and it is difficult to re-administer the test to 

the groups. The procedure is that, first the test is administered to a group. After 

performing on the test by the group, it is divided into two comparable halves. The score 

of each subject is computed on both the halves, and the correlation between the score is 

found out (Gay, 2009). 
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For this purpose, the items in the questionnaires were divided in to two equal 

halves, the odd and even numbered items.  The score acquired by each respondent during 

the pilot test on both the parts were determined.  This was done by assigning a numeric 

code to each of the response as given below. 

Strongly Agree                                    5 

Agree     4 

Undecided    3 

Disagree    2 

Strongly Disagree                               1 

The score of each individual on each item was found out, and added up to get the 

total scores on the odd and even numbered items. The two sets of scores of all the 

respondents were than statistically analyzed by using SPSS to find the correlation 

between the two halves.  The correlation was found manually by using Pearson 

correlation formula given below: 

r  =                

  After finding the correlation between the odd and even numbered items, the 

coefficient of reliability for the whole questionnaire was checked by applying the 

Spearman – Brown prophecy formula (Gay, 2009). 

α  ( R e l i a b i l i t y  o f  f u l l  q u e s t i o n n a i r e )  =   

W h e r e  x  =  X - ,  

   y  =  y -  
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The coefficient of reliability calculated for each questionnaire is given below: 

Mentees    =0.84 

Mentors    =0.81 

3.5 DATA COLLECTION  

 Data were collected by the researcher by visiting in person the selected colleges 

and universities of Islamabad and Rawalpindi. The mentees and mentors were contacted 

in colleges and universities of Rawalpindi and Islamabad. Confidentiality was ensured to 

them, and the purpose of the study was explained to the mentees and mentors. Their 

consent was taken for collection of data. 

 All the respondents were assured that their responses would remain secret, and 

their provided data would be used only for research purpose. The respondents were 

requested and directed, not to write their particulars as name, father name etc, on the 

questionnaires, consequently that their responses might not be transferred to any relevant 

or irrelevant person. After removing all confusions regarding confidentiality, the 

respondents were looking relax, fearless and ready for giving true responses for the data 

of research.  

 Questionnaires were given to the mentees and mentors to take their responses. 

The questionnaire was five point likert scales, and five questions were open ended for 

logic in thirty three items. All the open ended questions were added to eradicate halo 

effect.  
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After questionnaires, subjects (mentees, mentors and Heads/Principals) were 

individually interviewed at relatively free place in the colleges and universities after 

getting permission from administration. The interview of 15% of total sampling was 

conducted, so fifty four mentees, mentors and Heads/Principals were randomly selected 

for this purpose. There were forty two mentees, and twelve mentors and Heads/Principals 

were selected for collection of more data regarding mentoring. The researcher asked all 

designed questions, and jotted down the responses of respondents. The researcher 

remained unbiased and unprejudiced during the structured interview. However, different 

aspects of mentoring were asked from mentees, mentors and Heads. In the scheduled 

interview, it was tried to control interviewer effect by showing impartial attitude.   

 Further, the mentees were observed through an observational checklist, to check 

their professional skills and pedagogical skills at the time of teaching practice and final 

model lesson presentation. There were twenty three items in checklist, to assess the 

different skill as: dressing in class; confidence; planning; maintaining discipline; eye 

contact; motivation; use of all resources; balance in discussion; self analysis; students 

evaluation; body language; pitch of voice; competency; knowledge; method of teaching; 

performance; assigning homework; solution of class problems, and various other 

professional skills of mentees. The mentors were checking thoroughly all mentees.  

3.6    DATA ANALYSIS 

Data were tabulated, and statistical analyses were carried out, in order to attain the 

objectives of research. Data were tabulated on the Excel software. Chi-Square test 

goodness of fit, and Percentage were used for the analysis of data regarding mentors, 
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mentees and Heads/Principals of colleges and universities of teacher training. For 

analysis of questionnaire regarding mentors and mentees, Chi-Square test goodness of fit 

was used and numbers were given to five point likert scale as (strongly agree +2, 

agree+1, undecided 0, disagree -1 and strongly disagree -2) . Percentage was also used 

for interpretation and clarification of data for readers.  It was quantitative analysis of data. 

Moreover, Chi-Square test goodness of fit and percentage were used for analysing an 

observational checklist regarding mentees and options were yes and no. Interview was 

qualitatively analysed. All the responses of respondents were jotted down, and thematic 

analysis was carried out. All important responses of interview were written and after 

thematic analysis, mentioned in thesis for better understanding of the readers.  
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                                    CHAPTER 4 

     ANALYSIS OF DATA 

 This chapter deals with the analysis and interpretation of data. All probable efforts 

were made to present the results in complete and comprehensive manner. In order to 

obtain the objectives of research, statistical analysis was carried out. The results of the 

study are presented in different sections to enhance comprehension and understanding. 

Chi-square test goodness of fit was used, for the analysis of the data due to categorical 

data. Moreover, percentage was also used for interpretation of data and percentage was 

helpful for clarification of data. The analysis of data is given in four sections. These are 

mentioned ahead: 

1) First section deals with the data analysis of questionnaire of mentoring, which 

was given to mentees/students of B.Ed. and chi-square test goodness of fit was 

used for analysis of responses of mentees. Moreover, percentage was also used for 

interpretation and clarification of data, so readers may easily understand.   

2) Second section deals with the data analysis of questionnaire of mentoring, which 

was given to mentors, and chi-square test goodness of fit was used for analysis of 

responses of mentors/teachers of colleges and universities, and percentage was 

also used for interpretation of data, consequently readers could easily understand.   

3) Third section deals with the data analysis of observational checklist, regarding 

mentees/students of B.Ed. during teaching practice for checking performance of 

mentees, which was given to mentor/teachers of colleges and universities for 
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evaluation purpose, and chi-square test goodness of fit was used for analysis of 

data, and percentage was also used for interpretation of data for readers.   

4) Section four deals with the data analysis of interview of mentees, which was 

conducted of 15% mentees for clarification of data. The researcher tried to know 

about their opinions, regarding mentoring. It is qualitative analysis of the research 

study.  Section four also deals with the data analysis of interview of mentors/ 

teachers of colleges and universities and heads/Principals of colleges/universities, 

which was conducted of 15% mentors and heads of colleges/universities, for 

clarification of data. It is also qualitative analysis of the study. In this section, the 

thematic analysis is given.    

A questionnaire was distributed among the mentees/students of B.Ed. of the 

selected colleges and universities of teacher training and mentors/ teacher training 

supervisors for collection of data. After collecting the data through questionnaire, Chi-

square test goodness of fit was used, for the analysis of the data. 

4.1  ANALYSIS OF THE DATA OF MENTEES  

A self developed questionnaire, regarding mentoring was given to the mentees or 

students of B.Ed. They were prospective teachers in the selected colleges and universities 

of teacher training. After collecting the data from mentees, their responses were analyzed 

by using appropriate and suitable statistical tools and the data were interpreted as 

mentioned ahead: 
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Table 4.1:  Get Support in Teaching Practice 
 
 
Total 

Mentees 
SA A UN

C 
DA SDA Chi-

square 2  
274 106 

(38.6
8%) 

124 
(45.2

5%) 

12 
(4.3

7%) 

20 
(7.2

9%) 

12 
(4.37%

) 

757.58* 
 

 

                      *Significant           df = 4                               2 at p-value 0.05 = 9.49 

Table 4.1 demonstrates that calculated value of 2 was found to be 757.58 which 

was greater then the tabulated value, which was 9.49 at 0.05 level of significance. It 

points out that the responses of mentees differed significantly. Majority of the 

respondents as almost (84%) agreed that they were getting support from someone in 

teaching practice of B.Ed. in their colleges or universities. It is therefore proved that 

mentees accepted that they got support in college/university. 

 

Table 4.2: Get coaching in teaching practice 

 

Total 
Mentees 

SA A UN
C 

DA SD
A 

Chi-
square 2  

274 103 
(37.5

9%) 

130 
(47.4

4%) 

10 
(3.6

4%) 

17 
(6.2

0%) 

14 
(5.1

0%) 

746.95* 
 

 

*Significant           df = 4                               2 at p-value 0.05 = 9.49 

Table 4.2 depicts that calculated value of 2 was found to be 746.95 which was 

greater then the tabulated value, which was 9.49 at 0.05 level of significance. It clarifies 

that the responses of mentees differed significantly. Majority of the respondents as almost 

(85%) agreed that they were getting coaching from someone in teaching practice of B.Ed. 
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in their colleges or universities. It is therefore proved that mentees accepted that they got 

coaching in college/university during their teaching practice.  

 

Table 4.3: Mentoring an activity in institution 

Total 
Mentees 

SA A UN
C 

DA SD
A 

Chi-
square 2  

274 103 
(37.5

9%) 

131 
(47.8

1%) 

4 
(1.4

5%) 

22 
(8.0

2%) 

14 
(5.1

0%) 

773.36* 
 

 

*Significant           df = 4                               2 at p-value 0.05 = 9.49 

 Table 4.3 shows that calculated value of 2 was found to be 773.36 which was 

greater then the tabulated value, which was 9.49 at 0.05 level of significance. It exhibits 

that the responses of mentees differed significantly. Majority (84.3%) of the respondents 

agreed that mentoring activity was found present in their institutions. It is therefore 

proved that mentoring activity was found present in college/university.  

Table 4.4: Mentoring is a formal activity 

Total 
Mentees 

SA A UN
C 

DA SD
A 

Chi-square 

274 96 
(35.0

3%) 

152 
(55.4

7%) 

     4
(1.4

5%) 

18 
(6.5

6%) 

4 
(1.4

5%) 

630.99* 
 

 

*Significant     df = 4                   2 at p-value 0.05 = 9.49 

Table 4.4 portrays that calculated value of 2 was found to be 630.99 which was 

greater then the tabulated value, which was 9.49 at 0.05 level of significance. It discloses 

that the responses of mentees differed significantly. Majority (90.5%) of the respondents 
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agreed that mentoring activity was formal in institutions. It is therefore proved that 

mentoring activity was found present and it was formal mentoring in college/university. 

Table 4.5: Mentoring is an informal activity 

Total 
Mentees 

SA A UN
C 

DA SDA Chi-
square 2  

274 4 
(1.4

5%) 

18 
(6.5

6%) 

12 
(4.3

7%) 

150 
(54.7

4%) 

90 
(32.8

4%) 

-597.53* 

         
 *Not Significant     df = 4                              2 at p-value 0.05 = 9.49 

Table 4.5 reveals that calculated value of 2 was found to be -597.53 which was 

less than the tabulated value at 0.05 level of significance. It shows that the responses of 

mentees did not differ significantly. Majority (87.58%) of the respondents did not agree 

that mentoring activity was informal in their respective institutions. It is therefore proved 

that mentees had not accepted that mentoring activity was an informal in their 

college/university. So mentoring was formal in the selected colleges and universities.  

      Table 4.6: Goals and objectives were known 

Total 
Mentees 

SA A UN
C 

DA SD
A 

Chi-square 

274 99 
(36.1

3%) 

115 
(41.9

7%) 

6 
(2.1

8%) 

40 
(14.5

9%) 

14 
(5.1

0%) 

873.63* 
 

*Significant    df = 4                      2 at p-value 0.05 = 9.49 

Table 4.6 displays that calculated value of 2 was found to be 873.63 which was 

greater then the tabulated value, which was 9.49 at 0.05 level of significance. It denotes 
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that the responses of mentees differed significantly. Majority (78.1%) of the respondents 

agreed that goals and objectives of mentoring were known to them. It is therefore proved 

that the students of B.Ed. or mentees accepted that goals and objectives of mentoring 

were known to them and they were clear about objectives and there was no obscurity 

regarding goals and objectives of mentoring.   

Table 4.7:  Mentee have proper planning. 

Total 
Mentees 

SA A UN
C 

DA SD
A 

Chi-square 

274 89 
(32

.48%) 

11
3 

(41
.24%) 

3 
(1.0

9%) 

28 
(10

.21%) 

41 
(14.

96%) 

1254.38* 
 

*Significant     df = 4                    2 at p-value 0.05 = 9.49 

Table 4.7 presents that calculated value of 2 was found to be 1254.38, which is 

greater then the tabulated value, which was 9.49 at 0.05 level of significance. It depicts 

that the responses of mentees differed significantly. Majority (73.72%) of the respondents 

agreed that mentor and mentee have proper planning for mentoring. It is therefore proved 

that mentees accepted that mentor and mentee have proper planning for mentoring and 

mentoring process. It is justifying the fact that mentoring was formal. 

       



 127

Table 4.8: Mentoring explores complex and difficult issues 

Total 
Mentees 

SA A UN
C 

DA SD
A 

Chi-square 

274 101 
(36.8

6%) 
 

115 
(41.9

7%) 

4 
(1.4

5%) 

30 
(10.9

4%) 

24 
(8.7

5%) 

958.34* 
 

*Significant        df = 4                       2 at p-value 0.05 = 9.49 

Table 4.8 exhibits that calculated value of 2 was found to be 958.34 which is 

greater then the tabulated value, which was 9.49 at 0.05 level of significance. It indicates 

and manifests that the responses of mentees differed significantly. Majority (78.83%) of 

the respondents agreed that mentoring process explores complex and difficult issues. It is 

therefore proved that mentees accepted that mentoring process explores complex and 

difficult issues. It is very supportive for prospective teachers 

Table 4.9: Mentoring provides psychological support 

Total 
Mentees 

SA A UN
C 

DA SD
A 

Chi-square 

274 125 
(45.6

2%) 

110 
(40.1

4%) 

5 
(1.8

2%) 

21 
(7.6

6%) 

13 
(4.7

4%) 

896.53* 

*Significant         df = 4                           2 at p-value 0.05 = 9.49 

Table 4.9 exposes that calculated value of 2 was found to be 896.53 which is 

greater then the tabulated value, which was 9.49 at 0.05 level of significance. It shows 

that the responses of mentees differed significantly. Majority (85.76%) of the respondents 

agreed that mentoring process provides psychological support to the mentees or 



 128

prospective teachers. It is therefore proved that mentees accepted that mentoring process 

provides psychological support to the mentees or students of B.Ed.  

Majority of the respondents almost 86% gave reasons that mentoring gave 

confidence, encouragement, and support to mentees to handle pressure and stress in class. 

Majority of the respondents mentioned that before mentoring, they had unknown fears, 

shyness, hyper sensitivity, immense pressure, fear of mentor, on-site supervisors, fear of 

peer opinion, fellows reaction and nervousness. But mentoring had brought emotional 

stability, confidence and courage to them consequently mentees or students of B.Ed. were 

comfortable and composed in classes and showing good performance, which was up to 

the mark. All prospective teachers or student teachers acknowledged the worth of 

mentoring, which had supported them in the form of psychological support.  

Table 4.10: Reflection is important in mentoring 

Total 
Mentees 

SA A UN
C 

DA SDA Chi-
square 

274 78 
(28.4

6%) 

111 
(40.5

1%) 

5 
(1.8

2%) 

47 
(17.1

5%) 

33 
(12.0

4%) 

1249.31* 
 

*Significant     df = 4                                 2 at p-value 0.05 = 9.49 

Table 4.10 shows that calculated value of 2 was found to be 1249.31 which is 

greater then the tabulated value, which was 9.49 at 0.05 level of significance. It implies 

that the responses of mentees differed significantly. Majority (68.97%) of the respondents 

agreed that reflection is important in mentoring process. It is therefore proved that 

mentees accepted that reflection is important in mentoring process. 
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Table 4.11: Mentoring increases positive reinforcement 

Total 
Mentees 

SA A UN
C 

DA SD
A 

Chi-
square 

274 87 
(31.7

5%) 

119 
(43.4

3%) 

12 
(4.3

7%) 

37 
(13.5

0%) 

19 
(6.9

3%) 

865.71* 

*Significant     df = 4                                          2 at p-value 0.05 = 9.49 

Table 4.11 demonstrates that calculated value of 2 was found to be 865.71 

which is greater then the tabulated value, which was 9.49 at 0.05 level of significance. It 

indicates that the responses of mentees differed significantly. Majority (75.18%) of the 

respondents agreed that mentoring increases positive reinforcement in mentees/ students 

of B.Ed. of different colleges and universities. It is therefore proved that mentees 

accepted that mentoring increases positive reinforcement in mentees/ students of B.Ed.  

Majority of respondents 75% gave reasons of positive reinforcement due to 

mentoring. Mentees mentioned that their motivation level was quite high due to 

counseling and support of mentors/ teachers. In the process of mentoring, mentors gave 

particular importance and significance to reinforcements which should be positive. Just 

20% respondents disagree and differed about this statement that mentoring enhances and 

increases positive reinforcement in mentees. Many mentees/ students appreciated the 

element of positive reinforcement in the process of mentoring in teaching practice. Many 

mentors tried to inculcate positive reinforcement in mentees, which is required for 

teaching profession and performing professional duties. 
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Table 4.12: Mentoring makes access easy to resources  

Total  
Ment

ees 

SA A UNC DA SDA Chi-
square 

274 149 
(54.3

%) 

56 
(20.4

%) 

2 
(0.72

%) 

15 
(5.47

%) 

52 
(18.97

%) 

1956.
08* 

 

  *Significant     df = 4                                       2 at p-value 0.05 = 9.49    

Table 4.12 uncovers that calculated value of 2 was found to be 1956.08 which is 

greater then the tabulated value which was 9.49 at 0.05 level of significance. It presents 

and indicates that the responses of mentees differed significantly. Majority (74.8%) of the 

respondents agreed that mentoring makes access easy to resources for mentees. It is 

therefore proved that mentees accepted that mentoring makes access easy to resources for 

prospective teachers or students of B.Ed. who were called as mentees.  

Table 4.13: Mentoring increases personal communication skills 

Total 
Mentees 

SA A UN
C 

DA SD
A 

Chi-square 

274 134 
(48.9

0%) 

95 
(34.6

7%) 

4 
(1.4

5%) 

16 
(5.8

3%) 

25 
(9.1

2%) 

1110.49* 
 

*Significant     df = 4                         2 at p-value 0.05 = 9.49 

Table 4.13 sets forth that calculated value of 2 was found to be 1110.49 which is 

greater then the tabulated value, which was 9.49 at 0.05 level of significance. It indicates 

that the responses of mentees differed significantly. Majority (83.57%) of the respondents 

agreed that mentoring increases personal communication skills of mentees. It is therefore 
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proved that mentees accepted that mentoring increases personal communication skills of 

mentees and prospective teachers. 

Table 4.14: Mentoring develops insights to teaching strategies 

Total 
Mentees 

SA A UN
C 

DA SDA Chi-
square 

274 68 
(24.8

1%) 

106 
(38.6

8%) 

3 
(1.0

9%) 

49 
(17.8

8%) 

48 
(17.5

1%) 

2034.39* 

                      *Significant     df = 4                               2 at p-value 0.05 = 9.49 

Table 4.14 expresses that calculated value of 2 was found to be 2034.39 which 

is greater then the tabulated value, which was 9.49 at 0.05 level of significance. It denotes 

that the responses of mentees differed significantly. Majority (63.49%) of the respondents 

agreed that mentoring develops insights to teaching strategies. It is therefore proved that 

mentees accepted that mentoring develops insights to teaching strategies in the 

prospective teachers or students of B.Ed.  

Table 4.15: Mentoring reduces the feelings of isolation 

Total 
Mentees 

SA A UN
C 

DA SD
A 

Chi-square 

274 99 
(36.1

3%) 

123 
(44.8

9%) 

2 
(0.7

2%) 

30 
(10.9

4%) 

20 
(7.2

9%) 

881.13* 
 

*Significant     df = 4                            2 at p-value 0.05 = 9.49 

Table 4.15 discloses that calculated value of 2 was found to be 881.13 which is 

greater then the tabulated value, which was 9.49 at 0.05 level of significance. It shows 
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that the answers and responses of mentees differed significantly. Majority (81.02%) of 

the respondents agreed that mentoring reduces the feelings of isolation of mentees. The 

feeling of isolation and feeling of loneliness create problems and difficulties for teaching 

profession. It is therefore proved that mentees accepted that mentoring reduces the 

feelings of isolation of prospective teachers and mentees. 

Table 4.16: Mentoring may provide guidance to mentees 

Total 
Mentees 

SA A UN
C 

DA SDA Chi-square 

274 152 
(55.4

7%) 

78 
(28.4

6%) 

2 
(0.7

2%) 

10 
(3.6

4%) 

32 
(11.6

7%) 

1359.14* 
 

           *Significant     df = 4                          2 at p-value 0.05 = 9.49 

Table 4.16 makes obvious that calculated value of 2 was found to be 1359.14 

which is greater then the tabulated value which was 9.49 at 0.05 level of significance. It 

indicates that the responses of mentees differed significantly. Majority (83.93%) of the 

respondents agreed that mentoring provides guidance to the mentees. It is therefore 

proved that mentees accepted that mentoring gives and provides guidance to them.  

Majority of the respondents almost 84% showed that mentoring provided 

guidance to them, in involving the students and to handle the classes. Majority accepted 

the idea that mentoring guided them in time management, to understand psychological 

and individual difference. Another reason, which they highlighted, that mentoring 

provided guidance in self and student evaluation. It provided the way to get feedback. 
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Table 4.17: Mentoring decreases frustration and stress  

Total 
Mentees 

SA A UN
C 

DA SDA Chi-
square 

274 102 
(37.2

2%) 

97 
(35.4

0%) 

3 
(1.0

9%) 

28 
(10.2

1%) 

44 
(16.0

5%) 

1424.54* 
 

                      *Significant     df = 4                     2 at p-value 0.05 = 9.49 

Table 4.17 unveils that calculated value of 2 was found to be 1424.54 which is 

greater then the tabulated value, which was 9.49 at 0.05 level of significance. It indicates 

that the responses of mentees differed significantly. Majority (72.62%) of the respondents 

agreed that mentoring decreases frustration and stress in mentees. It is therefore proved 

that mentees accepted that mentoring decreases frustration, stress in prospective teachers.  

Table 4.18: Mentoring increases self-esteem 

Total 
Mentees 

SA A UN
C 

DA SDA Chi-square 

274 113 
(41.2

4%) 

89 
(32.4

8%) 

1 
(0.3

6%) 

13 
(4.7

4%) 

58 
(21.1

6%) 

1766.20* 
 

*Significant     df = 4                                          2 at p-value 0.05 = 9.49 

Table 4.18 manifests that calculated value of 2 was found to be 1766.20 which 

is greater then the tabulated value, which was 9.49 at 0.05 level of significance. It 

indicates that the responses of mentees differed significantly. Majority (73.72%) of the 

respondents agreed that mentoring increases self-esteem of mentees. It is therefore 

proved that mentoring increases self-esteem of mentees/ students of B.Ed. and 

prospective teachers.  
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Table 4.19: Mentoring develops sense of self worth  

Total 
Mentees 

SA A UN
C 

DA SDA Chi-square 

274 95 
(34.6

7%) 

119 
(43.4

3%) 

2 
(0.7

2%) 

16 
(5.8

3%) 

42 
(15.3

2%) 

1168.34* 
 

           *Significant     df = 4                   2 at p-value 0.05 = 9.49 

Table 4.19 shows that calculated value of 2 was found to be 1168.34 which is 

greater then the tabulated value, which was 9.49 at 0.05 level of significance. It indicates 

that the responses of mentees differed significantly. Majority (78.1%) of the respondents 

agreed that mentoring develops sense of self worth in mentees. It is therefore proved that 

mentees accepted that mentoring develops sense of self worth in mentees.  

Table 4.20: Mentoring increases inter-personal skills 

Total 
Mentees 

SA A UN
C 

DA SDA Chi-
square 

274 81 
(29.5

6%) 

107 
(39.0

5%) 

4 
(1.4

5%) 

48 
(17.5

1%) 

34 
(12.4

0%) 

1305.20* 
 

*Significant     df = 4                            2 at p-value 0.05 = 9.49 

Table 4.20 presents that calculated value of 2 was found to be 1305.20 which is 

greater then the tabulated value, which was 9.49 at 0.05 level of significance. It indicates 

that the responses of mentees differed significantly. Majority (68.61%) of the respondents 

agreed that mentoring increases inter-personal skills in mentees and prospective teachers. 

It is therefore proved that mentees accepted that mentoring increases inter-personal skills, 
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which are essential for teaching profession and particularly for beginner teachers or 

students of B.Ed. who are called as mentees. 

Table 4.21: Mentoring discovers the talent  

Total 
Mentees 

SA A UN
C 

DA SDA Chi-
square 

274 72 
(26.2

7%) 

115 
(41.9

7%) 

5 
(1.8

2%) 

32 
(11.6

7%) 

50 
(18.2

4%) 

1644.06* 
 

                      *Significant     df = 4                    2 at p-value 0.05 = 9.49 

Table 4.21 portrays that calculated value of 2 was found to be 1644.06 which is 

greater then the tabulated value, which was 9.49 at 0.05 level of significance. It indicates 

that the responses of mentees differed significantly. Majority (68.24%) of the respondents 

agreed that mentoring discovers the talent of prospective teachers or beginner teachers. It 

is therefore proved that students of B.Ed. of the selected colleges and universities of 

teacher training accepted that mentoring discovers the talent of mentees.  

Majority of respondents almost 68% mentioned reasons of discovering the talent 

of mentees or prospective teachers by saying that mentoring assisted them to be confident 

and skillful in class, consequently all mentees could use their innate and natural qualities 

and characteristics as: humour; convincing style; logical reasoning; problem solving 

attitude and behaviour. Majority was in the favour of mentoring because it could polish 

pedagogical and professional skills of mentees and learners. 
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Table 4.22: Mentoring enhances organizational culture and image 

Total 
Mentees 

SA A UN
C 

DA SD
A 

Chi-square 

274 109 
(39.7

8%) 

94 
(34.3

0%) 

12 
(4.3

7%) 

39 
(14.2

3%) 

20 
(7.2

9%) 

1043.41* 
 

*Significant     df = 4                             2 at p-value 0.05 = 9.49 

Table 4.22 reveals that calculated value of 2 was found to be 1043.41 which is 

greater then the tabulated value, which was 9.49 at 0.05 level of significance. It suggests 

that the answers and responses of mentees differed significantly. Majority (74.08%) of 

the respondents agreed that mentoring enhances organizational culture and image. It is 

therefore proved that mentees accepted that mentoring enhances organizational culture 

and image. Prospective teachers were in the favour of mentoring. 

Table 4.23: Mentoring improves the performance 

Total 
Mentees 

SA A UN
C 

DA SDA Chi-square 

274 118 
(43.0

6%) 

114 
(41.6

0%) 

2 
(0.7

2%) 

2 
(0.7

2%) 

38 
(13.8

6%) 

1096.97* 
 

                       *Significant     df = 4                             2 at p-value 0.05 = 9.49 

Table 4.23 exhibits that calculated value of 2 were found to be 1096.97 which is 

greater then the tabulated value, which was 9.49 at 0.05 level of significance. It connotes 

that the responses of mentees differed significantly. Majority (84.66%) of the respondents 

agreed that mentoring improves the performance of mentees. It is therefore proved that 

mentees accepted that mentoring improves the performance of mentees.  



 137

Table 4.24: Mentoring increases the productivity 

Total 
Mentees 

SA A UN
C 

DA SDA Chi-
square 

274 99 
(36.1

3%) 

112 
(40.8

7%) 

2 
(0.7

2%) 

31 
(11.3

1%) 

30 
(10.9

4%) 

1066.59* 

*Significant     df = 4                                 2 at p-value 0.05 = 9.49 

Table 4.24 exposes that calculated value of 2 was found to be 1066.59 which is 

greater then the tabulated value, which was 9.49 at 0.05 level of significance. It marks 

and points out that the responses of mentees which differed significantly. Majority 

(84.66%) of the respondents agreed that mentoring increases the productivity in teaching 

profession. It is therefore proved that mentees accepted that mentoring increases the 

productivity in teaching profession and improves pedagogical skills of mentors.  

Table 4.25: Mentoring makes stronger work ethics 

Total 
Mentees 

SA A UN
C 

DA SD
A 

Chi-square 

274 123 
(44.8

9%) 

116 
(42.3

3%) 

3 
(1.0

9%) 

16 
(5.8

3%) 

16 
(5.8

3%) 

884.28* 
 

*Significant     df = 4                            2 at p-value 0.05 = 9.49 

Table 4.25 demonstrates that calculated value of 2 was found to be 884.28 

which is greater then the tabulated value, which was 9.49 at 0.05 level of significance. It 

shows and depicts that the responses of mentees differed significantly. Majority (87.22%) 

of the respondents agreed that mentoring makes stronger work ethics, which could be 
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very beneficial for the organization and an institution. It is therefore proved that mentees 

accepted that mentoring makes stronger work ethics.  

Table 4.26: Mentoring increases the level of commitment  

Total 
Mentees 

SA A UN
C 

DA SDA Chi-square 

274 110 
(40.1

4%) 

104 
(37.9

5%) 

6 
(2.1

8%) 

13 
(4.7

4%) 

41 
(14.9

6%) 

1214.42* 
 

*Significant     df = 4                                       2 at p-value 0.05 = 9.49 

Table 4.26 uncovers that calculated value of 2 was found to be 1214.42 which is 

greater then the tabulated value, which was 9.49 at 0.05 level of significance. It suggests 

that the responses of mentees differed significantly. Majority (78.09%) of the respondents 

agreed that mentoring increases the level of commitment to school goals. It is therefore 

proved that prospective teachers and students of B.Ed. accepted that mentoring increases 

the level of commitment to school goals.  

Table 4.27: Better preparation after mentoring 

Total 
Mentees 

SA A UN
C 

DA SDA Chi-square 

274 124 
(45.2

5%) 

79 
(28.8

3%) 

2 
(0.7

2%) 

17 
(6.2

0%) 

52 
(18.9

7%) 

1707.83* 
 

*Significant     df = 4                       2 at p-value 0.05 = 9.49 

Table 4.27 depicts that calculated value of 2 was found to be 1707.83 which is 

greater then the tabulated value, which was 9.49 at 0.05 level of significance. It manifests 

that the responses of mentees differed significantly. Majority (74.08%) of the respondents 
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agreed that students of B.Ed. and prospective teachers feel that they are prepared in better 

way after mentoring.  It is very essential that teacher should be well prepared for teaching 

profession with all required pedagogical skills. It is therefore proved that 

mentees/students feel that they are prepared in better way after mentoring and coaching. 

Table 4.28: Mentoring gives emotional support 

Total 
Mentees 

SA A UN
C 

DA SDA Chi-
square 

274 121 
(44.1

6%) 

82 
(29.9

2%) 

2 
(0.7

2%) 

36 
(13.1

3%) 

33 
(12.0

4%) 

1375.74* 
 

*Significant     df = 4                              2 at p-value 0.05 = 9.49 

Table 4.28 expresses that calculated value of 2 was found to be 1375.74 which 

is greater then the tabulated value, which was 9.49 at 0.05 level of significance. It shows 

and indicates that the responses of mentees differed significantly. Majority (74.08%) of 

the respondents agreed that mentoring gives emotional support to mentees and 

prospective teachers. It is therefore proved that mentoring gives emotional support. 

Table 4.29: Mentoring is positive change agent 

Total 
Mentees 

SA A UN
C 

DA SDA Chi-square 

274 117 
(42.7

0%) 

96 
(35.0

3%) 

1 
(0.3

6%) 

19 
(6.9

3%) 

41 
(14.9

6%) 

1322.46 
 

*Significant     df = 4                               2 at p-value 0.05 = 9.49 

Table 4.29 makes obvious that calculated value of 2 was found to be 1322.46 

which is greater then the tabulated value, which was 9.49 at 0.05 level of significance. It 
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indicates that the responses of mentees differed significantly. Majority (77.73%) of the 

respondents agreed that mentoring is positive change agent in education. Mentoring 

brings positive change in the attitude of beginner teachers. The mentor supports the 

mentee to be optimistic and hopeful about future. It is therefore proved that mentoring is 

positive change agent in education. 

Table 4.30: Mentoring is helpful in teaching practice 

Total 
Mentees 

SA A UN
C 

DA SDA Chi-square 

274 124 
(45.2

5%) 

89 
(32.4

8%) 

2 
(0.7

2%) 

21 
(7.6

6%) 

38 
(13.8

6%) 

1335.87* 
 

*Significant     df = 4                                          2 at p-value 0.05 = 9.49 

Table 4.30 unveils that calculated value of 2 was found to be 1335.87 which is 

greater then the tabulated value, which was 9.49 at 0.05 level of significance. It indicates 

that the responses of mentees differed significantly. Majority (77.73%) of the respondents 

agreed that mentoring is helpful in teaching practice. According to students of B.Ed. 

mentoring is a great source of assistance and support for mentees and beginner teachers. 

It is therefore proved that mentoring is helpful in teaching practice.  
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Table 4.31: Mentoring is effective  

Total 
Mentees 

SA A UN
C 

DA SDA Chi-square 

274 157 
(57.2

9%) 

46 
(16.7

8%) 

1 
(0.3

6%) 

22 
(8.0

2%) 

48 
(17.5

1%) 

2039.23* 
 

*Significant     df = 4                                 2 at p-value 0.05 = 9.49 

Table 4.31 manifests that calculated value of 2 was found to be 2039.23 which 

is greater then the tabulated value, which was 9.49 at 0.05 level of significance. It 

indicates and shows that the responses of mentees differed significantly. Majority 

(74.07%) of the respondents agreed that mentoring is effective and extremely beneficial 

for beginner teachers. According to mentees, mentoring has deep impact on students of 

B.Ed. Almost many mentees have realized the worth and significance of mentoring. It is 

therefore proved that mentoring is effective for future teachers or beginner teachers. 

Majority of the respondents almost 74% agreed that mentoring is effective for 

prospective teachers. Mentoring is helpful and supportive for mentees in selection of 

right and appropriate method for teaching. After mentoring, respondents come to know 

about the importance and significance of using audio-visual aids in teaching. 

Respondents accepted that after mentoring, they have come to know that teacher is a 

facilitator and his role is to conduct activities in classroom and give opportunity to every 

participant or individual for learning. Moreover mentees come to know through 

mentoring about different methods of teaching as: direct method; grammar translation 

method; inquiry methods; communicative method; reading method; audio-lingual method 

and activity based method etc. 
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Table 4.32: Mentoring motivates the mentees 

Total 
Mentees 

SA A UN
C 

DA SD
A 

Chi-square 

274 145 
(52.9

1%) 

81 
(29.5

6%) 

4 
(1.4

5%) 

20 
(7.2

9%) 

24 
(8.7

5%) 

1237.67* 
 

*Significant     df = 4                           2 at p-value 0.05 = 9.49 

Table 4.32 disposes that calculated value of 2 was found to be 1237.67 which is 

greater then the tabulated value, which was 9.49 at 0.05 level of significance. It reveals 

that the responses of mentees differed significantly. Majority (82.47%) of the respondents 

agreed that mentoring motivates the prospective teachers and mentees. Motivation is 

always considered very beneficial for the workers and people, who want to achieve their 

goals and destinations in their life. It is therefore proved that mentoring motivates and 

persuades the student teachers and prospective teachers. 

Table 4.33: Mentoring keeps balance 

Total 
Mentees 

SA A UN
C 

DA SDA Chi-square 

274 92 
(33.5

7%) 

119 
(43.4

3%) 

8 
(2.9

1%) 

23 
(8.3

9%) 

32 
(11.6

7%) 

1002.56* 
 

*Significant     df = 4                             2 at p-value 0.05 = 9.49 

Table 4.33 demonstrates that calculated value of 2 was found to be 1002.56 

which is greater then the tabulated value, which was 9.49 at 0.05 level of significance. It 

indicates that the responses of mentees differed significantly. Majority (77%) of the 

respondents agreed that mentoring keeps balance in teaching. According to mentees, 
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mentoring removes extremism in learners and it brings balance in teaching styles of 

mentees/ students. It is therefore proved that mentoring keeps balance in teaching. 

4.2 ANALYSIS OF THE DATA OF MENTORS 

A questionnaire of thirty three items was given to the mentors regarding 

mentoring, and five open ended questions were asked from the respondents, who were 

mentors and teaching practice supervisors as: 1) Mentoring process provides 

psychological support to the mentees. If yes how? ; 2) Mentoring increases positive 

reinforcement in mentees. If yes how? ; 3) Mentoring gives guidance to the mentees. 

Mention in what way it provides guidance? ; 4) Mentoring discovers the talent of 

mentees. If yes how? If it does not, then mention reasons; 5) Mentoring is effective for 

student teachers. If yes how? If it does not, then mention reasons. All the open ended 

questions were added to eradicate halo effect. Analysis is given ahead:   

Table 4.34: Provide support in teaching practice 

Total 
Mentors 

SA A UN
C 

DA SD
A 

Chi-square 

72 26 
(36.1

1%) 

35 
(48.6

1%) 

2 
(2.7

7%) 

6 
(8.3

3%) 

3 
(4.1

6%) 

191.73* 
 

*Significant     df = 4                            2 at p-value 0.05 = 9.49 

Table 4.34 depicts that calculated value of 2 was found to be 191.73 which is 

greater than the tabulated value, which was 9.49, at 0.05 level of significance. It implies 

that the responses of mentors differed significantly. Majority (84.72%) of the respondents 

agreed that they had provided support in their colleges and universities of teacher 
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training. It is therefore proved that mentors and teacher training supervisors had 

supported and assisted beginner teachers or prospective teachers in teaching practice, in 

their colleges/universities. 

Table 4.35: Provide coaching in teaching practice 

Total 
Mentors 

SA A UN
C 

DA SD
A 

Chi-square 

72 35 
(48.6

1%) 

27 
(37.

5%) 

1 
(1.3

8%) 

3 
(4.1

6%) 

6 
(8.3

3%) 

270.56* 
 

*Significant     df = 4                            2 at p-value 0.05 = 9.49 

Table 4.35 demonstrates that calculated value of 2 was found to be 270.56 

which is greater than the tabulated value, which was 9.49, at 0.05 level of significance. It 

indicates that the responses of mentors differed significantly. Greater part of sample 

(86.11%) of the respondents (mentors) agreed that they were coaching mentees in their 

colleges/universities. It is therefore proved that mentors had provided coaching to 

mentees or students of B.Ed. in their colleges/universities. 

Table 4.36: Mentoring is an activity 

Total 
Mentors 

SA A UN
C 

DA SD
A 

Chi-square 

72 37 
(51.3

8%) 

30 
(41.6

6%) 

2 
(2.7

7%) 

2 
(2.7

7%) 

1 
(1.3

8%) 

219.2* 
 

*Significant     df = 4                            2 at p-value 0.05 = 9.49 

Table 4.36 shows that calculated value of 2 was found to be 219.2 which is 

greater than the tabulated value, which was 9.49, at 0.05 level of significance. It presents 
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and indicates that the responses of mentors differed significantly. Majority (93.04%) of 

the respondents agreed that mentoring is an activity in their colleges/universities. It is 

therefore proved that mentoring is present in their respective colleges/universities.  

Table 4.37: Mentoring is a formal activity  

Total 
Mentors 

SA A UN
C 

DA SD
A 

Chi-square 

72 16 
(22.2

2%) 

46 
(63.8

8%) 

7 
(9.7

2%) 

2 
(2.7
7%)

1 
(1.3

8%) 

138.70* 

*Significant     df = 4                            2 at p-value 0.05 = 9.49 

Table 4.37 manifests that calculated value of 2 was found to be 138.70 which is 

greater than the tabulated value, which was 9.49 at 0.05 level of significance. It indicates 

that the responses of mentors differed significantly. Majority (86.1%) of the respondents 

agreed that mentoring is a formal activity in their college/university. It is therefore proved 

that mentoring is a formal activity and all things are in written form and systematic. 

Table 4.38: Mentoring is an informal activity 

Total 
Mentors 

SA A UNC DA SDA Chi-square 

72 2 
(2.7

7%) 

4 
(5.5

5%) 

10 
(13.8

8%) 

40 
(55.5

5%) 

16 
(22.2

2%) 

-143.5* 

      *Not Significant     df = 4                                  2 at p-value 0.05 = 9.49 

Table 4.38 unveils that calculated value of 2 was found to be -143.5 which is not 

greater than the tabulated value which was 9.49 at 0.05 level of significance. It reveals 
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that the responses of mentors did not differ significantly. Majority (77.77%) of the 

respondents are not agreeing that mentoring is an informal activity in their 

colleges/universities. It is therefore proved that mentoring activity was found present but 

it was formal mentoring in colleges/universities of teacher training.  

Table 4.39: Goals and objectives of mentoring were known 

Total 
Mentors 

SA A UN
C 

DA SD
A 

Chi-square 

72 46 
(63.8

8%) 

18 
(25

%) 

5 
(6.9

4%) 

2 
(2.7

7%) 

1 
(1.3

8%) 

308.90* 

*Significant     df = 4                                2 at p-value 0.05 = 9.49 

Table 4.39 makes obvious that calculated value of 2 was found to be 308.90 

which is greater than the tabulated value, which was 9.49 at 0.05 level of significance. It 

shows that the responses of mentors differed significantly. Majority (88.88%) of the 

respondents agreed that goals and objectives of mentoring were known to them. It is 

therefore proved that goals and objectives of mentoring were known to them.  

Table 4.40: Mentor and mentee have proper planning 

Total  
Mentors 

SA A UN
C 

DA SDA Chi-square 

72 48 
(66.6

%) 

20 
(27.7

%) 

2 
(2.7

%) 

1 
(1.3

8%) 

1 
(1.38

%) 

312.70* 

            *Significant     df = 4                               2 at p-value 0.05 = 9.49 

Table 4.40 expresses that calculated value of 2 was found to be 312.70 which is 

greater than the tabulated value, which was 9.49 at 0.05 level of significance. It indicates 
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that the responses of mentors differed significantly. Majority (94.43%) of the respondents 

agreed that mentor and mentee have proper planning for mentoring. It is therefore proved 

that mentor and mentee have proper planning for mentoring. It is obvious that when there 

is proper planning then it is formal mentoring. 

Table 4.41: Mentoring process explores complex and difficult issues 

Total 
Mentors 

SA A UNC DA SD
A 

Chi-square 

72 30 
(41.6

6%) 

20 
(27.7

7%) 

12 
(16.6

6%) 

6 
(8.3

3%) 

4 
(5.5

5%) 

244.60* 

                       *Significant     df = 4                     2 at p-value 0.05 = 9.49 

Table 4.41 shows that calculated value of 2 was found to be 244.60 which is 

greater than the tabulated value, which was 9.49 at 0.05 level of significance. It makes 

clear that the responses of mentors differed significantly. Majority (69.43%) of the 

respondents agreed that mentoring process explores complex and difficult issues. 

Mentoring is supportive to discuss and remove complex and difficult issues. It is 

therefore proved from the analysis of provided data of mentors that mentoring process 

explores complex and difficult issues. 
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Table 4.42: Mentoring process provides psychological support 

Total 
Mentors 

SA A UNC DA SD
A 

Chi-square 

72 41 
(56.9

4%) 

11 
(15.2

7%) 

10 
(13.8

8%) 

7 
(9.7

2%) 

3 
(4.1

6%) 

353.12* 

            *Significant     df = 4                 2 at p-value 0.05 = 9.49 

Table 4.42 uncovers that calculated value of 2 was found to be 353.12 which is 

greater than the tabulated value, which was 9.49 at 0.05 level of significance. It points out 

that the responses of mentors differed significantly. Majority (72.21%) of the respondents 

agreed that mentoring process provides psychological support to the mentees. It is 

therefore proved that mentoring process provides psychological support to the mentees. 

Emotional and psychological support plays vital role in teaching practice and teaching 

profession. Emotional and psychological support is considered necessary for beginner 

teachers and prospective teachers. 

Majority of the respondents almost 72.21% gave reasons that mentoring gave 

confidence, consolation, moral and professional support to mentees to handle pressure 

and stress in class during teaching practice. Majority of the respondents mentioned that 

before mentoring, mentees had unknown fears, shyness and nervousness. But mentoring 

had brought emotional stability, confidence and courage to them so mentees were 

comfortable in classes. In responses many mentors told that before mentoring in teaching 

practice, many mentees were unable to face class with confidence but after mentoring 

many were confident and emotionally stable at the time teaching practice. 
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Table 4.43: Reflection is important in Mentoring 

Total 
Mentors 

SA A UN
C 

DA SD
A 

Chi-square 

72 45 
(62.

5%) 

16 
(22.2

2%) 

4 
(5.5

5%) 

5 
(6.9

4%) 

2 
(2.7

7%) 

335.83* 

             *Significant     df = 4                   2 at p-value 0.05 = 9.49 

Table 4.43 demonstrates that calculated value of 2 was found to be 335.83 

which is greater than the tabulated value, which was 9.49 at 0.05 level of significance. It 

shows that the responses of mentors differed significantly. Majority (84.72%) of the 

respondents agreed that reflection is important in mentoring process. It is therefore 

proved that reflection is important in mentoring process. 

Table 4.44: Mentoring increases positive reinforcement 

Total 
Mentors 

SA A UN
C 

DA SD
A 

Chi-square 

72 48 
(66.6

6%) 

13 
(18.0

5%) 

5 
(6.9

4%) 

2 
(2.7

7%) 

4 
(5.5

5%) 

378.42* 

             *Significant     df = 4                    2 at p-value 0.05 = 9.49 

Table 4.44 presents that calculated value of 2 was found to be 378.42 which is 

greater than the tabulated value, which was 9.49 at 0.05 level of significance. It depicts 

that the responses of mentors differed significantly. Majority (84.71%) of the respondents 

agreed that mentoring increases positive reinforcement in mentees. It is therefore proved 

that mentoring increases positive reinforcement in mentees.  
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Majority of respondents 84.71% gave reasons of positive reinforcement due to 

mentoring. Mentors mentioned that the motivation level of mentees was quite high due to 

counseling and support of mentors. In the process of mentoring, mentors mentioned that 

they gave particular and specific importance to reinforcements which should be positive. 

Just few respondents disagree about this statement. 

Table 4.45: Mentoring makes access easy to resources  

Total 
Mentors 

SA A UNC DA SD
A 

Chi-square 

72 42 
(58.3

%) 

17 
(23.6

%) 

6 
(8.3

%) 

4 
(5.

5%) 

3 
(4.1

%) 

315.42* 

            *Significant     df = 4                                  2 at p-value 0.05 = 9.49 

Table 4.45 uncovers that calculated value of 2 was found to be 315.42 which is 

greater than the tabulated value, which was 9.49 at 0.05 level of significance. It indicates 

and depicts that the responses of mentors differed significantly. Majority (81.94%) of the 

respondents agreed that mentoring makes access easy to resources for mentees.  

Table 4.46: Mentoring increases personal communication skills of mentees 

Total 
Mentors 

SA A UNC DA SD
A 

Chi-square 

72 39 
(54.1

6%) 

19 
(26.3

8%) 

8 
(11.1

1%) 

4 
(5.5

5%) 

2 
(2.7

7%) 

274.87* 

            *Significant     df = 4                2 at p-value 0.05 = 9.49 

Table 4.46 exposes that calculated value of 2 was found to be 274.87 which is 

greater than the tabulated value, which was 9.49 at 0.05 level of significance. It evinces 
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that the responses of mentors differed significantly. Majority (80.54%) of the respondents 

agreed that mentoring increases personal communication skills of mentees. It is therefore 

proved that mentoring increases personal communication skills of mentees. 

Table 4.47: Mentoring develops insights to teaching strategies 

Total 
Mentors 

SA A UN
C 

DA SD
A 

Chi-square 

72 37 
(51.3

8%) 

16 
(22.2

2%) 

7 
(9.7

2%) 

7 
(9.7

2%) 

5 
(6.9

4%) 

329.80* 

*Significant     df = 4                   2 at p-value 0.05 = 9.49 

Table 4.47 exhibits that calculated value of 2 was found to be 329.80 which is 

greater than the tabulated value, which was 9.49 at 0.05 level of significance. It implies 

that the responses of mentors differed significantly. Majority (73.6%) of the respondents 

agreed that mentoring develops insights to teaching strategies. It is therefore proved that 

mentoring develops insights to teaching strategies. 

Table 4.48: Mentoring reduces the feelings of isolation 

Total 
Mentors 

SA A UN
C 

DA SD
A 

Chi-square 

72 43 
(59.7

2%) 

17 
(23.6

1%) 

6 
(8.3

3%) 

4 
(5.5

5%) 

2 
(2.7

7%) 

311.15* 

*Significant     df = 4                         2 at p-value 0.05 = 9.49 

Table 4.48 displays that calculated value of 2 was found to be 311.15 which is 

greater than the tabulated value, which was 9.49 at 0.05 level of significance. It makes 

obvious that the responses of mentors differed significantly. Majority (83.33%) of the 
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respondents agreed that mentoring reduces the feelings of isolation and loneliness of 

mentees. It is therefore proved that mentoring reduces the feelings of isolation of mentees 

so mentoring had deep and strong impact on mentees. 

Table 4.49: Mentoring may provide guidance to mentees 

Total 
Mentors 

SA A UN
C 

DA SD
A 

Chi-square 

72 43 
(59.7

2%) 

20 
(27.7

7%) 

6 
(8.3

3%) 

2 
(2.7

7%) 

1 
(1.3

8%) 

285.58* 

             *Significant     df = 4                        2 at p-value 0.05 = 9.49 

Table 4.49 reveals that calculated value of 2 was found to be 285.58 which is 

greater than the tabulated value, which was 9.49 at 0.05 level of significance. It shows 

that the responses of mentors differed significantly. Majority (87.49%) of the respondents 

agreed that mentoring gives guidance and support to the mentees. It is therefore proved 

that mentoring gives guidance to the mentees in teaching practice. 

Majority of the respondents almost 87.49% showed that mentoring provided 

guidance to them in involving the students and to handle the classes. Majority accepted 

the idea that mentoring guided mentees in time management, to understand psychological 

issues, individual differences of students and pupils and stress management. Another 

reason, which they highlighted and pointed out, that mentoring, provided guidance in 

self-evaluation and student evaluation. Assessment and evaluation are considered very 

crucial in education. It provided the best way to get feedback and responses of learners. 

More over mentors mentioned that they had supported and guided mentees or students of 
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B.Ed. and prospective teachers in lesson planning and execution of lesson plan during 

teaching practice. 

Table 4.50: Mentoring decreases frustration and stress 

Total 
Mentors 

SA A UN
C 

DA SD
A 

Chi-square 

72 30 
(41.6

6%) 

35 
(48.6

1%) 

1 
(1.3

8%) 

5 
(6.9

4%) 

1 
(1.3

8%) 

187.79* 

   *Significant     df = 4                   2 at p-value 0.05 = 9.49 

Table 4.50 portrays that calculated value of 2 was found to be 187.79 which is 

greater than the tabulated value, which was 9.49 at 0.05 level of significance. It presents 

that the answers of mentors differed significantly. Majority (90.27%) of the respondents 

agreed that mentoring decreases frustration and stress in mentees. It is therefore proved 

that mentoring decreases frustration and stress in mentees.  

Table 4.51: Mentoring increases self-esteem 

Total 
Mentors 

SA A UN
C 

DA SD
A 

Chi-square 

72 25 
(34.7

2%) 

40 
(55.5

5%) 

2 
(2.7

7%) 

3 
(4.1

6%) 

2 
(2.7

7%) 

165.49* 

*Significant     df = 4                   2 at p-value 0.05 = 9.49 

Table 4.51 represents that calculated value of 2 was found to be 165.49 which is 

greater than the tabulated value, which was 9.49 at 0.05 level of significance. It connotes 

that the answer and responses of mentors differed significantly. Majority (90.27%) of the 

respondents agreed that mentoring increases self-esteem of mentees. More over high self 
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esteem and self respect plays positive role in teaching profession. It is therefore proved 

that mentoring increases self-esteem of mentees in mentoring process. Mentors confessed 

that all students of B.Ed. and prospective teachers felt the enhancement in their self-

esteem and self-respect. 

Table 4.52: Mentoring develops sense of self worth  

Total 
Mentors 

SA A UN
C 

DA SD
A 

Chi-square 

72 32 
(44.4

4%) 

32 
(44.4

4%) 

6 
(8.3

3%) 

1 
(1.3

8%) 

1 
(1.3

8%) 

182.53* 

*Significant     df = 4                2 at p-value 0.05 = 9.49 

Table 4.52 depicts that calculated value of 2 was found to be 182.53 which is 

greater than the tabulated value, which was 9.49 at 0.05 level of significance. It denotes 

and indicates that the feedback and responses of mentors differed significantly. Majority 

(88.88%) of the respondents agreed that mentoring develops sense of self worth in 

mentees and prospective teachers. It is therefore proved that mentoring develops sense of 

self worth in mentees and students of B. Ed. 
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Table 4.53: Mentoring increases inter-personal skills 

Total 
Mentors 

SA A UN
C 

DA SD
A 

Chi-square 

72 30 
(41.6

6%) 

28 
(38.8

8%) 

4 
(5.5

5%) 

6 
(8.3

3%) 

4 
(5.5

5%) 

228.97* 

*Significant     df = 4                2 at p-value 0.05 = 9.49 

Table 4.53 manifests that calculated value of 2 was found to be 228.97 which is 

greater than the tabulated value, which was 9.49 at 0.05 level of significance. It shows 

and asserts that the answers and responses of mentors differed significantly. Majority 

(80.54%) of the respondents agreed that mentoring increases inter-personal skills in 

mentees and prospective teachers. It is therefore proved that mentoring increases inter-

personal skills and social skills in beginner teachers. 

Table 4.54: Mentoring discovers the talent 

Total 
Mentors 

SA A UN
C 

DA SD
A 

Chi-square 

72 24 
(33.3

3%) 

38 
(52.7

7%) 

5 
(6.9

4%) 

2 
(2.7

7%) 

3 
(4.1

6%) 

164.82* 

*Significant     df = 4                 2 at p-value 0.05 = 9.49 

Table 4.54 disposes that calculated value of 2 was found to be 164.82 which is 

greater than the tabulated value, which was 9.49 at 0.05 level of significance. It indicates 

and shows that the responses of mentors differed significantly. Majority (86.1%) of the 

respondents agreed that mentoring discovers the talent of mentees and prospective 

teachers. With the pedagogical, professional, ethical and moral assistance of mentors, the 
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mentees use their all innate qualities and hidden talent to cope with problems. It is 

therefore proved that mentoring discovers the talent of mentees and beginner teachers. 

Majority of respondents almost 86% mentioned reasons of discovering the talent 

of mentees, by saying that mentoring assisted them to be confident and skillful in class, 

consequently all mentees could use their innate and natural qualities as humour, 

convincing style and logical reasoning. All human beings are blessed with immense 

characteristics, qualities and all these qualities may be used and discovered tactfully. 

Majority was in the favour of mentoring because it could polish pedagogical skills, 

professional skills, handling of all type of situations in class room and stress 

management. All mentors mentioned that mentoring and coaching has supported the 

prospective teachers to discover the talent of mentees and beginner teachers. 

Table 4.55: Mentoring enhances organizational culture and image 

Total 
Mentors 

SA A UN
C 

DA SD
A 

Chi-square 

72 22 
(30.5

5%) 

32 
(44.4

4%) 

6 
(8.3

3%) 

6 
(8.3

3%) 

4 
(5.5

5%) 

184.77* 

*Significant     df = 4                    2 at p-value 0.05 = 9.49 

Table 4.55 unveils that calculated value of 2 was found to be 184.77 which is 

greater than the tabulated value, which was 9.49 at 0.05 level of significance. It implies 

and indicates that the feedback and responses of mentors differed significantly. Majority 

(74.99%) of the respondents agreed that mentoring enhances organizational culture and 

image. It is therefore proved that mentoring enhances organizational culture and image.  
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Table 4.56: Mentoring improves the performance  

Total 
Mentors 

SA A UN
C 

DA SD
A 

Chi-square 

72 35 
(48.6

1%) 

32 
(44.4

4%) 

1 
(1.3

8%) 

2 
(2.7

7%) 

2 
(2.7

7%) 

213.58* 

*Significant     df = 4               2 at p-value 0.05 = 9.49 

Table 4.56 makes obvious that calculated value of 2 was found to be 213.58 

which is greater than the tabulated value which was 9.49 at 0.05 level of significance. It 

makes clear and indicates that the responses of mentors differed significantly. Majority 

(93.05%) of the respondents agreed that mentoring improves the performance of mentees. 

It is therefore proved that mentoring improves the performance of mentees. Mentors 

worked on the performance of mentees which was improving due to mentoring. 

Table 4.57: Mentoring increases the productivity 

Total 
Mentors 

SA A UNC DA SD
A 

Chi-square 

72 33 
(45.8

3%) 

32 
(44.4

4%) 

1 
(44.4

4%) 

4 
(5.5

5%) 

2 
(2.7

7%) 

210.66* 
 

*Significant     df = 4                  2 at p-value 0.05 = 9.49 

Table 4.57 expresses that calculated value of 2 was found to be 210.66 which is 

greater than the tabulated value which was 9.49 at 0.05 level of significance. It points out 

and indicates that the replies and responses of mentors differed significantly. Majority 

(90.27%) of the respondents agreed that mentoring increases the productivity in teaching 
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profession. It is therefore proved that mentoring increases the productivity in teaching 

profession which is the dire need of the profession. 

Table 4.58: Mentoring makes stronger work ethics 

Total 
Mentors 

SA A UN
C 

DA SD
A 

Chi-square 

72 38 
(52.

7%) 

18 
(25

%) 

2 
(2.7

%) 

8 
(11.

1%) 

6 
(8.3

%) 

352.21* 

*Significant     df = 4                   2 at p-value 0.05 = 9.49 

Table 4.58 presents that calculated value of 2 was found to be 352.21 which is 

greater than the tabulated value which was 9.49 at 0.05 level of significance. It depicts 

and indicates that the responses of mentors differed significantly. Majority (77.77%) of 

the respondents agreed that mentoring makes stronger work ethics and all colleagues 

worked in an ideal atmosphere. It is therefore proved that mentoring makes stronger work 

ethics. All mentors acknowledged the worth of mentoring. 

Table 4.59: Mentoring increases the level of commitment 

Total 
Mentors 

SA A UN
C 

DA SD
A 

Chi-square 

72 31 
(43.0

5%) 

20 
(27.7

7%) 

3 
(4.1

6%) 

9 
(12.

5%) 

9 
(12.

5%) 

367.63* 

*Significant     df = 4            2 at p-value 0.05 = 9.49 

Table 4.59 sets forth that calculated value of 2 was found to be 367.63 which is 

greater than the tabulated value which was 9.49 at 0.05 level of significance. It indicates 

and makes obvious that the responses of mentors differed significantly. Majority 
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(70.82%) of the respondents agreed that mentoring enhances the level of dedication to 

school goals and all mentees or prospective teachers work with great devotion and 

sincerity. It is therefore proved that mentoring increases commitment level. 

Table 4.60: Better preparation of mentees after mentoring 

Total 
Mentors 

SA A UN
C 

DA SDA Chi-
square 

72 34 
(47.2

2%) 

19 
(26.3

8%) 

2 
(2.7

7%) 

8 
(11.1

1%) 

8 
(11.1

1%) 

349.28* 

*Significant     df = 4                 2 at p-value 0.05 = 9.49 

Table 4.60 uncovers that calculated value of 2 was found to be 349.28 which is 

greater than the tabulated value, which was 9.49 at 0.05 level of significance. It implies 

that the replies and responses of mentors differed considerably. Majority (73.6%) of the 

respondents agreed that mentees feel that they are prepared in better way after mentoring. 

Mentors worked on every aspect of professional attitude of mentees. It is therefore 

proved that mentees feel that they are prepared in better way after mentoring. 

Table 4.61: Mentoring gives emotional support 

Total 
Mentors 

SA A UN
C 

DA SD
A 

Chi-square 

72 40 
(55.5

5%) 

20 
(27.7

7%) 

6 
(8.3

3%) 

4 
(5.5

5%) 

2 
(2.7

7%) 

279.30* 
 

*Significant     df = 4                 2 at p-value 0.05 = 9.49 

Table 4.61 represents that calculated value of 2 was found to be 279.30 which is 

greater than the tabulated value, which was 9.49 at 0.05 level of significance. It shows 
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that the responses of mentors differed significantly. Majority (83.32%) of the respondents 

agreed that mentoring gives emotional support to mentees. Mentees feel comfortable and 

emotionally stable after mentoring. It is therefore proved that mentoring gives emotional 

support and help to mentees. 

Table 4.62: Mentoring is positive change agent 

Total 
Mentors 

SA A UN
C 

DA SD
A 

Chi-square 

72 42 
(58.3

3%) 

21 
(29.1

6%) 

4 
(5.5

5%) 

3 
(4.1

6%) 

2 
(2.7

7%) 

285.77* 

*Significant     df = 4                      2 at p-value 0.05 = 9.49 

Table 4.62 depicts that calculated value of 2 was found to be 285.77 which is 

greater than the tabulated value, which was 9.49 at 0.05 level of significance. It connotes 

that the feedback and responses of mentors differed significantly. Majority (87.49%) of 

the respondents agreed that mentoring is positive change agent in education. Mentors 

tried to bring positive change in the attitude. Mentees looked more composed, mature and 

broad vision persons. It is therefore proved that mentoring is positive change agent. 
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Table 4.63: Mentoring is helpful in teaching practice 

Total 
Mentors 

SA A UN
C 

DA SD
A 

Chi-square 

72 50 
(69.4

4%) 

18 
(25

%) 

2 
(2.7

7%) 

1 
(1.3

8%) 

1 
(1.3

8%) 

334.08* 

    *Significant     df = 4                               2 at p-value 0.05 = 9.49 

Table 4.63 displays that calculated value of 2 was found to be 334.08 which is 

greater than the tabulated value, which was 9.49 at 0.05 level of significance. It asserts 

and implies that the responses of mentors differed significantly. Majority (94.44%) of the 

respondents agreed that mentoring is helpful in teaching practice. Mentors were very 

supportive and helpful consequently mentees had learnt a lot. It is therefore proved that 

mentoring is helpful in teaching practice. 

Table 4.64: Mentoring is effective 

Total 
Mentors 

SA A UN
C 

DA SD
A 

Chi-square 

72 45 
(62.

5%) 

17 
(23.6

1%) 

2 
(2.7

7%) 

5 
(6.9

4%) 

3 
(4.1

6%) 

344.10* 

*Significant     df = 4               2 at p-value 0.05 = 9.49 

Table 4.64 reveals that calculated value of 2 was found to be 344.10 which is 

greater than the tabulated value, which was 9.49 at 0.05 level of significance. It indicates 

that the responses of mentors differed significantly. Majority (86.11%) of the respondents 

agreed that mentoring is effective for beginner teachers. It is therefore proved that 

mentoring is effective in every aspect for beginner teachers.  
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Majority of the respondents almost 86% agreed that mentoring is effective for 

beginner teachers. Mentoring is helpful for mentees in selection of right and appropriate 

method for teaching. After mentoring, respondents told that mentees come to know about 

the importance and significance of using audio-visual aids as over head projector, multi- 

media, and charts etc in teaching. Respondents accepted that after mentoring mentees 

come to know that teacher is a facilitator and his role is to conduct activities in classroom 

and give opportunity to every individual for learning. Moreover according to mentors, 

mentees come to know through mentoring in teaching practice about different methods of 

teaching as direct method, grammar translation method, inquiry methods, communicative 

approach, reading method, audio-lingual method and activity based method etc.   

Table 4.65: Mentoring motivates 

Total 
Mentors 

SA A UN
C 

DA SD
A 

Chi-square 

72 36 
(50

%) 

17 
(23.6

1%) 

2 
(2.7

7%) 

8 
(11.1

1%) 

9 
(12.

5%) 

402.15* 

*Significant     df = 4                2 at p-value 0.05 = 9.49 

Table 4.65 depicts that calculated value of 2 was found to be 402.15 which is 

greater than the tabulated value, which was 9.49 at 0.05 level of significance. It marks 

that the replies and responses of mentors differed significantly. Majority (73.61%) of the 

respondents agreed that mentoring motivates the teachers and mentees and intrinsic and 

extrinsic motivation, both were found present.  Motivation, internal or external is 

valuable for beginner and prospective teachers. It is therefore proved that mentoring 

motivates the teachers, prospective teachers, and students of B.Ed. level or mentees.  
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Table 4.66: Mentoring keeps balance 

Total 
Mentors 

SA A UN
C 

DA SD
A 

Chi-square 

72 30 
(41.6

6%) 

38 
(52.7

7%) 

1 
(1.3

8%) 

2 
(2.7

7%) 

1 
(1.3

8%) 

174.72* 

*Significant     df = 4                     2 at p-value 0.05 = 9.49 

Table 4.66 unveils that calculated value of 2 was found to be 174.72 which is 

greater than the tabulated value, which was 9.49 at 0.05 level of significance. It shows 

and guides that the feedback and replies of mentors differed significantly. Majority 

(94.43%) of the respondents agreed that mentoring keeps balance in teaching.  During 

mentoring in teaching practice, mentees were conscious to learn about keeping balance in 

class discussion and over all in teaching.  Almost all mentors were in the favour of 

balance in teaching .It is therefore proved that mentoring keeps balance in teaching and 

learners learn about removing extremism. Almost majority of mentors pointed out that 

mentoring brought balance in prospective teachers, beginner teachers, and 

mentees/students of B.Ed. level during teaching practice. 
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4.3  ANALYSIS OF AN OBSERVATIONAL CHECKLIST 

An observational checklist was designed and used for observing the performance 

of mentees or prospective teachers during teaching practice in B.Ed. Mentors have 

observed mentees or prospective teachers, at the time of teaching practice and model 

lesson presentation. There were twenty three items of an observational checklist for 

assessment, evaluation and observation of mentees. The analysis and interpretation of an 

observational checklist is given ahead:    

Table 4.67: Teacher’s dress 

Total  
Mentees 

 

Yes No Tabul
ated  

2 value 

Calcul
ated 

2 value 
274 201 

(73.
3%) 

73 
(26.

7%) 

33.92 59.79* 
 

 *Significant      df = 1             2 at p-value 0.05 = 33.924 

Table 4.67 shows that calculated value of 2 was found to be 59.79 which is 

greater than the tabulated value, which was 33.92 at 0.05 level of significance. It 

indicates that the responses of mentees differed significantly. Majority (73.3%) of the 

respondents were observed that teachers were well dressed in class. Mentors had told 

about decent dressing of teachers in class and mentees got that point from mentors during 

mentoring. It was therefore proved that teachers were well dressed in class.  
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Table 4.68: Teacher is well planned    

Total  
Mentees 

 

Yes No Tabul
ated  

2 value 

Calcul
ated 

2 value 
274 198 

(72.2
6%) 

76 
(27.7

3%) 

33.92
4 

54.32* 

*Significant      df = 1             2 at p-value 0.05 = 33.924 

Table 4.68 connotes that calculated value of 2 was found to be 54.32 which is 

greater than the tabulated value, which was 33.92 at 0.05 level of significance. It implies 

that the responses of mentees differed significantly. Majority (72.26%) of the respondents 

were observed that prospective teachers were well planned in class. It was therefore 

proved that teachers were well planned in class. Mentors had given great importance to 

planning as day planning, week planning, month planning, lesson planning and career 

planning.  It was therefore proved that each teacher was well planned in class and lesson 

planning was very good, which is considered essential in modern era for teaching.  

Table 4.69: Mentoring enhances confidence 

Total  
Mentees 

 

Yes No Tabul
ated  

2 value 

Calcul
ated 2  
value 

274 214 
(78.1

0%) 

60 
(21.8

9%) 

33.92
4 

86.55* 
 

*Significant      df = 1             2 at p-value 0.05 = 33.924 

Table 4.69 portrays that calculated value of 2 was found to be 86.55 which is 

greater than the tabulated, value which was 33.92 at 0.05 level of significance. It suggests 
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that the replies and responses of mentees differed significantly. Majority (78.10%) of the 

respondents were observed by mentors as confident teacher. Mentors had told about 

confidence level of teachers in class and mentees got that point from mentors during 

mentoring in teaching practice.  

Table 4.70: Teacher clarifies in better way   

Total  
Mentees 

 

Yes No Tabul
ated  

2 value 

Calcul
ated 

2 value 
274 171 

(62.4
0%) 

103 
(37.5

9%) 

33.92
4 

16.87* 
 

* Not Significant      df = 1      2 at p-value 0.05 = 33.924 

Table 4.70 displays that calculated value of 2 was found to be 16.87 which is 

not greater than the tabulated value, which was 33.92 at 0.05 level of significance. It 

shows that the responses of mentees differed significantly. Majority (62.40%) of the 

respondents were observed that mentees were able to clarify the concept of their learners 

in better way in class. But the Chi-square value shows that it is not significant value so 

we can’t generalize it. Mentoring was formal but with short duration that might be the 

reason that mentees could not clarifies ideas in better and ideal ways in class before 

students. Mentees might need formal mentoring of more duration is required for the 

solution of this problem. According to mentors, it is not easy for beginner teachers to 

clarify their learners. This skill needs and requires time and experience. Many mentors 

were in the favour of reasonably long duration of mentoring program for at least ninety 

days.   
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Table 4.71: Teacher maintains good discipline  

Total  
Mentees 

 

Yes No Tabul
ated  2  
value 

Calcul
ated 2  
value 

274 184 
(67.1

5%) 

90 
(32.8

4%) 

33.92
4 

32.24* 
 

      * Not Significant     df = 1           2 at p-value 0.05 = 33.924 

Table 4.71 exhibits that calculated value of 2  was found to be 32.24 which is 

not greater than the tabulated value, which was 33.92 at 0.05 level of significance. It 

presents that the responses of mentees differed significantly. Majority (67.15%) of the 

respondents were observed by mentors that teacher maintains good discipline in class. 

But the Chi-square value shows that it is not significant value so it can’t be generalized. 

Mentoring was formal but with short duration that might be the reason that mentees could 

not maintains good discipline in class. All experienced and mature people or teachers can 

easily maintain discipline but prospective teachers or beginner teachers feel problems. 

Table 4.72: Teacher keeps good eye contact  

Total  
Mentees 

 

Yes No Tabul
ated  2  
value 

Calcul
ated 2  
value 

274 199 
(72.6

2%) 

75 
(27.3

7%) 

33.92
4 

56.11* 
 

*Significant      df = 1    2 at p-value 0.05 = 33.924 

Table 4.72 exposes that calculated value of 2 was found to be 56.11 which is 

greater than the tabulated value, which was 33.92 at 0.05 level of significance. It shows 
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that the responses of mentees differed significantly. Majority (72.62%) of the respondents 

were observed that mentees had kept good eye contact with students. Mentors had told 

about good and reasonable eye contact of teachers in class with pupils and mentees got 

that point from mentors during mentoring. Eye contact has great worth and importance 

because the mentee can teach effectively and class can be controlled in better way. It was 

therefore proved that beginner teachers had kept good eye contact with students, which 

was very helpful in teaching profession.  

Table 4.73: Teacher looks very motivated      

Total  
Mentees 

 

Yes No Tabul
ated  2  
value 

Calcul
ated 2  
value 

274 194 
(70.8

0%) 

80 
(29.1

9%) 

33.92
4 

47.43* 
 

*Significant      df = 1             2 at p-value 0.05 = 33.924 

Table 4.73 demonstrates that calculated value of 2 was found to be 47.43 which 

is greater than the tabulated value, which was 33.92 at 0.05 level of significance. It is 

very obvious that the responses of mentees differed significantly. Majority (70.80%) of 

the respondents were observed that mentees had looked very motivated in class. Mentors 

had told about the significance and importance of motivation as internal and external 

motivation and beginner teachers got that point from mentors during mentoring. It was 

therefore proved that teacher had looked very motivated in class and both type of 

motivation was present as: intrinsic motivation and extrinsic motivation. Both these types 

of motivation are required for success in teaching profession.  
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Table 4.74: Teacher motivates well to students   

Total  
Mentees 

 

Yes No Tabul
ated  

2 value 

Calcul
ated 

2 value 
274 197 

(71.8
9%) 

77 
(28.1

0%) 

33.92
4 

52.55* 
 

*Significant      df = 1             2 at p-value 0.05 = 33.924 

Table 4.74 uncovers that calculated value of 2 was found to be 52.55 which is 

greater than the tabulated value, which was 33.92 at 0.05 level of significance. It 

connotes that the replies and responses of mentees differed significantly. Majority 

(71.89%) of the respondents were noted by mentors that teacher had motivated well to 

students in class. Mentors had told about significance of motivating to mentees. It was 

therefore proved that teacher had motivated well to students in class.  

Table 4.75: Teacher uses all resources   

Total  
Mentees 

 

Yes No Tabul
ated  2  
value 

Calcul
ated 

2 value 
274 187 

(68.2
4%) 

87 
(31.7

5%) 

33.92
4 

36.49* 
 

*Significant      df = 1             2 at p-value 0.05 = 33.924 

Table 4.75 shows that calculated value of 2 was found to be 36.49 which is 

greater than the tabulated value, which was 33.92 at 0.05 level of significance. It presents 

that the feedback and responses of mentees differed significantly. Majority (68.24%) of 

the respondents were observed that mentees had used all resources in good way in class. 
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Mentors had told about significance of using all resources as audio-visual aids and 

library. It was therefore proved that mentees had used all resources in good way in class.  

Table 4.76: Teacher keeps balance  

Total  
Mentees 

 

Yes No Tabul
ated  2  
value 

Calcul
ated 2  
value 

274 198 
(72.2

6%) 

76 
(27.7

3%) 

33.92
4 

54.32* 

*Significant      df = 1             2 at p-value 0.05 = 33.924 

Table 4.76 shows that calculated value of 2 was found to be 54.32 which is 

greater than the tabulated value, which was 33.92 at 0.05 level of significance. It displays 

that the answers and replies of mentees differed significantly. Majority (72.26%) of the 

respondents were assessed and observed that teacher keeps balance in discussion in class. 

Mentors had highlighted about significance of keeping balance in class discussion. It was 

therefore proved that mentees had kept balance in discussion in class. 

Table 4.77: Teacher does good analysis of self and students  

Total  
Mentees 

 

Yes No Tabul
ated  

2 value 

Calcul
ated 2  
value 

274 193 
(70.4

3%) 

81 
(29.5

6%) 

33.92
4 

45.78* 
 

* Significant      df = 1             2 at p-value 0.05 = 33.924 

Table 4.77 expresses that calculated value of 2 was found to be 45.78, which is 

greater than the tabulated value, which was 33.92 at 0.05 level of significance. It implies 
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that the feedback and answers of mentees differed significantly. Majority (70.43%) of the 

respondents were observed that teacher did good analysis of self and students in class.  

Mentors had told about importance of self and student’s good analysis and mentees got 

that point from mentors during mentoring in teaching practice. Moreover analysis is 

considered very essential for teaching and learning. Mentors gave great importance and 

extreme worth to student, pupils and self analysis. It was therefore proved that mentees 

and learners had done good analysis of self and students of their classes. Without the skill 

of self analysis and student analysis, mentees may not be an ideal prospective teacher. 

Assessment and evaluation is a subject, which is offered at B.Ed. level for developing 

skills of analysis and evaluation in mentees and learners. There are different subjects in 

B.Ed. course, which are offered to cover all required areas of teaching profession.  

Table 4.78: Teacher has good body language  

Total  
Mentees 

 

Yes No Tabul
ated  

2 value 

Calcul
ated 2  
value 

274 214 
(78.1

0%) 

60 
(21.8

9%) 

33.92
4 

86.55* 
 

*Significant      df = 1             2 at p-value 0.05 = 33.924 

Table 4.78 makes obvious that calculated value of 2 was found to be 86.55 

which is greater than the tabulated value, which was 33.92 at 0.05 level of significance. It 

displays that the responses of mentees differed significantly. Majority (78.10%) of the 

respondents were observed by mentors that teacher or mentees had good body language 

in class.  Mentors had propagated about significance and importance of good and ideal 

body language. The mentors have explained body language as gestures, eye contact, 
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posture and movement of hands and feet. All such points were elaborated and conveyed 

and mentees got that point from mentors during mentoring. According to mentors body 

language helps and assists the learners to comprehend the idea and thought of the teacher 

or communicator. It was therefore proved that teacher had good body language in class, 

which is very essential for good teachers. 

Table 4.79: Teacher has good pitch of voice   

Total  
Mentees 

 

Yes No Tabul
ated  

2 value 

Calcul
ated 

2 value 
274 226 

(82.4
8%) 

48 
(17.5

1%) 

33.92
4 

115.63
* 

 

*Significant      df = 1             2 at p-value 0.05 = 33.924 

Table 4.79 unveils that calculated value of 2 was found to be 115.63 which is 

greater than the tabulated value, which was 33.92 at 0.05 level of significance. It 

indicates and shows that the responses of mentees differed significantly. Majority 

(82.48%) of the respondents were observed that teacher or mentees had good pitch of 

voice in class. The good voice and audible voice creates good image of a teacher. It was 

therefore proved that teacher had good pitch of voice in class and mentees were looking 

comfortable and confident in teaching. 
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Table 4.80: Teacher looks more competent 

Total  
Mentees 

 

Yes No Tabul
ated  

2 value 

Calcul
ated 

2 value 
274 215 

(78.4
6%) 

59 
(21.5

3%) 

33.92
4 

88.81* 

*Significant      df = 1      2 at p-value 0.05 = 33.924 

Table 4.80 manifests that calculated value of 2 was found to be 88.81 which is 

greater than the tabulated value, which was 33.92 at 0.05 level of significance. It reveals 

and indicates that the responses of mentees differed significantly. Majority (78.46%) of 

the respondents were observed that those teachers or mentees were looking more 

competent in class. Mentors had emphasized about significance and importance of being 

knowledgeable and competent and mentees got that point from mentors during 

mentoring. If a teacher is competent and knowledgeable then it is so easy to satisfy all 

students. It was therefore proved that teachers had looked more competent in class. 

Table 4.81: Teacher looks professionally sound   

Total  
Mentees 

 

Yes No Tabul
ated  2  
value 

Calcul
ated 2  
value 

274 195 
(71.1

6%) 

79 
(28.8

3%) 

33.92
4 

49.10* 
 

*Significant      df = 1      2 at p-value 0.05 = 33.924 

Table 4.81 disposes that calculated value of 2 was found to be 49.10 which is 

greater than the tabulated value, which was 33.92 at 0.05 level of significance. It 
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indicates and makes clear that the responses of mentees differed significantly. Majority 

(71.16%) of the respondent were observed that mentees were looking professionally 

sound in class. Mentors had shared some tips and very valuable points of being 

professionally sound and mentees got that precious point from mentors, coaches or 

advisor during mentoring. It was therefore proved that teachers had looked professionally 

sound in class. 

Table 4.82: Teacher looks very knowledgeable  

Total  
Mentees 

 

Yes No Tabul
ated  

2 value 

Calcul
ated 

2 value 
274 208 

(75.9
1%) 

66 
(24.0

8%) 

33.92
4 

73.59* 
 

*Significant      df = 1      2 at p-value 0.05 = 33.924 

Table 4.82 depicts that calculated value of 2 was found to be 73.59 which is 

greater than the tabulated value, which was 33.92 at 0.05 level of significance. It 

indicates and shows that the answers and responses of mentees differed significantly. 

Preponderance and major part of population (75.91%) of the respondents were observed 

that mentees looked very knowledgeable in class. Mentors had emphasized and stressed 

about significance of being knowledgeable, competent, qualified and skillful and mentees 

got that point from mentors during that matchless experience of mentoring. It was 

therefore proved that teacher had looked very knowledgeable, loaded with information 

and competent in class. 
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Table 4.83: Teacher uses appropriate method of teaching  

Total  
Mentees 

 

Yes No Tabul
ated  

2 value 

Calcul
ated 2  
value 

274 210 
(76.6

4%) 

64 
(23.3

5%) 

33.92
4 

77.79* 
 

*Significant      df = 1             2 at p-value 0.05 = 33.924 

Table 4.83 portrays that calculated value of 2 was found to be 77.79 which is 

greater than the tabulated value, which was 33.92 at 0.05 level of significance. It 

indicates and displays that the responses of mentees differed significantly. Majority 

(77.79%) of the respondents were observed by mentors that mentees used appropriate 

method of teaching in class.  Mentors had emphasized about significance and importance 

of using right method as inquiry method, direct method, situational method, and activity 

based method etc. It was therefore proved that teachers had used appropriate method. 

Table 4.84: Teacher evaluates students well   

Total  
Mentees 

 

Yes No Tabul
ated  

2 value 

Calcul
ated 

2 value 
274 218 

(79.5
6%) 

56 
(20.4

3%) 

33.92
4 

95.78* 
 

*Significant      df = 1             2 at p-value 0.05 = 33.924 

Table 4.84 reveals that calculated value of 2 was found to be 95.78 which is 

greater than the tabulated value, which was 33.92 at 0.05 level of significance. It 

indicates and shows that the responses of mentees differed significantly. Majority 
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(79.56%) of the respondents were observed that mentees evaluated students well in class. 

Mentors had emphasized about significance and importance of formative and summative 

evaluation of the students in different sessions of education and mentees got that point 

from mentors during mentoring. During mentoring process, mentor practically evaluated 

mentees in different activities of learning, so mentees concentrated on the activity of 

evaluating learners. It was therefore proved that mentees had evaluated students well in 

class. 

Table 4.85: Teacher evaluates his performance  

Total  
Mentees 

 

Yes No Tabul
ated  

2 value 

Calcul
ated 

2 value 
274 204 

(74.4
5%) 

70 
(25.5

4%) 

33.92
4 

65.53* 
 

*Significant      df = 1             2 at p-value 0.05 = 33.924 

Table 4.85 exhibits that calculated value of 2 was found to be 65.53 which is 

greater than the tabulated value, which was 33.92 at 0.05 level of significance. It 

connotes and suggests that the replies of mentees differed significantly. Majority 

(74.45%) of the respondents were noted and observed that mentees evaluated his 

performance in class. Mentors had thrown light at evaluation and teacher’s self 

evaluation of his performance as delivering lectures, handling classes, maintain 

discipline, conducting discussions in classes about different topics as international and 

national topics and issues and mentees got that point from mentors during mentoring. The 

evaluation and assessment of self performance is considered highly and extremely 
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important in teaching. It was therefore proved that teacher also evaluates well his self 

presentation and performance in class. 

Table 4.86: Teacher assigns homework  

Total  
Mentees 

 

Yes No Tabul
ated  2  
value 

Calcul
ated 

2 value 
274 234 

(85.4
0%) 

40 
(14.5

9%) 

33.92
4 

137.35
* 

 

*Significant      df = 1             2 at p-value 0.05 = 33.924 

Table 4.86 represents that calculated value of 2 was found to be 137.35 which is 

greater than the tabulated value, which was 33.92 at 0.05 level of significance. It 

indicates and shows that the responses of mentees differed significantly. Majority 

(85.40%) of the respondents were observed that mentees assigned homework in class.  

Mentors had emphasized about significance and importance of assigning home work to 

pupils and mentees got that point from mentors during mentoring. In the final model 

lesson presentation, it is observed that mentees is giving home work or not. It is very 

essential that home work should be assigned to all students and home work should be 

checked at all cost. It was therefore proved that mentees or prospective teachers had 

assigned homework in class to the learners. 
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Table 4.87: Teacher is well equipped 

Total  
Mentees 

 

Yes No Tabul
ated  

2 value 

Calcul
ated 2  
value 

274 203 
(74.0

8%) 

71 
(25.9

1%) 

33.92
4 

63.59* 
 

*Significant      df = 1             2 at p-value 0.05 = 33.924 

Table 4.87 unveils that calculated value of 2 was found to be 63.59 which is 

greater than the tabulated value, which was 33.92 at 0.05 level of significance. It reveals 

and throws light that the answers and replies of mentees differed significantly. Majority 

(74.08%) of the respondents were observed that mentees were well equipped in class.  

Mentors had emphasized about significance and importance of being well equipped as all 

teaching and learning material is concerned and mentees got that point from mentors 

during mentoring. 

Table 4.88: Teacher solves all class problems  

Total  
Mentees 

 

Yes No Tabul
ated  

2 value 

Calcul
ated 

2 value 
274 168 

(61.3
1%) 

106 
(38.6

8%) 

33.92
4 

14.02* 
 

*Not Significant      df = 1      2 at p-value 0.05 = 33.924 

Table 4.88 manifests that calculated value of 2 was found to be 14.02 which is 

not greater than the tabulated value, which was 33.92 at 0.05 level of significance. It 

asserts and implies that the feedback and responses of mentees differed significantly. 
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Majority (61.31%) of the respondents were observed that mentees had solved all class 

problems correctly in class but the chi-square value is not significant, which mean it cant 

be generalized. May be this short time formal mentoring is not as much effective, 

consequently mentees can’t solve all class problems and issues. Duration of mentoring 

span may be extended to resolve this issue.  

Table 4.89: Teacher looks very comfortable 

Total  
Mentees 

 

Yes No Tabul
ated  

2 value 

Calcul
ated 

2 value 
274 193 

(70.4
3%) 

81 
(29.5

6%) 

33.92
4 

45.78* 
 

*Significant      df = 1             2 at p-value 0.05 = 33.924 

Table 4.89 uncovers that calculated value of 2 was found to be 45.78 which is 

greater than the tabulated value, which was 33.92 at 0.05 level of significance. It 

indicates and shows that the responses of mentees differed significantly. Majority 

(70.43%) of the respondents were observed that mentees looked very comfortable in 

class. Mentors had emphasized about significance and importance of being looked 

composed and comfortable and mentees got that point from mentors during mentoring. If 

a teacher is looking comfortable in class, it means that he is confident and he can handle 

any problematic situation in class. It was therefore proved that prospective teacher or 

mentee had looked very comfortable in class. 
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4.4  ANALYSIS OF INTERVIEWS 

Interviews were conducted for more data regarding mentoring in teaching practice 

at B.Ed. Level. 54 people were selected for interview. 42 mentees were selected and 12 

mentors and heads of universities and colleges were selected for this purpose. Almost 

15% of total sampling was interviewed for clarification of already collected data. 

Analysis of the interview is given ahead: 

Interviews of Mentees 

A structured interview was designed for mentees. All questions were designed to 

know about mentees point of view regarding mentoring. A qualitative analysis of 

mentees responses is given below: 

1. Please describe what you do when you work one-on-one? 

In response, majority of the respondents, who were mentees, mentioned that in 

one-on-one, they got guidance, counseling from mentors, who had vast experience and 

vision. Respondents pointed out that in mentoring process; they received psychological 

support from mentors, which was very helpful for them to manage their classes. More 

over majority of mentees acknowledged that mentoring was very beneficial and fruitful 

activity for them and through mentoring; they had removed their problems regarding 

teaching profession and teaching practice. More then half of mentees mentioned that they 

were nervous before mentoring but after mentoring sessions, they were able to remove 

their confusions and nervousness. Mentees told that they were observed during teaching 
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practice and on-site supervision was provided, if it was required. After pointing out 

problematic areas, the mentors provide one-on-one mentoring and coaching. 

2. What is your point of view about mentoring in education in Pakistan? 

 In response, majority of mentees, who were the respondents mentioned, that 

mentoring was extremely important for all mentees. According to them, mentoring was 

very valuable and precious activity and process for all learners. More then half of 

mentees suggested that mentoring should be compulsory in Pakistan in education because 

mentees got a lot during mentoring. Almost all respondents highlighted the fact that thirty 

or forty days of mentoring in teaching practice at B.Ed. level was not sufficient, 

consequently more duration programs must be introduced. Majority acknowledged the 

worth of mentoring during teaching practice. 

3. It is formal or informal mentoring in Pakistan? 

 In response, majority of the respondents mentioned that mentoring was formal in 

their colleges and universities during teaching practice because every activity was in 

written form. Mentees highlighted the significance and worth of mentoring. They 

acknowledged the fact that mentoring had brought many positives changes in their 

teaching styles and approaches but mentees wanted formal mentoring of long duration, 

which could be more useful and effective then this formal mentoring of short duration. 

Mentees told that all activities were planned and in written form during teaching practice 

so they confessed that mentoring was formal. 
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4. What are benefits of mentoring? 

 In response, majority of the respondents mentioned that mentoring was overall 

very beneficial, useful, productive and effective for them. Mentees pointed out that 

communication skill as inter-personal and intra-personal skills were improved due to 

mentoring. They acknowledged that they had learned time management and stress 

management from mentor during mentoring in teaching practice. More than half of the 

participants and respondents confessed that they had developed problem solving attitude 

with the help of mentors. Moreover respondents mentioned that after mentoring, it was 

easy for mentees to get access to resources, which could be helpful for teaching and 

learning. Some of the respondents mentioned that after mentoring their confidence was 

quite high and they were feeling very comfortable in their classes. 

5. Do you think mentoring is effective? If yes why? 

 While responding this question, majority of the respondents replied that 

mentoring was very effective for all mentees. They mentioned that before mentoring their 

teaching technique was faulty and they were not fully developed pedagogically and 

professionally. According to mentees, they have removed their problems in teaching 

practice, regarding teaching profession with the assistance of mentors during mentoring. 

Another point, which majority of mentees accepted that mentoring had broadened their 

vision and they had become more mature in their profession of teaching. 



 183

6. What should be role of college / university administration in mentoring? 

 In response, majority of mentees who were the respondents mentioned that 

administration should play very positive and beneficial role in mentoring. Many 

respondents mentioned that administration should provide suitable place and reasonable 

time for mentoring to mentors and mentees. Another fact which mentees high lighted, 

that mentors should be facilitated for mentoring by administration and mentors should not 

be distracted and disturbed during mentoring. Almost all respondents mentioned that 

administration should manage formal mentoring with more duration for mentees. 

7. What is importance of good relationship in mentoring? 

 While responding this question, majority of the respondents replied that healthy 

and good relationship was very important in mentoring process. They highlighted the fact 

that friendly and good relationship maximizes the learning of mentees. They accepted 

that good relationship increased trust level of mentors and mentees, which was required 

for learning. More than half of the respondents gave great importance to healthy 

relationship in mentoring, which maximize learning of mentees. 

8. Can you describe some examples of times when you are involved in a 

mentoring relationship? 

 While responding this question, majority of the respondents narrated their stories 

and gave different examples regarding mentoring relationship. The theme of almost all 

examples was regarding punctuality, commitment, devotion, dedication, planning, and 

clarity of goals and objectives. Almost all respondents agreed that their meetings were 
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object oriented and both mentors and mentees were focusing on problematic areas and 

they tried to solve problems regarding knowledge and professional skills.  Majority of the 

respondents considered their experience as wonderful, innovative and matchless. 

9. How was your experience of mentoring? 

 Majority of the respondents replied that their experience of mentoring was 

excellent, magnificent and remarkable. They mentioned that they had learned various 

techniques and suitable methods in teaching. Almost all the respondents were very 

satisfied about mentoring. Few of them were confused to express their experience but 

majority of the respondents told that their experience was superb and ideal for learning.  

10. What are factors which you think are effective in mentoring? 

 Majority of the respondents told that experience and sociability are key factors in 

mentoring. They pointed out other factor as: commitment, devotion, interest, good 

relationship, motivation, inspiration and effective communication, which were very 

essential factors in mentoring. Moreover respondents mentioned that humanistic 

approach, sufficient time and energy, mutual respect and willing to share information 

were considered important factors for mentoring. Some other factors were highlighted as 

interpersonal skills, proper planning, sharing of views, ideas and experience. 

11. Why do you get mentoring? 

 In response to this question of interview, many respondents mentioned that they 

considered mentoring was helpful and useful for them. According to them, they wanted 
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to share their experiences and wanted to know about the experiences of their mentors. 

They mentioned that they were looking to get guidance, counseling and support from 

their mentors. Moreover they told that teaching practice was compulsory consequently 

they consulted mentors in order to gain information, confidence, and clarification and to 

remove their obscurities and confusions. 

12. What are the principles/concepts/ideas or framework for your practice? 

 In response to this question, mentees mentioned that mentors gave very important 

and clear instructions regarding teaching practice. They accepted that mentors told them 

about lesson planning, presentation, practice and production stages. Respondents told that 

mentors told them about brain storming, warmers and about conducting different 

activities in class. Mentees confessed that framework of their teaching practice was 

conveyed to them in proper way and every thing was in written form for mentoring. 

13. How do you feel about mentoring? 

 Majority of respondents mentioned that mentoring had deep impact on their 

personality, teaching and professional life. According to them, mentoring was very 

helpful and advantageous to all mentees. Mentees were emphasizing on long duration of 

formal mentoring or minimum ninety days. Almost all the respondents were in the favour 

of mentoring because they thought that it had magical impact on all mentees. More then 

half of mentees asserted that mentoring should be declared compulsory for all beginner 

teachers, in the field of education. Mentees appreciated mentoring in teaching practice. 
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14. Have you done any reading or research on this subject? 

 In response to this question, majority of the respondents mentioned that they had 

not done any research on this subject. Moreover they told that they had not read a lot 

regarding mentoring. They revealed that mentoring is not a very common subject in 

Pakistan so, hardly common people knew well about mentoring. Many respondents 

acknowledged that mentoring was a new concept for many Pakistani teachers and 

mentees. Many among mentees told that first time during teaching practice, they had 

come to know about the term “mentoring”. 

15. Any comment or suggestion regarding mentoring? 

 Majority of the respondents gave the suggestion that mentoring must be integral 

part of all professional degrees because it assisted a lot in different aspects. Many 

respondents suggested that formal mentoring of more duration up to ninety days would 

be preferable then informal mentoring or formal mentoring of forty days. All mentees 

thought that mentoring could play very vital and precious role in improving the quality of 

education. Mentees suggested that departments should allocate specific funds for such 

mentoring programs. All mentees were in the favour of mentoring of reasonably long 

duration of ninety days. 
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Interviews of mentors and heads of colleges and universities 

A structured interview was designed for mentors and heads/Principals of colleges 

and universities of teacher training institutions. All questions were designed, to know 

about point of view of mentors and heads/Principals of colleges and universities. The 

interview of 15% of the sampling was conducted for clarification of the available data.  

The thematic analysis was carried out for this research study. A qualitative analysis of 

mentor’s responses is given ahead: 

1. Please describe what you do when you work one-on-one? 

In response, majority of the respondents, who were mentors and heads of college 

and universities, mentioned that in one-on-one, they gave guidance, counseling to 

mentees. Respondents pointed out that in mentoring process; they provided emotional 

and psychological support to mentees, which was very effective for them to manage their 

classes. Moreover majority of mentors and heads revealed that mentoring was very 

beneficial and fruitful activity for mentees and through mentoring they had removed the 

problems of mentees regarding teaching. The mentors told that they observed mentees 

during teaching practice and they had provided on-site supervision. After pointing out 

problems, the mentors provided one-on-one mentoring to mentees.  

2. What is your point of view about mentoring in education in Pakistan? 

 In response to this question, majority of mentors and heads of colleges and 

universities, who were the respondents mentioned, that mentoring was very valuable and 

knowledgeable activity for all mentees in teaching practice. According to them mentoring 
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was highly significant and precious for all learners. More than half of mentors and heads 

of colleges and universities suggested that mentoring should be compulsory in Pakistan in 

education because mentees got a lot during mentoring. Mentors and heads of colleges 

mentioned that USA and other developed countries had excelled in all fields due to 

mentoring and specially due to formal mentoring particularly in teaching profession. 

3. It is formal or informal mentoring in Pakistan? 

 In response, majority of mentors and heads of colleges and universities, who were 

respondents, mentioned that mentoring was formal in their colleges and universities. 

Mentors and heads of colleges and universities highlighted the significance and worth of 

mentoring. They acknowledged the fact, that mentoring had brought many positives 

changes in the teaching styles and approaches of mentees but mentees wanted formal 

mentoring with more duration up to ninety days, which could be more useful and 

effective for them. Majority of mentors mentioned that they had all material of teaching 

practice and mentoring in written form consequently it was formal mentoring. 

4. What are benefits of mentoring? 

 In response, majority of mentors and heads of colleges and universities, who were 

the respondents, mentioned that mentoring was extremely effective, beneficial, useful, 

productive and indispensable for mentees and fruitful for new teachers. Mentors and 

heads of colleges and universities pointed out that communication skill of mentees was 

improved due to mentoring. They acknowledged that mentees had learned time 

management and stress management. More than half of mentors and heads of colleges 
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and universities endorsed that mentees had developed problem solving attitude with the 

help of mentors in teaching practice. Moreover respondents mentioned that after 

mentoring, access to teaching material resources was easy for mentees. Some of the 

respondents mentioned that after mentoring the confidence and self-esteem of mentees 

was quite high and they were feeling very comfortable in their classes during teaching. 

5. Do you think mentoring is effective? If yes why? 

 While responding this question, majority of the respondents replied that 

mentoring was very effective and has strong impact on all mentees. They mentioned that 

before mentoring in teaching practice, the teaching techniques of mentees was faulty and 

they were not professionally fully developed. According to mentors and heads of colleges 

and universities, they have removed the problems in teaching of mentees. Another point, 

which majority of mentors and heads of colleges and universities accepted that mentoring 

had broadened the vision of mentees and they had become more mature in their teaching 

profession. Mentors mentioned that after mentoring mentees had become more 

professional, dutiful, punctual and knowledgeable teachers. 

6. What should be role of college / university administration in mentoring? 

 In response, majority of mentors and heads of colleges and universities, who were 

the respondents, mentioned that administration was playing positive role in mentoring. 

Many mentors and heads of colleges and universities mentioned that administration tried 

to provide suitable place and time for mentoring to mentors and mentees. But they 

emphasized that departments should provide funding for mentoring. Moreover many of 
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mentors and heads of colleges and universities propagated the idea that duration of 

mentoring should be extended to ninety days for the level of B.Ed.   

7. What is importance of good relationship in mentoring? 

 While responding this question, majority of the respondents replied that healthy 

and powerful relationship was very important in mentoring process. They highlighted the 

fact that friendly and good relationship maximizes the learning of mentees. They 

accepted that good relationship increased trust level of mentors and mentees, which was 

required for learning. Majority were in the favour that mentees should select their 

mentors, keeping in view their interest and choice. More than half of the respondents who 

were mentors and heads of colleges and universities gave great importance to healthy 

relationship in mentoring. They asserted that if there was mental harmony, conformity 

and good understanding between mentor and mentee, then it would be ideal for learning.  

8. Can you describe some examples of times when you are involved in a 

mentoring relationship? 

 While responding this question, majority of the respondents told their stories and 

gave different examples regarding mentoring relationship.  Almost all mentors and heads 

of colleges and universities quoted examples regarding punctuality, commitment and 

devotion. Almost all respondents agreed that their meetings were object oriented and both 

mentors and mentees were focusing on problematic areas and they tried to solve 

problems regarding knowledge, technique, skills, profession and psychology of mentees. 
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9. Have you been mentored? 

 In response, majority of mentors and heads of colleges and universities, who were 

the respondents, mentioned that they had not been mentored properly by their mentors 

because mentoring was not very common. Few mentioned that they were not mentored 

but they had read a lot about mentoring and had vast experience of teaching so knew well 

about mentoring.  More then half of the respondents mentioned that in modern age, 

mentoring had been given importance otherwise in past it was not so common practice. 

10. How was your experience of mentoring? 

 Majority of the respondents, who were mentors and heads of colleges and 

universities replied that they had not received mentoring but those respondents, who had 

received they mentioned that their experience of mentoring was excellent and wonderful, 

although duration was short. They mentioned that they had learned various techniques 

and suitable methods in teaching from their expert and experienced mentors. Almost all 

the respondents were very satisfied about mentoring, who got mentoring. Some of them 

were not mentored by mentors but many of the respondents told who got mentoring that 

their experience was brilliant, magical, and ideal for learning, which was very helpful in 

practical life and teaching profession.  

11. What are factors which you think are effective in mentoring? 

 Many respondents, who were mentors and heads of colleges and universities, told 

that experience and sociability are key factors in mentoring. They pointed out other factor 

such as: commitment, devotion, interest, good and healthy relationship, motivation, 



 192

inspiration and effective communication, which were very crucial factors in mentoring. 

Moreover respondents mentioned that humanistic and philanthropic approach, sufficient 

time and energy of mentor and mentee, mutual respect and willing to share information, 

were considered important factors for mentoring. Some other factors were highlighted as 

coaching, team working, proper planning and sharing of views, ideas and experience. 

12. Why do you do mentoring? 

 In response to this question of interview, majority of respondents, who were 

mentors and heads of colleges and universities mentioned, that they considered mentoring 

was helpful, useful and productive for mentees. According to them, they wanted to share 

their experiences and wanted to know about the experiences of their mentees. They 

mentioned that they were looking to provide guidance, counseling, coaching and support 

to mentees. Many respondents as mentors and heads of colleges and universities 

mentioned, that it was wonderful to assist mentees in teaching practice and profession. 

13. How did you learn about mentoring? 

 In response to this question of interview, many respondents, who were mentors 

and heads of colleges and universities mentioned, that they had great and vast experience 

of teaching consequently, they had come to know about mentoring through reading about 

mentoring and many were mentored by experienced experts. Majority accepted that 

mentoring was a new concept for many people in Pakistan. They confessed that many 

people in Pakistan could not throw light on mentoring properly.   
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14. What are the principles/concepts/ideas or framework for your practice? 

 In response to this question of interview, many respondents, who were mentors 

and heads of colleges and universities mentioned, that they gave very important and clear 

instructions regarding teaching practice. More over mentors told that they had all material 

in written form for the guidance of mentees. They revealed that they told mentees about 

lesson planning, presentation, practice and production stages. Respondents told that they 

had told mentees about brain storming, warmers and about conducting different activities 

in class. Mentors accepted that framework of their teaching practice was conveyed to 

mentees in proper way. Many forms of evaluation criteria were given to mentees. 

15. How do you feel about mentoring? 

 In response to this question of interview, many respondents, who were mentors 

and heads of colleges and universities mentioned, that they considered mentoring had 

deep and strong impact on the personality, teaching and professional life of mentees. 

According to them mentoring was very helpful and advantageous to all mentees. Many 

respondents who were mentors and heads of colleges and universities were emphasizing 

on formal mentoring of ninety days. Almost all the respondents were in the favour of 

mentoring because they thought that it had magical impact and effect on all mentees. 

16. Have you done any reading or research on this subject? 

 In response to this question, majority of the respondents, who were mentors and 

heads of colleges and universities mentioned, that they had read a lot on this subject of 

mentoring. Moreover they told that they wanted to explore or do research on mentoring. 
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They revealed that mentoring is not a very common subject in Pakistan so, hardly 

common people knew well about mentoring. Many respondents acknowledged that 

mentoring was a new concept for many Pakistani teachers and mentees. 

17. Any comment or suggestion regarding mentoring? 

 Majority of the respondents, who were mentors and heads of colleges and 

universities, gave the suggestion, that mentoring must be integral part of all professional 

degrees because it assisted a lot in different aspects to mentees. Many respondents 

suggested that formal mentoring with more duration of ninety days would be preferable 

to informal or short formal mentoring or training. All mentors thought, that mentoring 

could play very vital and precious role in improving the quality of education. Mentors 

suggested that Government should provide financial support for such a wonderful and 

productive program or departments should allocate specific funds for mentoring. All 

mentors were in the favour of mentoring for all beginners’ teachers. 

DISCUSSION 

Mentoring in teaching practice is vital and beneficial activity for all students of 

B.Ed., who are prospective teachers.  There are various other subjects in B.Ed. but all 

other subjects are based on theory except teaching practice. Teaching practice is a 

practical activity for B.Ed. students. The students have to show practically, what they 

have learnt in theory. Teaching practice is an integrated part of a B.Ed. program. 

Teaching practice is actually a practicum.  After collecting the data, the chi square test 

goodness of fit, was used for analysis of questionnaire and observational check list.  
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  Overall analysis of the research demonstrates: as analysis of questionnaire; 

analysis of interview; and observational checklist; that mentoring is essential for beginner 

teachers and students of B.Ed. In analysis of the data, it was found that mentoring activity 

was present in the selected colleges or universities, but it was formal activity in teaching 

practice. Mentors and mentees acknowledged that it was very effective and beneficial for 

mentees. It was found that mentoring had provided psychological and emotional support 

to mentees, and it had reduced their feelings of isolation and fear. In data analysis, it was 

found that it had increased positive reinforcement, self esteem, inter-personal skills, 

performance, and productivity in teaching, level of commitment, motivation and 

reflection in mentees. Mentoring had made access easy to resources for mentees. 

Moreover it was found that mentoring had improved communication skills of mentees, 

during teaching practice. In data analysis, it was found that mentoring had kept balance in 

teaching practice and it had provided guidance to mentees. It was found that mentoring 

had improved organizational culture and image. In analysis, it was found that it had 

developed sense of worth in mentees and it had discovered the talent of mentees. 

Moreover it was found, that mentoring had decreased frustration and stress in mentees. It 

was found that mentoring had helped mentees in teaching practice and had developed 

qualities in mentees as class handling and class discipline. It was found that mentoring 

had brought many positive changes and mentees were well prepared for teaching.  

 The research studies manifest that mentoring is quite effective such as: (McIntyre 

& Haggar, 1996) had conducted a research study. It was observed regarding findings of 

the research that, those students, who were with mentors or supervisors were much better 

then with out mature and aged person. The study inclined to hold up the supposition that, 
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mentoring had a good effect on students. This research study has also similar findings 

that mentoring is a step toward positive change and those mentees, who got mentoring 

from mentors, are better in teaching practice and model lesson presentation. After 

analyzing observational check list for mentees, it was found that after mentoring in 

teaching practice, the mentees were well dressed, well planned, confident,  motivated, 

balanced in discussion, good self analysis , good body language and good pitch of voice 

in class. Moreover it was found that mentees were looking professionally sound, 

proficient, and knowledgeable, using good methods and approach for teaching, looking 

good at evaluation of student’s performance and mentees were well equipped in class. 

Another important finding was that mentees were quite comfortable in class and mentees 

were trying to solve all problems of class but the chi-square value of this observational 

checklist item was 14.02 which showed that formal mentoring of short duration was not 

sufficient. Mentees needed more assistance in clarifying ideas of student and maintain the 

discipline in class. Mentees needed help in the above mentioned areas. 

 It is found that many researchers have used more then one tool for data collection 

because they want to get reliable data for research. Interview was also used. During the 

analysis of interview, it was found that mentors, mentees and heads had acknowledged 

that mentoring was in progress, but it was formal mentoring of short duration, which did 

not cater the needs of mentees. Moreover it was found, that they all recommended formal 

mentoring with duration of ninety days. Mentors and mentees mentioned that mentoring 

was very beneficial and effective for beginner teachers. Majority of mentors and heads 

mentioned that mentoring was extremely effective, beneficial, useful, productive and 

indispensable for mentees. Mentors acknowledged that mentees had learned time 
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management and stress management, problem solving attitude to some extend and 

communication skills. It was found, that respondents mentioned that after mentoring the 

confidence and self-esteem of mentees was quite high and they were feeling very 

comfortable in their classes. In interview, it was found that all respondents had accepted 

the worth of mentoring and they recommended formal mentoring of ninety days. 

There are various foreign authors, who have tried to measure the impact and 

effect of mentoring, as Butler measured the effects of mentoring on students. He 

hypothesized, that there was a greater improvement in students with mentors, than 

students without mentors. This is a tested in the information that pupils with tutors, 

demonstrated enhancement and betterment in both educational and behavioural areas. It 

is considered valuable and landmark study by educationists (Butler, 2001).  

More over Vygotsky (1978) gave a theory, in which he had pointed out, that 

learning was maximized due to socialization.  He had introduced the concept of, Zone of 

Proximal Development. In this study, the similar thing was found as Vygotsky pointed 

out that social interaction of mentees with mentors had maximized their learning. An 

excellent performance was observed in mentees due to support of mentors.   

Many articles were published in the world and in Pakistan also various articles 

were written on mentoring, such as Kiani and Jumani (2010) have written two articles 

bearing the titles as: Mentoring Model for Research in Higher Education in Pakistan and 

Mentoring Research in Higher Education in Pakistan: An Empirical Study of Student’s 

Perceptions. The two researchers have mentioned in their research article, as title 

“Mentoring Model for Research in Higher Education in Pakistan” that mentoring is an 
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unbolt landscape of original and unique hallucination and brilliant experiences. In 

Pakistan the organization of mentoring in exploration and investigation exists 

unceremoniously and unofficially. It requirements is to be formalized and convert it, to 

be official. The foremost rationale of the study was, to build up an apposite educational 

and academic mentoring representation and reproduction, both for delve into research 

pupils and advisors or supervisors in Higher Education.  

Many research scholars of other countries have conducted researches on 

mentoring in the form of thesis, as Joseph K. Derange did a thesis of master on 

“Beginning Primary Teachers induction and mentoring practices in Papua New Guinea” 

in which the researcher has pointed out three stages or phases of teacher as pre-service, 

in-service and change from student to teacher. The researcher name Joseph has 

mentioned in his findings, that all teachers need mentoring for improvement. According 

to his findings, mentoring assists a lot to beginner teachers in education department. The 

findings of this thesis also show improvement in mentees due to mentoring, which was 

provided by mentors. Peter Hudson (2004) has done a thesis on “Mentoring for effective 

primary science teachers” in which Peter Hudson has mentioned that mentoring plays 

pivotal role in the growth and grooming of primary science teachers. Julian F. Lippi has 

done a thesis on “Doing, Knowing and being: Brining Athena out of the Shadow to 

illuminate the mentoring archetype and guide practice” in which Julia has mentioned that 

teacher and student practically support each other and real practice of knowledge is 

essential and valuable. The findings of this thesis also demonstrate that mentoring in 

teaching practice is valuable for learning. Kulsam has done a thesis on “Mentoring 

relationship for collaborative professional development in Maldivian Primary School.” In 
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this thesis, the researcher has done research on the relationship of mentor and mentee. 

According to her findings, if the relationship is strong then output will be good, otherwise 

it is not very advantageous. The findings of this thesis also show that strong and good 

relationship is very beneficial for learning. 

Different research studies show, that mentoring is very helpful for prospective 

teachers, to learn about new skills and competencies. The findings of various researches 

show, that socialization and assistance of any mature, experienced and skillful individual 

could maximize learning positively. Consequently mentoring or coaching or guidance of 

any experienced person accelerates the learning of new learners or beginner teachers.    

Further researches can be done, on comparative study of mentoring in Pakistan 

and U.K or U.S.A. More over research may be conducted on, effects of mentoring of 

District Teacher Educators on PSTs in Punjab. Moreover, research is needed and 

required, on the impact and effect of mentoring on research scholars and their 

performance in thesis or research project. Some other research projects may be 

conducted, to explore different aspects of mentoring such as: challenges in mentoring 

programs; inculcating leadership qualities through mentoring; role of administration in 

success of mentoring programs; mentoring in administration etc.    
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CHAPTER 5 

SUMMARY, FINDINGS, CONCLUSIONS AND 

RECOMMENDATIONS 

5.1   SUMMARY 

Mentoring is very important process, which may influence the professional 

presentation and performance of mentees and prospective teachers. The research was 

conducted to find out the situation of mentoring in Pakistan, benefits of mentoring, views 

of mentors and mentees at National University of Modern Languages Islamabad, Federal 

College of Education H-9 Islamabad, Pir Mehr Ali Shah Arid Agriculture University 

Rawalpindi, Govt Elementary College for Teachers Women, H-9 Islamabad, Govt, 

College for Elementary Teachers, Saidpur Road, Rawalpindi and Bilquis College of 

Education for Women P.A.F Chaklala Rawalpindi. The objectives of the research study 

were as: (1) to identify the existing situation of mentoring; (2) to identify factors involved 

in mentoring trainee teachers; (3) to analyse the existing informal and formal mentoring 

system for trainee teachers; (4) to assess the benefits accrued because of mentoring; (5) to 

examine the views of the mentees and mentors about the effectiveness of mentoring on 

their achievement. All heads/Principals, supervisors, teachers and 948 students of B.Ed. 

of above mentioned colleges and universities were included in the population of the 

study. Total sample of the study was 352, in which 274 students of B.Ed., and 72 

teachers, supervisors and 6 heads/Principals of the universities and colleges were selected 

for research study. In chapter two, comprehensive review of literature was done, to know 
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the opinion of different authors and writers regarding mentoring. The books of many 

foreign and Pakistani authors were read about mentoring, and crux of that literature is 

jotted down in review. In chapter three, it is stated that the data were collected personally 

by the researcher, and the researcher used a questionnaire of five point likert scales for 

mentors and mentees. Moreover, a self developed observational checklist was used to 

observed mentees. An interview was also conducted of 15% of sample size, to know the 

opinion of mentees and mentors regarding mentoring. Chi-square test goodness of fit was 

used for data analysis. Moreover, percentage was used for interpretation and better 

understanding of readers. In chapter four, analysis of the research is presented in the form 

of tables, as well as in descriptive form for clarity of readers. All the results clearly 

supported that mentoring had strong and deep effect on the performance of mentees. It 

was observed that mentees were very calm, composed and confident due to mentoring. 

Mentors and mentees confessed that formal mentoring was used but it had short duration. 

It was found that mentoring had provided psychological and emotional support to 

mentees, and it had reduced their feelings of isolation and fear. After data analysis, it was 

found that it had increased positive reinforcement, self esteem, inter-personal skills, 

performance, productivity in teaching, level of commitment, motivation and reflection in 

mentees. Mentoring had made access easy to resources for mentees. Moreover, it was 

found that mentoring had improved communication skills of mentees during teaching 

practice. In data analysis, it was found that mentees had kept balance in teaching practice 

due to mentoring, and it had provided guidance to mentees. It was found that mentoring 

had improved organizational culture and image. In analysis, it was found that it had 

developed sense of worth in mentees, and it had discovered the talent of mentees. 
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Moreover, it was found that mentoring had decreased frustration and stress in mentees. It 

was found, that mentoring had helped a lot mentees in teaching practice. It was found, 

that mentoring had brought many positive changes in mentees, and mentees were well 

prepared for teaching. After analyzing observational check list for mentees, it was found 

that after mentoring in teaching practice, the mentees were well dressed, well planned, 

confident, maintained good discipline, motivated, balanced in discussion, good self 

analysis , good body language and good pitch of voice in class. Moreover, it was found 

that mentees were looking professionally sound, competent, and knowledgeable, using 

right methods for teaching, looking better at evaluation of student’s performance, and 

mentees were well equipped in class due to mentoring. Another important finding was 

that mentees were quite composed in class and all mentees were trying to solve all 

problems of class, but some of them were feeling problems. In the analysis of interview, 

it was found that mentors, mentees and heads had acknowledged that formal mentoring 

was in progress, because every thing was in written form and there was no informal 

mentoring. Moreover, it was found that they all recommended formal mentoring of 

reasonable long duration in Pakistan. Majority of mentors and heads mentioned that 

mentoring was extremely effective, beneficial, useful, productive and essential for 

mentees. Mentors acknowledged that mentees had learned different things as: time 

management, and stress management; problem solving attitude, and communication skills 

during mentoring in teaching practice. 
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5.2 FINDINGS 

 There were various findings of the research study, which are given ahead but the 

major finding of the study was that mentoring enhances performance of mentees in 

teaching practice, and mentoring is very beneficial and fruitful for prospective teachers. 

1. Majority of mentees and mentors (84%) showed a significant agreement, and 

acknowledged that they had received support or had supported and it was found in 

the analysis (Table no 4.1 and 4.34). 

2. Majority of mentees (85%) and mentors (86.11%) showed a significant 

agreement, and accepted that they had got coaching or provided coaching to the 

mentees and it was found in the analysis (Table no 4.2 and 4.35). 

3. Majority of mentees (84.3%) and mentors (93.04%) showed a significant 

agreement, and acknowledged that mentoring activity was found present in all 

selected institutions and it was found in the analysis (Table no 4.3 and 4.36). 

4. Majority of mentees (90.5%) and mentors (86.1%) showed a significant 

agreement, and acknowledged that mentoring activity was formal in all selected 

institutions and it was found in the analysis (Table no 4.4 and 4.37). 

5.  Majority of mentees (78%) and mentors (88.88%) showed a significant 

agreement, and accepted that goals and objectives of mentoring were known to 

mentors and mentees and it was found in the analysis (Table no 4.6 and 4.39). 

6. Majority of mentees (73.72%) and mentors (94.43%) showed a significant 

agreement, and accepted that mentor and mentee had proper planning for 

mentoring as depicted in (Table no 4.7 and 4.40). 
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7. Majority of mentees (78.83%) and mentors (69.43%) showed a significant 

agreement, and accepted that mentoring process explored complex and difficult 

issues as it is portrayed and displayed in (Table no 4.8 and 4.41). 

8. Majority of mentees (85.76%) and mentors (72.21%) showed a significant 

agreement, and acknowledged that mentoring process provides psychological 

support to the mentees as it is shown and depicted in (Table no 4.9 and 4.42). 

9. Majority of mentees (75.18%) and mentors (84.71%) showed a significant 

agreement, and agreed that mentoring had increased positive reinforcement as it is 

shown in (Table no 4.11 and 4.44). 

10. Most of mentees and mentors showed a significant agreement, and accepted that 

mentoring had enhanced self esteem, inter-personal skills, performance, and 

productivity in teaching, level of commitment, motivation and develop reflection 

in mentees. All these findings are visible in (Tables no 4.18, 4.51, 4.20, 4.53, 

4.23, 4.56, 4.24, 4.57, 4.26, 4.59, 4.32, 4.65, 4.10 and 4.43). 

11. Majority of mentees and mentors showed a significant agreement, and accepted 

that mentoring had made access easy to resources for mentees as it is depicted in 

(Table no 4.12 and 4.45). 

12. Most of mentees and mentors showed a significant agreement, and accepted that 

mentoring had improved communication skills as oral and written communication 

of mentees during teaching practice as shown in (Table no 4.13 and 4.46). 

13. Majority of mentees and mentors showed a significant agreement, and 

acknowledged that mentoring had kept balance in teaching practice and it had 

provided guidance to mentees as visible in (Table no 4.16, 4.33, 4.49 and 4.66). 
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14. Majority of mentees and mentors showed a significant agreement, and accepted 

that mentoring had improved organizational culture and image as shown in (Table 

no 4.22 and 4.55). 

15. Majority of mentees and mentors showed a significant agreement, and accepted 

that mentoring had developed sense of worth in mentees and it had discovered the 

talent of mentees as depicted in (Table no 4.19, 4.21, 4.52 and 4.54). 

16. Majority of mentees and mentors showed a significant agreement, and accepted 

that mentoring had decreased frustration and stress in mentees and mentees were 

feeling comfortable in classes as shown in (Table no 4.17 and 4.50). 

17. Majority of mentees and mentors showed a significant agreement, and accepted 

that mentoring had brought many positive changes in mentees and mentees were 

well prepared for teaching as shown in (Table no 4.27 and 4.60). 

18. After analyzing observational checklist for mentees, it was found that mentors 

showed a significant agreement, and accepted that after mentoring in teaching 

practice, the mentees were well dressed, well planned, confident in tone and body 

language, motivated, balanced in discussion, good at self analysis, suitable body 

language and reasonable pitch of voice in class as depicted in (Table no 4.67, 

4.68, 4.69, 4.73, 4.74, 4.76, 4.77, 4.78 and 4.79). 

19. It was found that mentors showed a significant agreement, and accepted that 

mentees were looking professionally sound, competent, knowledgeable, using 

right methods for teaching, looking good at evaluation of student’s performance 

and mentees were well equipped in class after mentoring as shown in (Table no 

4.80, 4.81, 4.82, 4.83, 4.84, 4.85 and 4.87). 
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20. The findings show that mentees were looking comfortable in classes and they 

assigned home work to students as depicted in (Table no 4.86 & 4.89). 

21. It was found that mentees maintained discipline in class to some extent and all 

mentees were unable to clarify all concepts and all mentees were unable to solve 

all problems of students as depicted in (Table no 4.70, 4.71 and 4.88).   

22. It was found in thematic analysis of interview that formal mentoring of short 

duration was found present and respondents told that mentoring was very 

beneficial and effective for pedagogical and professional development of mentees. 

5.3  CONCLUSIONS 

In the light of the analyzed data, these conclusions were drawn that: 

1. It is concluded that mentoring is found to be formal in the particular institutions, 

because every thing was planned and systematic in mentoring but this mentoring 

had forty days duration, which is short span of time. 

2. It is concluded that factors of mentoring were experience, sociability 

commitment, devotion, interest, healthy relationship, motivation, inspiration, 

effective communication, planning, coaching and team work. 

3.  Objectives and goals of mentoring were known to mentees and mentors and they 

had proper planning for formal system of mentoring. 

4.   Mentoring has made access easy to resources for mentees and mentees have 

learnt to keep balance in teaching and discussion in classes. 
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5.  Mentoring has discovered the talent and hidden abilities of mentees and as a 

result mentees developed good skills to manage class and control the students or 

learners. 

6.  Guidance and counselling was provided to mentees during teaching practice, 

consequently they brought positive changes and had learnt to improve 

organizational culture and reputation. 

7.  The habit of proper planning had developed in mentees during teaching practice 

due to mentoring. More over mentees developed the habit of good dressing, and 

encouraging students to excel in life. 

8. Mentoring had inculcated good body language in mentees and they had learnt to 

maintain good pitch of voice for better understanding of learners. 

9.  It is concluded that mentoring had made mentees professionally very sound, 

proficient, competent and knowledgeable. 

10.  Keeping in views the comments of respondents, it is concluded that mentees and 

mentors had developed good sense of self evaluation and student’s evaluation 

which support them in achieving goals and objective. 

11. It is concluded that mentoring had improved the performance of mentees and they 

feel comfortable, confident and more ready for teaching.  

12. It is concluded that mentoring provides emotional, psychological, professional 

and ethical support to mentees consequently mentees use appropriate methods and 

approaches in teaching and perform well. 

13. Mentoring develops inter-personal skills in mentees, so they become good at 

communication and they express themselves vividly and clearly. 
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14. Mentoring is very essential and beneficial for mentees and it has been discovered 

that they have received support and coaching from mentors consequently they 

learnt handling of pressure and stress management. 

15. It is concluded, that mentees maintained discipline in class to some extent but all 

were unable to clarify all concepts and all mentees were unable to solve all 

problems of students so they need more time for these issues. 

5.4  RECOMMENDATIONS 

On the basis of findings and conclusion, the following recommendations were 

made:   

5.4.1 Duration of Mentoring 

It is recommended, that the duration of formal mentoring may be extended up to 

ninety days, consequently the pedagogical skills of prospective teachers can be enhanced 

for their teaching learning process. 

5.4.2 Provision of Specific Place  

It is recommended, that mentoring may be given great importance and particular 

places may be allocated for mentoring in colleges and universities, so mentees and 

mentors discuss all aspects of teaching as maintaining discipline, and using of best 

teaching methods etc, in peaceful atmosphere. 
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5.4.3 Allocation of Specific Funds in Educational Budget 

It is recommended, that departments may allocate specific amount in educational 

budget for mentoring, so mentors may use their all characteristics and expertise for 

mentoring in better way. 

5.4.4 Bestow of Incentives and Rewards  

It is recommended, that incentives and rewards may be given to mentors for better 

working and performance in the form of appreciation letters or certificates or promotions, 

consequently positive change and reinforcement may be visible regarding mentoring. 

5.4.5 Suggestions for Future Researches 

1. It is recommended, that research may be conducted on the challenges in 

mentoring programs during teaching practice at M.A Education level in Pakistan. 

2. It is recommended, that research may be conducted on inculcating leadership 

qualities through mentoring programs in Pakistan. 

3. It is recommended, that research may be conducted on role of administration in 

success of mentoring programs in any Government and private organization. 

4. Researchers and educationists may work on this valuable topic and they may give 

suggestions, regarding improvement in mentoring program in Pakistan. 

5. It is recommended, that research may be conducted on distance mentoring and E-

mentoring in education and administration in Pakistan.  

6. Further studies may be conducted, in order to know the impact of mentoring in 

business organizations in Pakistan, because it needs exploration in this area. 
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7. Research may be conducted on the effects of mentoring on research scholars and 

their performance in thesis or research project due to mentoring. 

8. It is recommended, that research may be conducted on the fields of engineering, 

medical and human resource development etc.  

9. It is recommended, that more researches may be done on comparative study of 

mentoring in education between Pakistan and U.K or U.S.A or Australia, to know 

the similarities and differences of mentoring programs. 

10. It is recommended, that research may be conducted on effects of mentoring 

through District Teacher Educators on PSTs in Punjab, because DSD has been 

executing a mentoring program for DTEs and PSTs in Punjab. 
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Questionnaire   for mentees and mentors                                           ANNEXURE A 

Name:  ____________________________________      

College/University Name: ____________________ 

Date: ______________________________________ 

I am student of Ph.D Education and I am conducting a research on “Mentoring in 

Teaching Practice at B.Ed Level in Islamabad/Rawalpindi: An analysis”. In this regard 

your opinion is required. So kindly fill this questionnaire. Your information will be kept 

secrete and it will be used only for research purpose. 

Name: Saeed Anwar. 

Education: Ph.D Scholar in Education Department. 

University: International Islamic University Islamabad. 

NOTE: Respond to a series of statements by indicating whether you strongly agree (SA), 

agree (A), undecided (U), disagree (D) and strongly disagree (SD) with each statement. 

Some statements are open ended so you are required to justify if agree with statements. 

S.No Statements SA A U D SD 

1 You support or get support from any one in teaching practice. 

2 You do coaching or get coaching from any one in teaching practice. 

3 Mentoring is an activity in Your College/University. 

4 Mentoring is a formal activity in Your College/University. 

5 Mentoring is an informal activity in Your College/University. 

6 Goals and objectives of mentoring were known to you. 

7 Mentor and Mentee have proper planning for mentoring. 

8 Mentoring process explores complex and difficult issues. 

9 Mentoring process provides psychological support to the mentees. 
If yes how? If not why?_________________________________  
_____________________________________________________ 

10 Reflection is important in mentoring process. 

11 Mentoring increases positive reinforcement in mentees. If yes how? 
If not why? _____________________________________________ 
______________________________________________________ 

___________________________________________________ 
12 Mentoring makes access easy to resources for mentees. 
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13 Mentoring increases personal communication skills of mentees. 

14 Mentoring develops insights to teaching strategies. 

15 Mentoring reduces the feelings of isolation of mentees. 

16 Mentoring gives guidance to the mentees. Mention in what way it 
provides guidance? ______________________________________ 

___________________________________________________ 
17 Mentoring decreases frustration and stress in mentees. 

18 Mentoring increases self-esteem of mentees. 

19 Mentoring develops sense of self worth in mentees. 

20 Mentoring increases inter-personal skills in mentees. 

21 Mentoring discovers the talent of mentees. If yes, how? If not 
mention reasons? _______________________________________ 
_____________________________________________________ 

22 Mentoring enhances organizational culture and image. 

23 Mentoring improves the performance of mentees. 

24 Mentoring increases the productivity in teaching profession. 

25 Mentoring makes stronger work ethics. 

26 Mentoring increases the level of commitment to school goals. 

27 Mentees feel that they are prepared in better way after mentoring. 

28 Mentoring gives emotional support to mentees. 

29 Mentoring is positive change agent in education. 

30 Mentoring is helpful in teaching practice. 

31 Mentoring is effective for new teachers. If yes how? If not mention 
reasons? ______________________________________________ 
_____________________________________________________ 
 

32 Mentoring motivates the teachers and mentees. 

33  Mentoring keeps balance in teaching. 
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INTERVIEW OF MENTEES  ANNEXURE B 

1. Please describe what you do when you work one-on-one? 

2. What is your point of view about mentoring in education in Pakistan? 

3. It is formal or informal mentoring in Pakistan? 

4. What are benefits of mentoring? 

5. Do you think mentoring is effective? If yes why? 

6. What should be role of college / university administration in mentoring? 

7. What is importance of good relationship in mentoring? 

8. Can you describe some examples of times when you are involved in a mentoring 

relationship? 

9. How was your experience of mentoring? 

10. What are factors which you think are effective in mentoring? 

11. Why do you get mentoring? 

12. What are the principles/concepts/ideas or framework for your practice? 

13. How do you feel about mentoring? 

14. Have you done any reading or research on this subject? 

15.  Any comment or suggestion regarding mentoring? 
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INTERVIEW OF MENTORS AND HEADS    ANNEXURE C 

1. Please describe what you do when you work one-on-one? 

2. What is your point of view about mentoring in education in Pakistan? 

3. It is formal or informal mentoring in Pakistan? 

4. What are benefits of mentoring? 

5. Do you think mentoring is effective? If yes why? 

6. What should be role of college / university administration in mentoring? 

7. What is importance of good relationship in mentoring? 

8. Can you describe some examples of times when you are involved in a mentoring 

relationship? 

9. Have you been mentored? 

10. How was your experience of mentoring? 

11. What are factors which you think are effective in mentoring? 

12. Why do you do mentoring? 

13. How did you learn about mentoring? 

14. What are the principles/concepts/ideas or framework for your practice? 

15. How do you feel about mentoring? 

16. Have you done any reading or research on this subject? 

17.  Any comment or suggestion regarding mentoring? 

 

 



 240

OBSERVATIONAL CHECKLIST FOR MENTEES          ANNEXURE D 

S. No    Statements                     YES NO 

1. Teacher is well dressed in class.   

2. Teacher is well planned in class.    

3.  Mentoring enhances confidence of a teacher.  

4. Teacher clarifies in better way his students.  

5. Teacher maintains good discipline in class.  

6. Teacher keeps good eye contact with students.  

7. Teacher looks very motivated in class.      

8. Teacher motivates well to students in class.   

9. Teacher uses all resources in good way in class.  

10. Teacher keeps balance in discussion in class.  

11. Teacher does good analysis of self and students in class.  

12. Teacher has good body language in class.  

13. Teacher has good pitch of voice in class.   

14. Teacher looks more competent in class.  

15. Teacher looks professionally sound in class.  

16. Teacher looks very knowledgeable in class.  

17. Teacher uses appropriate method of teaching in class.  

18. Teacher evaluates students well in class.   

19. Teacher evaluates his performance in class.  

20. Teacher assigns homework in class.  

21. Teacher is well equipped in class.  

22. Teacher solves all class problems correctly in class.  

23. Teacher looks very comfortable in class.  
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ANNEXURE E 
   

A list of experts and educationists, who gave valuable suggestions for the validation 
and amendment of questionnaires 

 
S/no.  Name  Designation Department  Institutions 

 

1  Prof. Dr. N. B. Jumani Dean & HOD  Education  IIU  Islamabad 
 

2  Prof.Dr.Mumtaz 
Ahmed  

Director  IRI  IR  IIU  Islamabad 
 

3  Dr. Qandil Abbas Asst. Professor IR QAU  Islamabad 
4  Lt. Col  (R) Dr. 

Manzoor Arif 
Resource 
Person 

Education  Arid Agriculture 
University RWP

5  Dr.Arshad Dar   Lecturer  Education  Arid Agriculture 
University RWP

6  Dr. M. Bahlol   Asst. Professor Education  FJWU RWP 
 

7  Dr. Muhammad Afzal SSS Education  GCET Rawalpindi 
8  Dr. Aftab Mughal    Assistant 

Regional 
Director 

Education  AIOU  
Islamabad 

 

9  Dr.Gul Zaid Satti  SHM  Education  GBHS Milath 
Collony RWP

10  Dr. Rabia Izhar SSS Education  GCET Islamabad 
11  Dr. Saira Syed   SSS  Education  GCET Islamabad 

 

12  Dr. Jamil Bajwa   Asst. Professor Education  FCE Islamabad 
 

13  Dr. Nafees Ahmed  Lecturer  Education  SCE RWP 
 

14  Dr.Khalid Mehmood  SSS  Education  GBHSS Islamia No 
1 RWP

15  Dr. Idress Malik  SSS  Education  GBHSS Islamia No 
1 RWP
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ANNEXURE F 

 Mentees Institution wise Sample of the Study 

Sample of mentees from every college/University is given for clarity of the readers 

  

Sr. No.  Name of 
College/University

Population Sample size 

1  Pir Mehr Ali Shah 
Arid Agriculture 
University, RWP. 

 

73 22 

2  GCET for Women 
H-9 Islamabad. 

 

78 24 

3  Federal College of 
Education H-9 
Islamabad. 

128 38 

4  NUML Islamabad. 
 

46 14 

5  GCET Rawalpindi. 
 

45 14 

6  Bilquis College of 
Education for 
Women RWP. 

 

558 162 

Total Sample of Mentees 948                                274 
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