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Abstract 

The over all functions of education is changing the behavior of the leamers so 
as to make them playa proactive role in a changing world. The roles will be 
played if teachers are professionally competent and transmit knowledge, skills 
and attitudes. To strengthen this competency, the attention given to teachers, 
particularly to be engaged in men to ring teachers as a mentor and men tee is a 
basis for their professional development, is promising. Thus, the purpose of 
this study was to examine systematically the practices and challenges of 
mentoring in govemment high schools of Addis Ababa. Accordingly, the mojor 
variables were the Purposes of the mentoring, Practices of mentees and 
mentors, Orientation and Training on Mentoring, Timing and Frequency of 
meetings for discu ssions, Judgments of the practices of mentoring, and 
Challenges/ Barriers of men to ring were the fo cus of the study. In order to 
achieve the pUlpose of the study, a descriptwe survey method was employed. 
The study w as conducted in three sub-cities found in Add is Ababa that were 
selected based on simple random sampling technique . Among 15 h igh schools 
in these three sub-cities, 8 were selected with stratified random samplll1g 
techniques. From 8 high schools, all mentees and mentors were selected 
purposefully. Moreover, 6 officials of sub-cities educational departments (i.e., 2 
from each sub-city) and 2 from AAEB were also selected purposefully too. Data 
were gathered from sample respondents through a s urvey questionnaire, 
inte rview, and data analysis. The data were analyzed using statistical tools 
such as frequency count, percentage, mean, and t-test were used for data 
analysis. The findings of the study revealed that mentees do not have 
awareness that mentoring program comes out with built team spirit and 
shared wisdom that pertain cooperation when compared with mentors. As to 
the practice of relationship, both mentees and mentors have relatively a wide 
gap to put their expected roles, skills, responsibilities and qualities into 
practice. In addition, orientation and training given was not adequate, long 
lasting and continuous, and; timely. On the other hand, the major challenges 
experienced were poor clarity ' of roles, lack of well experienced expertise 
regarding mentoring and the absence and mal distribution of hand book and 
course materials for mentees and mentors. In general, the current practices of 
mentoring was judged as being less effective in achieving the major objectives 
that it intended to serve. Therefore, due emphasis should be given on 
improving the mentoring activities by being proactive toward the success. 
Moreover, timely, adequate and appropriate orientation and/ or training on 
mentoring and its elements should be focused on in order to build commitment 
and team spirit . All the suggestions should be taken as a package and needs 
joint planning and monitoring and evaluation. 

VI,., 



CHAPTER ONE 

THE PROBLEM AND ITS APPROACH 

This chapter deals with the background of the study, statement of the 

problem, objectives, sign ificance, delimitation and limitations of the 

study. 

1.1 Background of the Study 

Education functions in changing the behavior of the learners so as to 

make them responsive in a changing world . It will be taken to mean any 

long term learning activity aimed a t preparin g individuals for a variety of 

roles in society: as citize n s workers and members of family groups 

(Cole,1997 , p. 271). This purpose of education is attained when quality 

education is delivered. The provision of quali ty education m ay depend on 

the avai lability, access and proper utilization of inputs. Among the 

inputs, the role and competency of teachers are very immense. 

Teachers have key roles in providing quality education to the c itizens . 

The expected roles of teachers are enhanced by exposing them to further 

education and training so as to make th em upgrade and update their 

profession. This has an effect on the effectiveness of quality education . 

In 2002, the Ministry of Education designed Teacher Education System 

Overhaul (TESO) based on the findings and recommendation given from 

the research entitled "The Quality and Effectiveness of Teacher 

Education in Ethiopia" (Ministry of Education, 2004, p. 2). 

TESO focuses on the teachers devf:lopment program (TOP) despite 

teachers have key roles in providing quality education to the citizens 
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(Ministry of Education , 2004, p.l). Two years ago, TDP was introduced 

officially in our country- Ethiopia . The program entailed different Issu es. 

One of them is induction-the training sche me for the newly deployed 

teac hers through mentoring for two consecutive years . 

The concern of this study was one form of empowerin g teachers by 

experienced workmates through m ento ring. Mentoring is the process of 

helpin g another learns and en hances their professional role . As Da rling­

Ha mmond (2000) stated , mentoring is also used for training purposes. 

On top of th is , he defined mentoring as : 

" Mentoring is a nurtu ring process in which a more skilled or 

mr,re experienced person , serving as ro le model , teachers 

and sponsors encourages, counsels, and befriends a less 

skilled or less experienced person for the purpose of 

promoting the latter's p rofessional and/ or personal 

developmen l Mentoring function s a re carried out within the 

context of an ongom g a nd ca nng relationship between the 

m entor and the protege" (p . 9). 

This description embraces the elements like nurturing process and 

caring relationships. The nurturing process and ever-caring rela tionship 

depict the interactive process occurring between individuals of different 

levels of experience . 

Mentoring is a process 111 which one person (mentor) is responsible for 

overseeing the career and development of another person (mentee) 

outside the norma l manager / subordinate relationship (Clutterbuck, 

2001, p. 3). 
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Mentoring has varied history in organizational life. "Mentoring as [: 

concept and practice is by no means n ew. Its origin dates back to Greek 

mythology, with the history of mentoring, in Homer's Odyssey" (Klasen , 

2002 , p. 5). During those days, mentoring wa s equated with a n adviser 

a nd a friend. But, today mentoring becomes beyond advising. It is a 

method that recognizes th e gap of formal education and aimed at 

bridging the gap . 

Klase n (2002) describe th e effectiveness and importance of mentoring as 

fo llows: 

"Mentoring is seen a s an effective method of enhancing the 

development of people, precisely because it typically 

improves both learning retention as well as the trans fer of 

the learned inform ation to real li fe s ituations - the work 

place"(p. 6 ). 

1.2 Statement of the Problem 

It is believed tha t m entoring teachers is assumed to help the education 

system by assisting the newly deployed teach ers in different aspects . 

This is to mean that it enables them to socia lize themselves with the 

existing situations in a certain schools or institution s . Furthermore, 

mentoring enhances the abilities of both the m entor an d mentee , so the 

school benefited from the increased efficiency. 

To this effect , Fletcher (2000) pointed out that m en toring IS a process 

whereby skills change. A men toring relationship enables teachers to cope 

with change and enables change within teaching too (p . 2). However, its 
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practicality is challenged by differen t factors like organizational issues 

and relationship issues. Clutterbuck (2001) describes proble m s facing 

mentoring in line with the following poin ts. pp . 113-11 4 . 

v' . Poor planning and preparation: unclear program objectives, 

failure to gain the public endorsement of senior managers , and 

u n der-resourcing the program a re a ll common failings. 

• Poor c larity of role: failu re to distinguish between the roles of the 

li ne manager and the mentor leads to confusion and sometimes to 

confl ict between mentor a nd line m a nager. 

Regarding relationship issues, the forgoing author states that expecting 

too much of each other a re another cha llenges to mentoring. If ei ther the 

mentor or mentee brings a set of unrea lis tic expectations to the 

relationship, this is unlike ly to be helpful. That is when mentee rea lizes 

the mentor is unable to transmit his or her message ; the men tee may feel 

resentful and betrayed (pp. 121-122). 

From experience, the researcher recogn izes tha t the perception the 

men tee has towards the mentor is reflected as he/ she is assumed to 

himself/herself a trained teacher. Bes ides, proble m s like follow up gap, 

t ime m a n agement failure, and facilities seems a great bottleneck for the 

achievement of the m entoring practice . 

The purpose of this study is , therefore, to assess the prac tices and 

cha llenges of mentoring in Add is Ababa High Schools a n d to forward 

possible recommendations based on the findings. To this end, the study 

tries to a n swe t- the foll owing research questions. 

1. To what extent do schools implem ent mentoring teachers as a n 

organized system? 
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2. What a re the improvements seen as a result of prac ticing 

mentoring teachers in sch ools? 

3 . What are the factors affecting school m entoring teachers? 

1.3 Objective of the Study 

As indicated above the m ajor objective of this study is to systematically 

examine the overall practi ces , and identify the potential challenges of 

mentoring activ ities in high sch ools of Addis Ababa city administration . 

Accordingly, the specific objectives of this study are to: 

• assess the purposes of mentoring program; 

• assess mentoring implementation; 

• examine improvements gained through m entoring; and 

• identify the challenges hindering the practice of mentoring and 

forward possible solutio ns lhat alleviate these proble m s. 

1.4 Significance of the Study 

Mentoring teachers was introduced into schools by the initia tion of the 

government two years ago. Thus, its practice is a recent phenomenon in 

the education system of Ethiopia. The researcher, therefore, believes that 

this study has paramount importance in the following ways. 

• It may help the education officials to pay due attention to the 

practice of mentoring at school levels . 

• The study may help the teach ers to have clear understanding 

about the benefits of mentoring in developing teacher s' career 

which in turn improve the achievement of students. 
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• It could provide feedback on the strength and weakness of 

men toring practices. Th us, education officials at each 

administrative level, and school di rectors m igh t well use the 

fin d ings an d recom mendations of the stu dy to reconsider or revise 

the curren t mentor ing practices in th eir schools and take remedial 

actions. 

• It may initiate and encourage others to carry out further rigorous 

study in wider scope and depth; and may also serve as a 

documentary source for future study. 

1.5 Delimitation of the Study 

This study was entitled with the practices anci challenges of mentoring in 

government high schools of Addis Ababa city Administration. Although 

there are di fferen t issues in mentoring activities, th is study is de limi ted 

to themes such as mentor- me n tee rela tionsh ips and perceptions, setting 

u p of the mentoring program, monitori ng and evaluation, and problems 

encountered during the implementation of th e mentori ng program . It also 

covers th e government high schools of Addis Ababa and the time from 

TDP commences (2000 E.C). 

1.6 Limitations of the Study 

The limi tations of this s tudy include lack of access to pu blished rt;-fe ren ce 

materia ls especia lly on m entoring. Unfortu na tely, th e t ime schedu led for 

da ta gath erin g has overl apped with fi na l exam period of some 

in s ti tutions . As a result, it was so d iscou ragin g to get teachers at the 

limited t ime resou rce s ince the stu dy was carried out a long the teacher's 

regular work. In addition , lack of coope ration from some institutions was 

a lso another constrain t to collect data from relevant sources at the 
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a nticipated time. The power of the above problems, however, were 

challenged by repeated travels of the researcher to these in s titu t ions and 

frequently foll owed up the respondents to collec t th e questionnai res . 

1.7 Operational Definitions of Key Terms 

Induction: the process of adm itting or introducing an individua l as a 

member of a di stinct entity . 

Mentoring: The induction of new comers to the inner networks of the 

school and is a process (correla tion) with in a men tor and a 

me n tee(a nd within a peer grou p of mentees) in the 

atmos p here trust, friendship, respect and taking care of each 

other in respect of pedagogical acting." 

Mentor: experien ced in subject teach ing and learning who is a trusted 

counselor or guide 

Mentee: Newly quali fied and deployed teachers who is willing to learn in 

a peer group of m en tees 
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1.8 Organization of Study 

This study has five chapters . The firs t pa rt deals with background of the 

study, research problem, a nd its a pproac hes. Then the review of rela ted 

literature appears in chapter two . The third and the four th chapters t reat 

the research des ign a nd m ethodology, a nd presentation and 

interpretation of the data respec tively. Fina lly , the fifth chapter presents 

summary, conclusion, a n d recommendations of the study. Bibliography 

a n d appendices are a lso attached at the end. 
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CHAPTER TWO 

REVIEW OF RELATED LITERATURE 

2.1 The Nature and Concept of Mentoring 

In respon se to the many problem s faced by the novice teacher, some 

states a nd school districts have established induction program for the 

provision of assistance during the first years of teaching (Huling-Austin, 

1992, p. 49). Teacher induction program offer support and guidance . to 

new teachers through mentoring, workshops, add itional training, and 

on-the-job assessments . It also uses different activities "to orient, 

support, assist, train, and assess teachers within their first two years of 

employment 111 schools . These activities are entirely included in 

mentoring. 

Mentoring is a critical topic in education today and a favored stmtegy un 

teacher induction. Besides creating new career opportunities for 

experienced teachers, assigning mentors to work with beginning teachers 

represents an improvement over the a brupt and unassisted entry into 

teaching that characterizes the experience of many beginner teachers. 

Still, the promise of mentoring goes beyond helping beginner teachers 

survive their first year of teaching. If mentoring is to function as a 

strategy, it must be linked to a vision of good teaching, guided by an 

understand ing of teacher learning, a nd supported by a professional 

culture that favors collaboration and inquiry. 

Mentor teachers a re an important link in the process for developing 21 st 

century teachers . Their beliefs and actions have direct impact on what 

student teachers do and lea rn during their field experience. They provide 
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guidance in terms of pedagogy and "real world" classroom experience 

(Bey, 2006, p. 76). 

According to Ind iana Professional Standards Board (2007) the mentor 

"embodies knowled ge, reflection, insight, wisdom, cleverness, and 

intuition." (p . 62). Mentors ca n provide beginning teachers with pra ctical, 

s pecific h elp 111 working with studen ts and parents, provid in g 

instruction, and dealing with the school environment . 

2.1.1 Definitions of Mentoring 

Different scholars define mentoring differently. Accord ing to Care (1993) 

mentoring is a phenomenon of using carefully chosen and assigned 

individuals to guide and advice individuals so as to help them in their 

professiona l development. 

For Tillman (2000) mentoring is the process of forming a nd m aintaining 

an inten s ive and lasting developmental relationship between a senior 

person (the mentor) a nd a junior person (the protege, if m a le; or protegee , 

if female). 

Similarly, Sweeny (2000) defined mentoring as : 

"Mentoring IS a nurturing process In which a more 

experien ced person, serving as a role model, teachers and 

sponsors encourages, counsels, and be fri end s a less s killed 

or less experienced person for the purpose of promoting the 

la tter's professional a nd/or personal development. Mentoring 

functions are carried out with in the context of an ongoing, 

canng relationship between the mentor a nd the protege." 

(p. 2 1) . 

With regard to this, Clutterbuck (2001) define mentoring as a process in 

which one pe rson (mentor) is responsible for overseeing the career and 
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development of anoth er perso n (me n tee) outsid e the normal manage r/ 

subord inate re lationship . 

As to Conway (1 998) mentoring I S a private relations hip between two 

individua ls based on a mutual desire for development towards an 

organizationa l objective . 

According to Kl asen (2002 ) mentoring IS a process which supports 

learning and development and thus performa nce improvements, either 

for an individual, team, or bus iness . 

For Fletcher (200 1) mentoring is the term, now in wide use within many 

professions tha t re flects the potential of a one-to-one professional 

relation s hip tha t can simultaneously empower and enhance p ractice ... . 

It is often used in the context of education to describe a combination of 

coaching, counseling and assessment, where a classroom teacher in a 

school is de legated responsibility for assisting pre-service or newly 

qualified teachers in their professional development. 

As to Anderson, cited in Sikes (1997) mentoring is defined as a nurturing 

process in which a more skilled or more experienced person, serving a s a 

role model, teaches, sponsors, encourages, counsels, and befriends a less 

skilled or less experienced person for the purpose of promoting the 

latter's professional and / or personal development. Mentoring functions 

are carried out within the context of an ongoing, caring re lationship 

between the mentor a nd the protege. 

This process can be defined as, a "dynamic, reciprocal relationship in a 

work environment between an advanced career incumbent (mentor) and 

a beginner (protege) a imed at promoting the career development of both" 

Mentoring is concerned with 'growing an individual', both professio:1ally 

and personally. I t is linked with professional and career development 
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(ra ther tha n a specific goa l or a rea as in coaching,). It is characterized by 

a n 'expert- novice ' rela tion s hip 

Mentoring is a proces s to help and suppor t people to m a nage their own 

learning in order to maximize their potential, develop their skills, improve 

their performa nce , and become the person they want to be (Pa rs loe, 

1995,31). 

2.1.2 Historical Background of Mentoring 

"Mentoring" entered the vocabula ry of teacher ed ucation 111 the early 

198 0's as pa rt of a broader effort to profe ssionalize teaching (Feiman­

Nemser, 1998), and has been used to describe the process of ass istin g 

beginning tea chers in their career. Mentoring helps the novice grolV 

professionally and personally, through the guida nce of an experienced 

individual. 

Gray (1985) stated the history of mentoring in journal of Educational 

Leadership Vol.37a s: 

"Mentoring has long a history of success, beginning with 

Odysseus' decision to entrust the education and 

development of his son to a wise and learned man named 

Mentor some 3,500 years ago, and continuing to present 

application in training Nurses, Psychologists, Sociologists, 

Scientists, Teachers, Educationa l administrators, and 

Business executives" (p.37). 
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2.1.3 Benefits of Mentoring 

The progra m stimulates individual and collective achievements and the 

benefits are most apparent at the individ u a l level. Many of the benefits 

come from the counseling and support functions of the mentor. 

According to Conway (1998) the followin g are benefits of mentoring. 

1. Benefits to the individual 

,/ Improves men tees performance especia lly In interpersonal, 

leadership and planning skills. 

,/ Clari ty of personal vision. 

,/ Knowledge of ba rriers to personal performance. 

,/ Knowledge of self a nd others. 

,/ Improved self confidence . 

,/ Helping to overcome ba rriers. 

,/ Improved abili ty to handle stress . 

,/ Benefits to the society 

,/ An improved understanding of vision, mission a nd objectives. 

,/ People able to identify and overcome ba rriers to performance . 

,/ Improve change managem ent. 

,/ Improve managemen t development. 

,/ Improved teamwork. 

,/ Better lead ership. 
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2. Benefits to the organization 

Organizational effectiveness: Improving organizational effectiveness is, 

of course, the main objective of mentoring schemes. Mentoring can 

realize this objective in a variety of ways, including enhancing individual 

and organizational performance, increasing motivation, supporting 

change, and ensuring the retention of key staff. Mentoring is a lso often a 

way of id entifying high potential individua ls, the discovery and nur turing 

of whom is central to the organizational effectiveness . Furthermore, it 

h e lps organizations to bring out into the open issues the culture has 

ignored because th ey were too difficult to confront. Example: work-life 

balance . 

Performance: Mentoring helps people to take responsibility for their 

learning. Through this they can acquire new skills and knowledge, 

thereby enha ncing their overall competence. Furthermore, mentoring 

stimulates men tees to view learning as an ongoing process, reinforcing in 

their mind the importance of continued professional development. Where 

employees embrace this concept, they will continue to grow and develop 

th emselves even after a mentoring relationship has ended. Naturally, 

greater individual competence will benefit the performance of the 

organization that they are part of. 

Furthermore , if productivity is considered as a measure of performance, 

mentoring ca n also add to this component. Mentoring for new hires 

initiative has substantially improved the productivity amongst thi s 

employee group because mentoring enables them to understand more 

quickly how to go about their jobs (Tyler, 1998). 
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Organizational learning: With its emphasis on learn ing and its capacity 

to share knowledge, ideas and experience between mentor and mentee , 

the mentoring relationship is a power tool for promoting organization­

wide learning. Mentors and mentees tend to learn from one a n other, and 

pass this on to other parties as well. 

Development: Mentoring relationships are assumed to offer .reciprocal 

benefi ts for mentors and men tees. Many corporations believe that 

m en to ring programs may offer the optimal mechanism for providing 

developmental job experiences for new ma nagers . The very introduction 

of a mentoring scheme will promote greater awareness of th e existence 

and ben efits of employee development. It may a lso help to nurture an 

organization-wide development culture. 

Strategic succession planning: Mentoring can be a great vehicle for 

stra tegic succession planning. It can deve lop people for higher-level roles 

tha t they h ave recently assumed or are intended to assume in th e near 

future. 

3. Benefits for the learner 

The generic benefits that a re likely to accrue for a ny learner include the 

following: 

• Greater under stand ing of the total organizationa l pers pective . 

Learners sh ould be able to gain access to information, resources or 

other support s t ructures from within the orga nizations, if the 

m entor is more senior. Finally , mentoring should help them to 

'read' a nd understand the culture within the organization . 
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4 . Personal benefits. 

As human beings, we have needs to socia lize a nd affilia te with other 

people. We derive satisfaction from relationships, a nd a good mentor­

learner relationship is no different from any other good relationship in 

the respect. 

• Lea rning outcomes . 

Th e development of skill a nd competence is one of the major 

benefits for the learner. 

• Developing his/hers own lea rning to learn skill s . 

As we learn, so we become more confident and competent a s 

learners. We will increasingly be able to focus explicitly on our own 

learning processes, approaches and styles. 

5. Benefits to the mentor 

• Increase in personal satisfaction 

As with the learner, and for many of the same rea sons, the m entor 

can get immense satisfaction from th e relationship. In addition, the 

m entor can often feel that he/ she is making a significant 

con tribution to system. 

• Role enhancement and the expansion of repertoire of ski lls 

Mentors a lso have plenty to learn from the mentoring relationship. 

In the first instance, they are likely to lean about the role and s kills 

associated with mentoring itself. The learners may have different 

functional or technical skills, some of which may rub off on to the 

mentors. 
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2.1.4. The Purpose of Mentoring 

Sweeny and DeBolt (2000) observe that mentorin g is essentia l to promote 

high performa nce culture because it creates a sense of oneness by 

enh a ncing commonly h eld organizational va lues. Its socialization a spect 

helps to bu ild togeth erness a mong m e mbers; and it increases the 

interaction a mong staff. The purpose of mentoring as to Conway, (1998, 

p. 29-30) is to improve leadership styles in mentors as su c h as mentees, 

which in turn can fo ster teamwork and cooperation in the business. The 

Industrial Society cited in Carre (1993) observes that mentoring has 

some specific purposes : 

• To assist individuals with their personal development and career 

development 

• To improve the individual's performance a nd productivity 

• TO improve the effectiveness of induction of those m ember s of staff 

who move to new jobs 

• To improve internal communication 

This implies that mentoring is helpful in promoting school effectiveness 

and in creating coh esive staffs. Teachers develop th ei r professional 

competence a nd they a re \\'ell acqu a in ted with the roles expected of 

school communities. 

2.1.5. Why and How Mentoring was introduced in our Country 

The Tea chers' Continuous Professional Developme n t (CPO) program has 

been laun ched based on the review m ade and conducted a Teacher 

Education System Overhaul (TESO) . The reason why CPO has introdu ced 

is :;tated In Mentor 's Hand book, (Ministry of Education, 2004, p. 2), as: 
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Duri ng the last two years the Ministry of Education (MOE) ha s been 

reviewing a ll aspects of its Teacher Education provisio n and cond ucting a 

'Teacher Edu cation System Overha u l' (TESO). Now these p lans are in the 

implemen tation stage. Priori ty has been given to the need and right for 

a ll teach ers to h ave h igh qua li ty and relevant con tinuous profession a l 

development (CPO) opportunities th rou gh out their careers . Teachers a re 

encouraged to embrace the concept of lifelong learning for their own 

benefit and for the benefit of the pupi ls they teac h and the communities 

in which they live . 

The Ethiopian Inducti on program which I S the componen ts of CPO has 

specific aim and objectives . 

Aim 

To support new teachers during their first two years of teaching and to 

en su re that they have the skills and knowledge and become increasingly 

competent professionals . 

Objectives 

To ensure that n ewly deployed teachers have th e opportunity to develop 

furth er their professional knowledge , skills a nd attitudes, so that at the 

end of the two years, they will be competent in: 

if Knowledge of the values, attributes, ethics and abilities essential to 

professionalism; in upholding those professional and producing 

responsive citizens in the fu ture. 

if Subj ect knowledge and methodologies for their teaching . 

./ Management of their classroom s . 

./ Unders tan ding of the sch ool, its communi ty a nd the education 

system. 
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/ To ensure that, by working through the course materials , the new 

teache rs will demonstrate progres s and develop in these a reas of 

compe tence and have a portfolio of evidence to demonstrate this 

(MOE, 2004, P 2). 

The Ministry of Education states that the Induction program takes two 

years and it is intended to enhance teachers' competence in four 

dimensions: 

Professional development: contains activities tha t the new teacher will 

car ry out to develop their expertise in the classroom. 

Action Research: this is recognized a s a valuable method of enabling 

teachers to improve their practice by looking at what is ha ppening in 

their teaching and in their classrooms. The projects planned in this 

induction program will develop the new teachers' action research skills. 

Professional Appraisal: these are formal meetings and discussions 

between new teachers and mentors, in which evidence of the new 

teachers' performance is reviewed. The m eetings will form the basis upon 

which it will be decided whether the new teachers gain their full teaching 

license. 

Classroom observations: (pa rt of the professional development)-these 

will be carried out by the mentor. Feedback from these observations will 

guide the teachers' professional development (MOE, 2004 , P. 2) 

2.2. Organization of Mentoring 

2.2.1 Selecting Mentors 

Mentors are helpers. Their styles may range from that of a persistent 

encour3.gc:r who helps m entee to build confidenct: and appreciate 

excellence in performance. Based on th is fact, Tharp & Gallimore (1988). 

stated the selection of mentors as follows: 
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Mentors must be carefully selected and matched with proteges, and 

mentor- protege pairs must be trained to work together h a rmoniously. 

Support personnel must be trained to provide supervision, formative 

evaluation , a nd additional tra ining during the mentoring p rocess. 

There fore, the matching process is important in increasing a successful 

m entoring initia tive . 

Conway (1998 :25) argu ed that there is no scientific way of matching 

individua ls in the men toring relationships. 

Most mentors find that they can cope effectively with only one men lee . 

However it m ay be possible for mentors to have more than one partner 

where there is sufficient support and time for this . In some organizalion , 

th e s h ortage of suitable men tors has led to on e m entor being linked with 

several men tees. 

On the oth e r hand, Will iam A. Gray a nd Ma rilynne M. Gray s tated 111 

Educational Leade rship (Volume 37, P. 38) tha t : 

. .. eve ry effor t [should] be made to selec t a support teach er who is not 

only considered to be a su ccessful teach er, but a lso teaches the same 

subject a nd grade level as the first year teache r, whose classroom is in 

the same genera l a rea of the building, a nd who h as compatible ideologies 

a bout teaching, classroom m anagement and discipline .... An effort 

should a lso be made to de termine if th e beginning teach er recognizes the 

benefits to be gained from working with a support teach er. If hel she does 

not, these be n efits s hould be explained a nd the beginning teach er shou ld 

be encouraged to consider the advantages of this type of re lationship. 

2.2.2 Training 

Training helps to direct, suppor t and enha nces the potential for positive 

mentoring experiences. That is it is something intended to help people 
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understand their roles better so that they can contribute to the 

program's success and gain a lot from it. With regard to mentors and 

m entees, the objective of training s u mma rized by Gibson, 1999 cited in 

Klasen (2002, P. 255): 

The objective of training is not ma stery of all the ski lls, but to equip them 

with the confidence to begin the relationship, the insight to recognize 

how it should be managed and the tool a to identify where the 

relationship is be ing least effective and most importantly, how to take 

appropriate action. 

The reason \\'hy training is given and the impact of well-designed training 

is listed bellow as to Klasen (2002, PP. 256-257) is: 

Not only be willing to participate , but also be capa ble of doing so. Most o f 

the time training can provide people with the knowledge and skills 

n ecessary to perform well. 

Acquire realistic expectations of themselves, colleagues and the 

organizations with regards to the program . 

Gain insight into the appropriate as well as potentially h armful behaviors 

of the participants of mentoring relationships. 

Attain knowledge of problems that can potentially occur m mentoring 

relationships and programs. Training should eqUlp them with 

appropriate resolution strategies so that problems do not escalate but 

can be managed positively. 

Be in a position to achieve maximum gains from and for the program. 
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2.3. Models of Mentoring 

The approaches of specific models of mentoring and/or coaching vary 

across three differen t spectra Klasen (2002). 

1) One-to-on e versus group mentoring/coaching a pproaches 

2) Peer-to- peer support (e .g. co-learning) versus 'expert-novice' support 

(i. e . approaches fac ilita ted by an exper t, e.g. expert ma n agement coach, 

or a n experienced col league) 

3) Same-sector approaches (where the mentor and men tee are from the 

same sector, as in mentoring initia l trainee teache rs) ve rsus a pproaches 

where th e two parties are from different sectors (e .g. cross sector or 

multi -disciplinary learn ing). 

These a pproach es can be seen into the models identified by Child &Merill 

and Robins as follows . 

. :. Apprenticeship model 

Mentor acts as th e master teacher, conveying th e rules and values, to be 

emulated . 

. :. Competence model 

Mentor relates training and a ssessmen t to p ractice . 

Mentors perform the role of trainer, assessor a nd gatekeeper of the 

profession . 

. :. Re flective model 

Men tor adop ts the role of critical friend wh o assis ts in the evaluation of 

teach ing, to develop a reflective practitioner . 

Mentor as model - To inspire and to dem on strate . 
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Mentor as acculturator to help the men lee become accustomed to the 

particular professional culture. 

Mentor as sponsor to open doors and introduce the mentee to the right 

people. Power and control is not shared; the mentor has primary 

responsibility for managing the process. 

Directive styles such as coaching and guiding a re used . 

Men tor as provider of support to provide the men tee with a safe place to 

release emotions or let off steam. 

Mentor a s educator to listen, to coach and to create appropriate 

opportunities for the men tee's professional learning . 

. :. Development model 

Non-directive styles such as counseling and facilitating are used. Balance 

of formal and informal arrangements. Personal and professional change 

through reflection. 

2.4 Phases (processes) of Mentoring Relationship 

The mentoring relationship typically has four distinct phases: 

Orientation - building the base 

During the first three to six months, both the mentor and protege are 

getting to know each other, and building trust. At this time, both the 

protege and the mentor a re developing expectations of each other. The 

interaction which occurs at this stage will lay the foundation for a strong 

and beneficial relationship. 

The middle period 

The middle phase is typically the most rewarding time for both mentor 

and protege. The mutual trust which has developed between the two can 
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give the protege the confidence to challenge the ideas of the mentor, just 

as the protege's ideas will be challenged by the mentor. 

Dissolving the relationship 

Typically, th e relationship begins to draw a pa rt a fter a year or two. It is 

important, a t this STAGE, WHICH the men tor STEPS back from the 

formal re lationsh ip to discuss together with the protege, how they wish to 

continue their relationship . 

Redefining the relationship 

The mentor-protege relation ship enters a n ew phase, where both parties 

can regard one another as equals . They continue to have some form of 

interaction, although it is now on a more casua l basis . 

As to how long the mentoring process s hould take, Sweeny & DeBolt 

(2000). cite the findings of Kram , who iden t ified four phases: (1) initiation 

(2) cultivation (3) separation, a nd (4 ) redefiniti on. 

Initiation: it takes SIX months to a year. The relationship begins and 

proves to be useful for both th e mentor and protege/protegee . Dreams 

become true need s a nd expectations . The expectations are fulfilled; the 

mentor coach es; provides challenging tasks and a lways available. The 

protege/protegee s howed res pect to the m entor and demonstrates the 

desire to be mentored/ coach ed. 

Cultivation: It takes two to five years. During this period, th e career and 

psychosocial functions provided are developed to the highest level. Both 

the mentor a nd protegee/ protegee benefit from the rela tion s hip. The 

opportunity for in teraction and level of in t imacy increases between the 

two. 

Separation: it m ay ex tend SIX months to two years a fter a sign ificant 

change of role and emo tional expen ence that a rises as a result of the 
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mentoring rela tionship. The protege/protegee needs n o more guidance 

rather wants to work autonomou s ly. Th e mentor may not be a vai la ble 

fo r many reasons and this s poi ls re lationship and affects the warmth of 

psychological attachment. 

Redefinition: No limited time fra me. The relation ship ends and takes 

new form of friendship . The ange r and frustration that arose due to 

sepa ration diminishes. In stead, appreciation increases . 

Others also see that mentoring fo llows a cyclical process . They put it as 

a cycle of introduction; mutu al trust- building; teaching of risk-taking, 

communication, and p rofessional s kills; t ra n sfer of professional 

standards; and finali ty . 

2 .5 Characteristics of Effective Mentoring Relationships 

For beginning teachers critical ingred ien ts to effective mentoring 

relation ships were the availability of th e mentors , and whether they were 

a pproach able, fri endly, open and ac tively in terested in the development 

of their beginning teachers. The research su ggests that the separation of 

mentor and supervisor roles is less critical than the degree of personal 

compatibility between beginning teacher and m entor. The personal 

qualities of both mentor and beginning teacher and their interpersonal 

compatibili ty a ppear to be important factors contributing to effec tive 

mentoring rela tionships during induction. In summary an effective 

men tor for a beginning teach e r, IS most likely to be a teacher, more 

experienced tha n the inductee, who : 

• ca n empa thize with th e circumstances of th e beginning 

teacher a nd can provide psych o-socia l support 

• teaches close by 
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• s h ares the sam e students a nd /or teach the at the same 

class level 

• is regarded as an exempla ry teacher by othe rs 

• is frie ndly and approachable 

• is th e same gender as th e begin n ing teacher 

• is capable of initiating and fostering collaborative enquIry 

a nd re fl ec tion on practice and thus conceptualizes teacher 

learning as moving beyond transmission and incorporating 

transactiona l and transformational processes. 

Nlentor/mentee relation ship strengthened and developed gradua lly over 

time. On top of th is Clutterbuck (2000) discuss th e mentor mentee 

relationship is sa id to be a dynam ic relation ship which evolves over time 

as the relationship m a tures and as both the mentor's a nd the men tee's 

experience and expertise develop. 

2.6. Stages of the Mentoring Process 

There a re four stages in the mentoring process . 

Stage 1: establish rapport 

../ exchange views 

../ agree a way of working 

../ iden tify a nd pla n resources 

../ set up future meetings 

../ set up other u seful contacts 
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Stage 2: direction setting 

'" d iagnose n eed s 

'" set obj ect ives 

'" identify priority work 

'" set tasks 

'" c la rify focus 

'" begin work 

Stage 3 : m aking progress 

'" u se each other 's expertise 

./ review progress and adapt 

./ identify new issues 

Stage 4: moving on 

'" re\'iew what has been achieved 

./ discuss moving forward 

./ identify contacts for the future 

./ allow the relationship to end 

Where should mentoring sta rt? I t would be better if it begins after the 

necessary preconditions are fulfilled. Different a uthorities see different 

conditions for Stages in Mentoring. Por Example, let's consider the 

following; 
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The mentoring program is likely to be successfu l when th e person who is 

mentored has the awareness and ta kes respon s ibil ity for his / her own 

learning. 

Having set the precondition , the mentor a nd the protege/ protegee go 

furth er to clear the ground a nd put s ign posts for their future task . Carre 

(1 993) identifies the following steps: 

• Identify the a reas of knowledge, skills or capa bilities where 

learning needs to take place , provide for continuous development 

or improve performance . 

• Ensure that the person accept the n eed to learn. 

• Discuss with the person what needs to be learned and the best 

way to undertake the learn ing. 

• Gets the person to work out how he /she can manage his / her own 

learning whi le identifying wh ere he / she will n eed help from the 

mentor. 

• Provide encouragement and advice to the person m pursumg the 

self learning program me . 

• Provide specific gu ida nce as required wh ere the person needs your 

help. 

• Agree how progress will be moni tored and reviewed. 

The Stages in the Mentoring 

Mentoring is like any oth er relation s hip . It will go through predictable 

phases as the partnership and ind ividuals develop . Each stage has 
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different and shared cha racteristics a nd challenges . There are four stages 

which a re usually associated with mentoring in schools : 

1. Gett ing acquainted and s haring common interests, values and 

goals. 

2. Commu nicating expectations, agreeing on procedures and 

establishing the patterns of interaction. 

3 . Exploring needs and fulftl ling objectives. 

4 . Redefini ng the relationship as colleagues, peers a nd friends. 

2 .7. Mentor Roles , Skills and Qualities 

For the mentoring relation ship to be effec tive, the mentor and men tee 

n eed to be clear a bout thei r respective ro le a nd responsibili ties . Different 

schola rs like, Clutterbuck (2000) , id en tified the roles of m en tors in the 

following manner. 

A number of distinct roles for the mentor are showing the ra nge of 

different m en torin g relationsh ips : 

Classic mentors - when the mentor is 'wise a nd trusted adviser'. Giving 

an overview of a s ituation and the paths that people could follow towards 

achieving their goals. Their shari ng of kn owledge helps people to ta ke 

greate r control of their lives . 

Models - the mentor teaches the m en tee about 'the things to do to be 

successful around here'. 

Teacher - a great teacher does three things : inspire others to want to 

learn, provides tools that work a nd help~ the other per son to integrate 

the learnin g into their everyday lives . 
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Advisers - mentors can move in to the role of giving advi ce but this is not 

the role of th e mentor. If mentors do find themselves in a situation when 

they feel advice is necessary and they are able to give it, they must 

indicate to men tees that they are stepping out of the role . 

Counselors - in this role the mentor is creating the right climate, 

practicing li stening and being no-directive, thus helping the person to 

find the a ns\\·ers to hi s or her own p robl ems. 

Buddies - this occurs when an experienced staff member 'shows a new 

person the ropes'. There are occasions when mentors might develop this 

type of relationship when they become a buddy with their mentor but 

this is less common, except when the mentor is a peer. 

Leader - great leader encourage others to focus on certain values, 

pursue a clear vis ion and deliver visible results . 

Parsloe (1995) identified seven roles for mentor s: 

1. Sounding board - similar to the classic mentor In this role, the 

mentor is able to give feedback to th e men tee by drawing on experience 

and wisdom. 

2 . Critical friend - the m entor fulfi ll ing this role is able to challenge the 

men tee to question his or her own motivation a nd behavior, and gIve 

honest feedback that would be more difficult for colleague to give. 

3. Listener - when the m entor is there to listen and give encouragement. 

4 . Counsellor - an empathetic listener able to use ref1ective and 

questioning skills. Mentor effective in this role are able to help in dealing 

with dysfunctional behavior. 
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5. Career adviser - helps the executive think thmugh career options , 

plan personal developm ents towards defined carrier goals and lessons 

learnt fmm previo us careers. 

6. Net worker - provides access to people helpful to the executive for his 

or her career or developm ent. 

7 . Coach - when the mentor is requ ired to h elp the executive to make a 

personal change happen. This may occur when the executive IS 

ad dressing a specific behavioral Issue or needs to make a change to 

interpersona l behavior. 

Cranwell-Ward. (2004, P. 167) summarIzes mentor roles into three key 

poin ts so that the mentoring re lationship is a positive experience for the 

mentee: 

1. Support - the mentor needs to gIve the right level of encouragement 

and recognition to their mentee . To give effective suppor t, the m entor 

m ust: 

,/ Listen actively and work to understand the men tee 

,/ Question to help clarification of key issues 

,/ Identify a nd build on strengths 

,/ Disclose facts , feelings and opinions to h elp to build rappor t 

a nd trust 

,/ Encourage th e men tee to se t h is or her own ch a llenges 

Offer h e lp and guidance. 
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2. Challenge - the mentor also needs to ask challenging questions and 

he lp the men tee to have stretching targets . This helps the men tee to take 

h is or her developmen t experience forward. This em braces the critica l 

fri end ro le . To provid e effec tive ch a llenge , the mentor must: 

,/ Question level of r isk other s are taking - too little or too 

much? 

,/ Highl ight possible avoidance or negative behavior thinking 

,/ Set challenging targets for the men tee 

,/ Offer alternatives - different opinions and approaches. 

3. Guidance - finally the mentor needs to offer guidance , drawing on tb e 

expe rience tb ey have to offer the men tee. This roles combines the 

sou nding board, career adviser and ne t worker. To provide effective 

guides, th e m entor must: 

,/ Offer examples drawn from their own experience 

,/ Give guidance on possib le options 

,/ Offer access to their network wh ere possible to extend 

understanding of n ew a reas a nd provide n etworking 

opportuni ties . 

2.8. Criteria of a "goo d" Mentor 

• Competence: th eoretical a nd p rac tical competent in their doma in 

(subj ect); 

• Reflection: Good m ento rs can accept feed back a n d cri tical 

rem a rks; they are a ble to d evelop . 

• Standards and values: trus tworthy, pu nctua li ty , 
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• Personality: fl exible, creative, resolute, foresighted: Good mentors 

have a feeli ng for the needs of th e m en tees. They are mature 

persons with rich life experiences a nd experiences in teaching. 

2.9. Characteristics of a Good Mentor 

All successful business people do not n ecessarily make e ffect ive mentors; 

certain individual s are more effective in th e role of developing others. 

Whether or not an ind ividual is suited to the role of mentor m ay depend 

on hi s or h er own stage of development and experience . For example, a 

fairly successful indiv idual may have had a specific , or limited, 

background and may not have enough general expe ri ence to offer. Prior 

to ente ring into a mentorin g re lationship, the protegee should a ssume 

the responsibility of assessing the mentor's pote ntial effectiveness. 

The qualitie s which are essential in an effective m entor include: 

• a desire to h elp 

• Individuals who a re in te rested in and willing to help others. 

• have had positive experiences 

• Individuals who h ave had posi tive formal or informal expen ences 

with a mentor tend to be good mentors themselves . 

• good reputation for de\·eloping oth ers 

• Experienced people who h ave a good reputa tion for helping others 

develop their s kill s. 

• t ime & energy 

• People who have the time a nd mental energy to devote to the 

relationship . 
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• up-to-date knowledge 

• Individuals who have mainta ined current, up-to-date technological 

knowledge and/ or skills. 

• learning atti tude 

• Ind ividua ls who are stitt witting and a ble to learn and who see the 

potential benefits of a mentoring relationship . 

• demonstrated effective managerial (mentoring) ski tt s 

• Individuals who h a ve de monstrated effective coaching, counseling, 

fac ili tating and networking skiUs . 

Quali t ies of good mentor, on the other ha nd, as indicated In Mentor's 

Handbook of Minis try of Education are the following: 

A good mentor wilt: 

• Enjoy teaching and be a good class room practitioner 

• Provide consistent advice and support to the newly deployed 

teacher, who is following th e induction course 

• Be available for d iscussions with the new teachers at times 

mutually agreed 

• Be punctual and well prepared for meetings 

• Be prepared to meet n ew teachers at sh ort notice if there is a clear 

need for further support 

• Give guidance a nd support in a fair and equitable way 
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• Give supportive feedback on the work of the newly qualified 

teacher (NOT) in activities, projects and observations fu lfill ing the 

role of 'critical friend ' 

• Be a role model for the professional attitudes of good teachers 

• Adhere to high standards of professional eth ics 

• Give encouragement and to build the confidence of new teachers so 

that they wi ll believe in their abili ty to succeed 

• Complete a ll the n ecessary feedback sheets a nd reports required 

by the course to indicate the new teachers progress and 

development 

• Provide th e school director and other education officials with such 

documentation as the course requires 

• Discuss any difficu lties or issues with senlOr colleagues or the 

school director 

• Take m entoring training, when available, to Improve their own 

skills 

• Regard being a mentor as a s ignificant contribu tion to their own 

professiona l development (2004, P. 4). 

2 .10. Characteristics of a Mentee 

../ Committed to expanding their capabilities 

../ Open a nd receptive to new ways of learning and trying new 

ideas 

../ Able to accept feedback and act upon it 

../ Wi llingness to apply learning back on the j ob 
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,/ Focused on a chieving des ired business results 

,/ Able to communica te and work cooperatively with others 

,/ Knows when to ask for help 

,/ Have a sense of personal res ponsibility and commitment 

,/ Willing to meet on a regular basis. 

2.11. Managing Mentoring 

Effective aspects of the organization and management of m entoring and 

coaching include: providing sufficient time, providing training a n d 

support for mentors, establish ing quality assurance and monitorin g 

systems, pay ing a ttention to the recruitment a nd allocation of mentors, 

having a clear focu s a nd unders tanding of mentoring, and organization al 

culture and strategic planning. 

Whilst many of the effective features a ppear to apply regardless of the 

type of mentoring and coach ing or the sector involved, there is a 

suggestion that Organ izational support and strategic planning may be 

particula rly important for the e ffectiveness of mentoring and coaching 

schemes in schoo ls. 

The mentoring or coaching relationship is critical for effectiven ess . Key 

aspects include the promotion of reflective practice and development of a 

reciprocal collaborative learning relationship. It can be benefic ial for the 

mentor to be independent or even from a different sector. 

A wide range of qualities a nd skills are important for the effectiveness of 

the mentor. It is considered critical th a t the mentor is knowledgeable, 

experienced and a su ccessful prac titioner. 

Important qualities include: trust, respect, approachability, empathy, 

flexibili ty and s elf-awaren ess . 
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Important skills include: li s tening skills, commu nication s kill s a nd 

interpersonal skills . 

2.12 Challenges (factors affecting) of Mentoring 

A range of challenges and effective features of m entori ng are th e 

following : 

• The malO challenges centre in the region of t ime and workload 

pressures and the demanding requirements of the mentor or coach 

role. Challen ges concerned with understand ing and expectations, 

gaining the commitment of the workforce, the profi le of the 

workforce and the workplace culture a re also identified . Po tential 

conrl ict between adviser a n d assessor ro les is the one too. 

• Whil st many of th e ove ra rching c ha llenge s a ppear to be lssues 

regardless of the ty pe of m e n toring a nd coaching or the sector 

in volved , there is an indication from the sources examined that 

understanding of m entoring a nd coaching m ay be more limi ted 

wi thi n the educa tion sec tor. 

• Different c ha llen ges rela ti ng to workplace culture are noted for 

education and socia l care . Whilst the structure of the school 

environment can promote a cu lture of isolation for teachi ng 

professionals, the unse ttled and turbulent environmen t wi thin 

soc ia l care can be problem a tic . 

• Effec tive aspects of the organization a nd management of m en toring 

a nd coaching include: provid ing sufficient time, providing tra ining 

a nd support for mentors/coach es, esta blishing qua li ty ass ura nce 

a nd monitoring 
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The challenges associated with mentoring identified fall in to SIX malO 

areas (in rank order): 

if time and workload pressures 

if the requirements of the mentor/coach role 

if understanding and expectations 

if gaining the commitment of the workforce 

if the profile of the workforce 

if work place culture. 

Cole (1997) focuses on the confusion of roles between mentees and 

mentors can be created . It was stated as: 

Potential for tension and conflicting roles: there can be a mismatch 

between mentors' and participants' views of the impact of coaching and a 

potential conflict between the expectations of a non-hierarchical 

approach to mentoring and the power inequalities within schools. They 

stress the need to establish shared understandings of the focus and 

purpose of the mentoring process otherwise this can lead to role 

ambiguity. It was noted that this can be more difficult when the 

ownership of th e process IS shared between an external agent - the 

program - and the school. In addition, the standard assessment 

frameworks within which the training of some professions (e.g. teachers, 

nurses) is located requires mentors to exercise the role of assessor, which 

is potentially problematic in terms of conflicting loyalties. 

Varying perceptions of the mentor role: Perceptions of the mentor role 

can vary across professionals. 

Whilst teachers perceive their mentor role predominantly as an 

advisory one, nurse mentors stress the importance of acting as a 
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model, teacher and supporter, and m idwife mentors associak 

themselves more with the process of facilitation and teaching. 

Ensuring clarity, relevance and understanding: the strategic u se of 

coaching depends on the clarity and relevance of the coaching focus. 

Accordingly goes on to say tha t the c ha llen ges of introducing coaching 

can sometim es mean that the process appears to be an end in itse lf a nd 

that it is only when coaching is fully understood that its true strategic 

potential is realized . 

The commitment of the workforce: there are four sources referring to 

issues to do with gaining the commitment of the workforce or the 

potential reluctance of mentees to participate as challenges . This appears 

to be a challenge regard less of the type of mentoring or coaching or the 

sector involved. 

• Lack of motivation and commitment: The motivation of the 

mentor and the m entee are said to be critical issues which 

influ ence m en tor practice. Sume coaches involved in school-based 

coaching as part of Leading from the Middle may not have been 

sufficiently committed. 

• Reluctance of mentees to participate: referring specifically to 

group supervision , state that those who feel instructed to attend by 

man agers a re more likely to resist the process a nd to perceive the 

instruction as to do with implicit criticism or concerns about 

performance. 
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Chapter Three 

Research Design and Methodology 

The main concern of th is research was to the practices and challenges of 

mentorin g teach ers in high schools of Addi s Ababa. In condu cting this 

research a mixed approach, that is , both quantitative and qua li tative 

research approach es \\·ere used . To this end, the investigator main"· utilized 

the quantitative approach of researching the issue, specifically a descript ive 

survey design since this design is characterized by the prior formulation of 

specific research questions. Descriptive survey design also invesligates 

phenomcna in their natura l setting. 

3.1 Sources of Data 

The sources of da ta for this s tudy include pnmary and seco ndary 

sources. Thus, teachers (mentors and mentees), higher officials from 

sub-cities education office, and representatives of TOP of Addis Ababa 

Education Bureau are the major informants. Besides, secondary data 

like reports, minutes of mentor-men tee was used basic sources. 

3.2 Sample Size & Sampling Techniques 

The s tudy populations were men tees and mentors in government high 

schools, a nd officials from ed u cation departments of sub-cities and 

edu cation bureau of Addis Ababa City Administration (AACA). From 10 

sub-cities of Addis Ababa, three of them (30%) were selected randomly as 

a sample. The sample sub-cities a re Arada, Kirkos, a nd Kolfe Keraniyo. 

According to Addis Ababa Ed ucation Bureau (AAEB), currently there are 

about 15 high schools in these three sub-cities (i.e., 7 from Arada, 4 from 

Kirkos , a nd 4 from Kolfe Keraniyo). Besides, the number of men tee in 
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these sub-cities are 172 where 36 from Arada, 73 from Kirkos, a nd 63 

from Kolfe Keraniyo. Likewise. the n umber of mentors are 139 " 'here 42 

from Arada, 58 from Kirkos, and 39 from Kolfe. Th erefore, the 

populations of this study were 15 high schools. Out of these 15 high 

schools, 8 were selected with stratified random sampling techniques . 

As far as the respondents are concerned, all men tees and men tors 111 

these 8 sample schools were selected purposefully . Moreover, 6 officials 

of sub-cities educational departments (i.e., 2 from each sub-city) and 2 

from AAEB were also selected purposefully. The sample schools, number 

of mentees and mentors from the respective sample sub-cities are 

indicated in Table 1. 

Table 1: The Number of Education Officials, Mentees and Mentors onhe 

Respective Sample Sub-cities \ 

Sub-city 
Sample Sample Size 

Schools Mentee Mentor Sum 

Meskerem Hulet High 
17 13 30 

School 

Arada Tikur Anbessa High school 11 9 20 

Minilik 1I High School 18 13 31 

Yekatit 66 High School 10 7 17 

Abiyot Kirs Pre para toy 
15 

School 
11 26 

Kirkos 

I 
Shimelis Habte Secondary 

10 7 17 I School 

Kolfe- Kolfe Secondary School 13 9 21 

Keraniyo i Keraniyo Secondary School 18 15 33 

Total 112 84 196 
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3 .3 Data Gathering Tools 

The intended information for this study was acquired through three data 

gathering tools: questionnaire, semi-structured interview, and document 

analysis. 

1. Questionnaire 

A questionnaire IS a qui te popular data-gathering instrument, 

particularly in case of enquiries. As Best and Kahn (2002) noted, "a 

q uestionnaire is used when factual information is desired ." (p. 230). In 

order to secure pertinent in fo rmation for th is study, two different 

questior:naires were developed for men tees an d mentors . Based on the 

basic research questions and in light of the review of related literature, 

they were prepared in English s ince the medium of instruction at high 

school level is English and it was believed to be well comprehended by 

both groups. 

The items in the questionnaires comprised both close-ended and open­

ended items. The close-ended items were used for the very reason that 

they are easier to categorize the responses gathered. Some items were in 

five points of Likert scale whereas other items have three options. The 

items having five points to be rated ranged from 'strongly agree' to 

'strongly disagree'; and from 'very high' to 'very low' with the assigned 

value which run through 5 to 1, respectively. The three points , on the 

other hand, were in the form of 'yes' , "not sure' or 'no'; with items to be 

chosen as the possible reasons for their responses. The others were 

open-ended items and their major purpose was to give opportunity to 

instructors and depa rtment heads to express their feelings and 

perceptions related to the items without restriction. 
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2 . Semi-structured Interview 

Interviews help to obtain relevant data that cannot be handled by 

questionnaire and essential to countercheck the information already 

obtained. To this end, a semi-structured interview was e mployed. As Bell 

(199 3) noted, "semi-structured interview tends to be the most favored by 

educational re searchers as it allows respondents to express themselves 

at some length, but offers enough s hape to prevent aimless ram blings." 

(p. 154). Thus, it enables the researcher to get detailed information about 

th e practices a nd challenges of mentoring in high schools of these sub­

cities . Based on the basic research questions, seven major leading 

questions were formulated to obtain releva nt in formation. Further more, 

probes followed them where necessary . 

3. Document Analysis 

Documents related to the implementation of mentoring such as reports, 

minutes, organ izational and other plans were assessed to gather re levant 

information such as time management, contents covered, problems 

encountered during implementations and the like. 

Piloting the Instruments 

Piloting h as paramount importance for sifting ou t the difficult, vague, 

and ambiguou s items and concepts . It is one of the best ways of 

improving the instruments for data collection. After preparation, the 

instruments were tested to check whether they can generate the desired 

informa tion (validity) a nd to judge their internal co nsistency (reliability) . 

Accordingly, the instruments were administered to two-classmates so as 

to judge the content validity. Valuable comments were given on each part 

of the questionn a ire prepared for mentees a nd mentors. Comments on 
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contents of "purposes of mentoring" were strong and enabled the 

resea rcher to l-evise these items. Based on these valu able suggestions 

and recommendations necessary modifications were made. 

Moreover, some instructions were m ade clea rer. In addition, s light 

modifications were made on two items of the interview guide. Finally , the 

instruments were re typed and made ready for reliabil ity test. 

Then , the two questionnaires were dis tributed to 10 mentees a nd 5 

mentors of Ayer Tena High School. After the respondents h ad filled it in, 

the reliabili ty esrimates for the to ta l items of each part were computed 

using SPSS computer softwa re. Overall , 55 item s were analyzed in each 

questionnaire. The reliability estimates for the total items of the 

questionnaire prepared for Mentees and Mentors using Cronback alpha 

were found to be 0.819, and 0.974 respec tively (cf. Appendix IV). 

3.4 Procedures of Data Collection 

The firs t step of the survey distribution process involved contacting th e 

directors of the respective sch ools. The research purpose was briefly 

described in order to ascertain their willingness to support the data 

gathering process . Each of the persons in charge of the sample 

ins titutions agreed to support this research effort. 

To this end, the questionnaires were distributed to 112 men tees and 84 

mentors. A total of 171 questionnaires were filled in and returned which 

yielded a response rate of 87.2%. Among them, eight questionnaires were 

not yet fully filled. As a result, a total number of questionnaires that were 

successfully filled and returned a re 163 (83 .2%). Finally, they were coded 

and prepared for a nalys is. 
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Second, an in terview gu ide ,,'as prepared and then adm inistered to the 

officials from education department of three s ub-cities and from AAEI3 

who were administering and follm,'in g- up the overall activities a nd 

successes of mentoring. S ince th eir number is small (two from each sub­

city) and two from AAEB, the data gathering process was p roperly 

managed. 

Third, document analysis relaled to the implementation of m entoring 

such as reports, minutes, organ izational and other plans was assessed 

and re levant information such as time management, contents covered, 

problems encountered during implementations and the like were 

gathered and interpreted. 

Table 2 Finally Received Response Rates by Sample Institutions 

Respondents 

Su -city Response 

Officials Mentees Mentors Total returned 

in o/o 

Arada 2 44 36 82 82 .0 

Kirkos 2 22 15 39 86 .7 

Kolfe-

Keraniyo 2 26 20 48 84 .2 

Total 8' 92 71 171 84 .3 

, mcludes the officw/s from AAEB. 

Table 2 describes the response rate of each study sample sub-city. As 

ind icated in the ta ble the overa ll response rate of Arada sub- city is 

(8 1.0%), Kirkos is (84.4) and Kolfe Keraniyo (84.2%). Thus, the tota l 

response rate is (84 .3). III genera l, except the postponement of fill ing 
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questionnaires by some res ponden ls and some minor inconveni ency, the 

data gathering p roces s was successfully carried out. 

3.5 Data Analysis Techniques 

The data collected through different tools were analyzed In line of th e 

basic questions raised in chapter one. After coding, the question items of 

the questionna ires that could be analyzed quantitatively were fed in to a 

computer program called Statis t ical Package for Socia l Sciences (SPSS) 

verSIOn 15. Th en, they were a na lyzed qu a ntitatively using frequency 

counts, percentages, means, and t-test. The test of s ignificance level, 

wh ich is used in this s tudy, was a lpha (0 = 0 .05) . 

Quantitatively analyzed data were interpreted mainly u s ing perceritages 

and mean scores. Therefore , the interpretations of the a nalysis of mean 

scores and percentages are as e laborated below. 

Table 3 . Classification and Interpretation of Mean Scores a nd 

Percentages 

I Category Score Range 
Average 

Mean Range Value 

~ 3.84' I 
1 - 4 2.50 

3.00 - 3.83 

l.67 - 2.9.9 I 
1 Mean ~ 1.66 

~ 4.50 

3.50 - 4.49 
1 - 5 3.00 2.50 - 3.49 

l. 50 -2.49 
~ 1.49 I 
~ 87.63 

62.88 - 87.62 

2 Percentages* 1- 100 50.5 39.13 - 62 .87 

13.38 - 39.12 

I ~ 13.37 
' used only for actual percentages not for relatIVe once. 
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Interpretation 

(Meaning) 

Excellent 
Very good 

Good 

Poor 
Very hi gh 

High 

Medium 
Low 

Very low 

Very high 

High 

Moderate 

Low 

Very lo\\' 

I 

I 
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Chapter Four 

Presentation and Analysis of Data 

This c hapter is se t out to examine diffe rent data in order to fi nd answers 

fo r th e basic questions of the stu dy . It comprises of two m ajor pa r ts . The 

first part presents the characteristics of the sample respondents of the 

study. Here, the respondents a re discussed in term s of their age, sex , 

and services, and qualification. 

The second part of this chapter deals with the ana lysis of the data 

obtained from the respondents in terms of the basic questions . The data 

were analyzed in accordance with the research qu estion s by u sing the 

appropriate statis tical too ls such as frequency coun ts, percentages, and 

t-tes t. That is to say , the data obtain ed throu gh questionna ire, in terview, 

and document a n a lys is a re presented and discussed in line with th ese 

bas ic questions. The following major va ria bles were a nalyzed based on 

the respon ses obtained fro m a ll respon dents . These a re the Purp oses of 

the mentoring, Practices of mentees and m entors, Orientation and 

Training on Men toring, Timing a nd Frequency of meetings for 

discu ssions , judg ments of the mentoring, a nd Challenges/problems of 

men to ring. 

4 . 1 Description of Respondents 

Four dem ogra phic varia bles of the respondents were gathe red as 

background informa tion . These a re age, sex , qua lification , and teaching 

experien ce . These characteris tics of the responden ts were su mma ri zed in 

Ta ble 4 . As far as gende r di stribution of the respondents is concerned, 

the m a les cons iderably ou tnumber the females; i.e., male 136 (79 .5%) 

and fem a le 35 (2 0. 5%) as indicated in the ta ble . Therefore, it is possible 
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to conclude that the number of female respondents from mentees, 

men mrs and higher officials is almost insignificant. 

As far as the age of respondents is concerned, the maj ority of them (1 17, 

i.e. 68.4%) a re in the ra nge 21 to 30 year s of age ind icating that most are 

in the young age category . The second largest age category is from 3 1-40 

which counts for 19.3% . The two extremes, i.e., 20 and less, and 51 and 

more , are consisting of 2 individuals that account fo r 1.2% and 3 

individuals that account for 1.8% of the respondents respectively. 

Moreover, the majority 32 (45 .1 %) of m ento rs are in the 21 to 30 years of 

age category indicating that they are all energetic to contribute their 

potential for better achievement of the schools goals for which they work 

as employees. Sut this indicates that the majority of mentors are from 

beginner to teacher in their career ladder which means less experienced 

teachers are becoming mentors. 

When we examine the edu cational status of the respondents, more than 

three fourth or (93%) of them were SA/SSe holders by their educational 

quali fications while the rest (3 .5%) were second-degree holders and 

(3 .5%) we re diploma holders. None of them was PhD holde rs . When 

judged against some standard, it would not be very difficult to believe 

that the d ata fulfill the requirements set by Ministry of Education (MoE). 

According to the standard , high schools s hould be composed of SA/SSe 

a t minimum requirement. Sut there a re 6(3.5%) mentees diploma 

holders though it is ins ignifica nt. 
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Ta bl e 4. Demographic Cha racteri s tics of Responden ts 
-

1 
-Respon dents , 

r 

Higher Tota l 
~ I tem s Mentees M en tors , 

Officia ls 

N % N % N % N % 

Ma le 70 76 .1 59 83 .1 7 87.5 136 79 .5 

>< Fe male 22 1 23.9 12 16.9 I 12 .5 35 20 .5 " (j) 

Total 92 100.0 71 100.0 8 100 .0 171 I OO . O~ 
.--' 

20 & less yrs 2 2 .2 0 0 .0 0 0 .0 2 1.2 

2 J - 3 0 years 85 92 .4 32 4 5.1 0 0 .0 1 17 . 60.4 

31 - 40 years 5 5 .4 22 
" 

40 .0 6 75.0 33 19 .3 
OJ) 

«: 4 1 - 50 years 0 0. 0 J4 19 .7 2 25 .0 16 9,i 

5 1 & more yr s 0 1 0 .0 3 4 .2 0 0.0 3 1. 

Total 92 100. 0 7 1 100.0 8 100.0 171 IDa. 

PhD 0 0 0 0 0 0 0 c. 

" 0 MA/ MSc 0 0 2 2 .8 4 50 .0 6 ~ ~ . ., ,), .... 

'" - _. 
() BA/ SSc 86 93. 5 69 97.2 4 50.0 159 93 :; . 

'" Diploma 6 6. 5 0 0 0 0 6 3 c,f 
:l 

<Y 
Tota l 92 100.0 71 100.0 8 100.0 171 100 .0 

S &. less years 92 100.0 7 9.9 0 0 9 9 5 7 ~( 

6 - 10 years 0 0 13 18 .3 0 0 13 1 7.6 I 
(/) 

11 - IS years 0 0 19 26.7 3 37. 5 22 I 12 .8 . .., 
() 

.~ 
16 - 20 years 0 0 26 36. 6 2 25 .0 28

1 
16 .4 .., 

(j) 

2 1 & more y rs 0 0 6 8.5 3 37.5 9 5.3 

Tota l 92 100.0 71 100.0 8 100.0 171 100.0 
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4 .2 Analysis of Main Data 

As stated in chapter one, the basic qu estions focus on the extent schools 

implem en t m entoring, improvemen ts seen, and the potential problems or 

challenges rela ted with mentoring teachers. The data obtained through 

questionna ire, inte rv iew, a nd data analysis were presented, analyzed, 

and discussed in line with the re spective basic questions as indicated 

hereunder. 

A. Purposes of Mentoring 

To el icit the opmlOn of respondents about the major purposes of 

mentor mg teach ers in their respective schoo ls, d ifferent qu estions were 

raised. Accordingly, six items concerning purposes of mentorin g teachers 

were presented in the list. The mentee s and men tors responded to the 

items u s ing a five-point Likert scale which ranged as follows: "strongly 

agree", "agree", "undec ided", "disagree", and "strongly disagree" a nd the 

scores run through five to one respectively. 
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'j'able 5 . Perceptio n of Mentees a nd Mentors on the Major Purposes of 

Men to ring 

Respondents t -

Purposes Mentee Mentor va lue 
Mean SO Mea n SO 

A To provide change in sc hools 4 .27 .8 13 4 .1 0 .897 1.660 

B To improve ind ividuals career 
3 .78 1. 0 14 4 .09 .967 3 .695 

developmen t 

i 
To foste r teamwork and C 

32 .073* i 3 .6 1 1.079 4.42 .625 
cooperation 

0 To maximize poten t ia l, skills 
3 .64 1.115 4.10 .83 1 8.355* 

a nd performa nce of men tor 

E To share wisdom ga ined from 
3 .64 1.11 5 4 .25 .921 14.011* 

experience and lea rning 

F To induct n ew come rs into 

the expectations a nd 3 .60 1.110 4.25 .527 2 1.085* 

procedures in work place 

Tota l 3 .76 .863 4.20 .563 14.187* 

"sIgnificant at the 0.05 le vel (p <. 05) 

Table 5 des'cribes the result of t-test on the perce ptions of mentees and 

mentors concerning these purposes . As can be noted from the table the 

most perceived purposes of m entorin g by me ntors a nd men tees simila rly 

are to provide changes in schools and to improve individua l's career 

development. The result of t - tes t, howeve r, showed there is statistica lly 

significant difference at the 0.05 level between the mean sore of men tees 

(3.76) and that of mentors (4.20) . This indicates that mentors have 
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higher insight on the purpose of individual's career development. But, 

both parties have different views on the rest purposes. Mentors 

responded that they have an understandin g of purposes in foste rin g 

teamwork and cooperation; and sharing wisdom gained from experience 

a nd learning. On the other hand, mentees do not have awareness that 

mentoring program comes out with built team spirit and shared wisdom 

that pertain cooperation. The possible reasons might be there were no or 

ina dequ ate orienta tion and training delivered to the new corners . 

Moreover, the composite m ean scores of these two groups, 3 .60 for 

mentees, and 4 .25 for mentors also indicate that there is a statistically 

significant difference between these respondents Il1 

perceiving/understanding the overall purpose of mentoring program Il1 

general and the impacts it has in the schools in particular. Thus it is 

possible to infer that the purposes of mentoring were not well 

communicated with newly deployed teachers (mentee) and/or the 

participation of mentors in the overall process of mentoring that enable 

them familiar with the purpose and how they go through the system. 

B. Implementation or Practices of Mentees and 

Mentors 

The second research question of this s tudy was concerned with the 

extent of implementation of mentoring by schools. Like the purpose, data 

for the practices were found through questionnaire, in te rview, and 

document analysis . The data obtained through these tools are presented 

as follows. 

The questionnaires contai ned four categories that were mentees / m entors 

skills, roles, responsibilities, and qualities. The respondents responded to 

53 



the item s using a four-poi n t Liker t scale which were labeled as 

"Excellen t" , "very good", "good", and "poor" , havin g 4 to 1 poin ts 

re spect ively . 

a. Skills of Mentors and by Mentees 

Ta ble 6 . Skills of Mentors as Rated by Mentees 

I Skills of Mentors Mean Va lue 

A Listening 3 .09 

B I Questioning 2 .83 

C I Setting goals a nd expectations 2 .46 

! Building relationships and the mentoring 

D I environment 
2.60 

I 

E I problem solving 2.12 
I 

I 

F I Reflection and feedback 1. 47 

Total 2.48 

Table 6 lists the perceptions of mentee respondents on skills of mentors. 

As indicated in the table, there is significant d ifference in the mean score 

of skills in problem solving and in reflection and feed back. Thus, it is 

safe to conclude that in both skills of m entors there is skill gap so that 

mentees are not well managed or handled which in turn can affects the 

effectiveness a nd efficiency of mentoring program in which students a re 

not benefited from. When we consider to what extent the skills of 

m entors s core s are , they are good at lis tening and questioning i. e . 3.09 

and 2.83 mean score respectively. In contrast, in problem solving and 
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feedback, the mean scores of mentors become lower which is below 

average i. e . 2 .12 a nd 1.47 mean score respective ly . The document 

analysis a lso assures that the reflection session which is the basis for 

feedback is not well used by both parties. For instance , the foc us for 

giving feedback was on general comments that couldn't address a 

specific success or failure. Thus, it can be con cluded that, there are lack 

of skills on how to solve problem; and reflecting and giving feedba ck with 

regard to what is ha ppening in the mentees activities. Th e tota l mean 

score also s howed below average (2.48) which indicates that mentors lack 

mentoring skills so that mentees migh t not be equipped with necessary 

knowledge a nd skills from their mentoring course book. 

Table 7. Skills of Mentees as Rated by Mentors 

Skills of Mentees Mean Value 

A Lis tening 3 .01 

B qu estioning 3.04 

C Setting goals a nd expectations 2.87 

0 communication 2.97 

E Time management l.92 

F Reflection and fe edback 2.00 

Total 2.64 

Table 7 lists the perceptions of mentor respondents on skills of men tees. 

As indicated in the ta ble, th ere is significant difference in the mea n score 

of skills in time ;nanagem ent and in reflection and feed back. Thus, it is 

safe to conclude that in both skills of m en tees there is lack of skills so 

that men tees a re not well m a naged or handled which in turn can a ffects 
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the effectiveness and efficiency of mentorin g progra m in which students 

are not benefited from. When we consider to what extent the skills of 

men tors scores are, they a re good at listening and questioning i.e. 3 .01 

and 3.04 mean score respectively. In contrast, in t ime managemen t a nd 

feedback, the mea n scores of men tees are lower which is below average 

i.e. 1.92 and 2.00 mean score respectively. Thus, it can be concluded 

that, there were lack of skills of handling t ime wisely; and reflecting and 

giving feedback what is happening in mentees ac tivities . 

b. Roles of Mentors and Mentees 

Table 8. Roles of Mentors as Rated by Mentees 

Roles of Mentors Mean Value 

A Listener 2.99 

B Challenger 2.41 

C self confident 2 .96 

D Demonstrator (taught by example) 2.79 

E Role model 2.43 , 
F Motivator 2.16 

G Wise counselor 2.23 

Total 2.52 
, 

Table 8 depicts that mentors playa very good roles in listening and they 

are confident enough to mentor m entees . This shows that mentors have 

confidence and ready to help mentee. They are also good at 

demonstration i.e. mentors use tangible examples. But as the scores of 

mean value tells us that mentors are not a wise counselor and play 
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pivotal roles in motivating men tees to explo it them and go further as 

wel l. They arc a lso not a good role model s ince its mean value is below 

average (2.43). The average mean value for all listed roles is (2.52) which 

indicates the ro les mentors have to play is relatively on average but th is 

much will not take mentees to where the goals of mentoring program and 

education wide at large. This is so because mentors a re poor at 

motivating m e n tees to let them find the better way out from different 

drawbacks or in other words, they are not bu ilding commitment. 

Table 9. Roles of Mentees as Rated by Mentors 

Roles of Mentees Mean Value 

A Meet with mentors for confidential discussions 2.13 

Share information about their strengths, 

B weaknesses, ambitions a nd so on openly with 2.61 

their mentor 

C Ini tiate their own development 2 .34 

0 Successful follower 2.53 

Total 2.45 

As table 9 indicates, m en tees playa good role in s howing feelings to 

share information about their s t rength s, weaknesses, ambitions a nd so 

on; and around average (2 .53) mean score shows they tried to become 

successful follower. On the other hand , men tees are not open and 

confident to meet with mentors because the mean score is far below the 

average. Mentees also are not eager to enhance their own career 

development. 
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From table 8 it is conclud ed that mentors are not a wise counselor a nd a 

«ood motivator. This conclus ion can be supported by the result of table 9 for 

the data in d icates mentors a re not a wise counselor to take initiatives and a 

good motiva tor to make m entees a better committed follower. 

In conclusion, the roles m entees are engaged in are a bit in trouble since its 

total mean value is below average (2 .45). This is the implication of the to ta l 

sum of the ro les of mentors i.e. the less th e roles of me ntors would be the 

less th e roles of mentees will become . 

c. Responsibility of Mentors and Mentees 

Table lO . Extent to which me ntors carry out their responsibiliti es as rated by 

Mentees 

Responsibility of Mentors Mean Value 

A Encouraged and motivated the men tee l.98 

B 
Managed normal work objectives and time 

1.76 
comm itment 

C 
Helped men tee realize his / her carrier plan 

2.77 
through development and experiential learning 

D Ensured confidentiality of the relationship 2.70 

Prompted mentee to make con tact with others 

E who might be able to provide useful information 2 .63 

or advice 

Total 2.35 
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According to tabl e 10 above, mentors carried out their responsibility in 

helping rrien tee realize carrier plan and experientia l lea rning; and in insur in g 

the confidentiali ty of the relationship. The mean averages for those are (2.77 ) 

and (2.70) respectively. On the other hand, in both responsibilities; i.e. in 

encouraging and motivating men tees and m managmg normal work 

objectives and time commitment, mentors might not responsible for and thus 

they are not material ized properly . Th e m ean average for both showed belo\\' 

(2.00) which is very far from the mean average (2.50) . The average meal: 

value of a ll responsibilities showed (2.35) that illustrates mentors are no t 

carrying out their own responsibili ties as per the objectives of mentoring 

program . Furth ermore, the document analysis showed that there is lack O f 

time management and lack of commitment to the schedule men tees a n a 

mentors agreed on. From all t h ese, the aspects of time management and 

planning are crucial to cover the courses of mentoring but get failed badly. 

From this one can infe r that mentors are n ot committed to h elp beginner 

teachers a nd in turn may men tees d evelop carelessness . 

Table 11. Extent to which Mentees Carry out Their Responsibi lities as Rated 

by Mentors 

Responsibili ty of Mentees Mean Value 

A 
Defining expectations and objectives for the 

2.88 
relationship 

B Agreeing and managing the work process 2.40 

C Commitment to com pleting tasks 2 .38 

D Being open and honest 2.59 

E 
Share information about their strengths and 

2.14 
weaknesses 

Total 2.48 
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Mentees respon s ibi lity as tab le 11 portraits is ve ry good a t d efin ing 

expectations and objectives for the relationship (2.88) . And al so they arc 

open enough a n d honest in ful fill ing th eir respon sibili ties. But the re st are 

below ave rage like agreeing a nd m a nagin g the work process (2.40), 

commitme nt in comple ting tasks (2 .38) a nd In sha ring in forma tion about 

themselves (2.1 4). Mentees still scored below average (2.48) a n d said to be 

they are not much responsible for their career d evelopment though the ' 

a greed with the purpose of mentoring that deals with professional caree r 

d evelopmen t. From th e data it is safe to conclu d e that mentors do not carry 

out their responsibility as expected . 
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d. Quality of Mentors and Mentees 

Table 12 . Quality of mentors as ratcd by mentees 

Quality of Mentors Mean Value 

A Re levant job related experience jskills 2.89 

B Well-developed interpersona l skills 2.90 

C 
An ability to relate well with people who want to 

2.92 
learn 

0 A desire to h elp and develop men tees 2.52 

E 
An open mind, flexible attitudes and recognition of 

2.92 
own n eed for support 

F 
Time and willingness to develop relationships with 

2.87 
mentees 

G 
Experience of facing difficulties , new challenges, 

2.36 
working with others 

, 

I I 
Treats other's intentions and priorities with respect, 

2 .23 
even when holding a contra ry view 

Promotes two way communication and checks 
2.49 I 

frequently for understanding 

J Gives constructive feedback 2.10 

K 
Can usually find creative ways to circumvent or 

2.26 
overcome obstacles 

Total 2 .59 

Ta ble 12 informs that mentors qualities are good in line with the Relevant 

job related experience jskill s (2.89), Well-developed interpersona l s kills 

(2.90), An ability to relate well wilh people who want to learn (2.92) and in 

Time and willingness to develop relationships with m entees (2.87). But 
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mentors qualities in others are lower specially in giving constructive feedback 

(2.10) and in treating mentees intentions and priorities with respec t , ever! 

when holding a contrary view (2.23) and in finding creative ways to 

circumvent or overcome obstacles (2 .26). In gene ral, the m ean value of 

mentors quali ties describe mentors have average required qualities. But this 

does not mean that they are good at it. This indicates that mentors a re not a 

better role model as it was discussed in table 8 that mentors mean value for 

becoming a role model was found to be (2.43) which is below average. 

Therefore, men tors are n ot inOuentia l counterpart to get better followers or 

successful a d opters of their associates. This was validated in table 9 that 

mentees scored mean value of (2 .53) which is very much nearer to average. 

Table 13. Quality of men tees as rated by mentors 

Quality of men tees Mean Value 

A Motivated 2.43 

B Articulates expectations and own objectives 2.46 

C Meets commitments to learn 2.42 

D Accepts feedback and acts on it 2.52 

E An open mind, flexible attitudes and listens for support 2.63 

F Self-aware and willing to develop relationships with mentor 2.88 

G 
Open and has Experience of facing difficulties, new 

2.10 
challenges, working with others 

H Trustworthy 2.67 

I Understands program objectives/processes 2.51 

J 
Can usually find creative ways to avoid or overcome 

2.12 
obstacles 

Total 2.47 
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Table 13 shows mentees have better quali ties (2.88) that they are aware and 

showed willing to develop relations with mentors. But they fai led to face 

d ifficulties, new c hallenges and working with others (2.10) and the way out 

from obstacles by cr eatin g solutions (2. 12) . They a re a lso scored below 

a verage (2.42) in meeting commitmen ts to learn. In sum, the cumulative 

average of m en tees qua li ties is below the middling (2 .47). When it is seen in 

line with that of mentors, both parties share similar drawbacks since the 

average score of mentors is (2.59) and the difference is in s ignificant l.e. 

(0.12). Furthermore, mentors a lso have no quality on how to overcome or 

circumvent obstacles (2.26) and have no experiences to face new challenges 

(2 .36) as indicated in table 12 . This indicates that mentors d id not help 

mentees and/or mentees lack commitment to learn how to identify p roblems 

a nd how to solve problems or the way out from challenges cooperatively with 

others . 

c. Orientation and Training 

Table 14 Responses of Mentors and Mentees on orientation and traini ng 

0 
Respondents 

z Items Mentees Mentors Sum 
(/J f % f % f % 

1 Have you been informed about mentoring 
and how you go through? _. __ . - - - -- .- - - - .- -- -
A. Yes 4 1 44 .6 26 36.6 67 41. 1 .. -- -- -_ .. -. .. -_ ... .. - . --~ 

._-
B. No 47 5 1. 1 39 54.9 86 52.8 

.. - ..• ",-_._ . __ ..•. - . _ ...•. _ . . .. . ----------- ,-." . . 

C. Not sure 4 4.3 6 8.5 10 6 . 1 
----,,- ---,. __ .-. .. - _ ... . ---. __ . - -

Total 92 100.0 71 100.0 163 100.0 

2 Have you been trained about 
menteesJ mentors roles? I -.-.---~~---~-

.. - . ----- -.-~ - ----
A. Yes 22 23.9 26 36.6 48 29.4 

--_._. ,--- - . -- --- --_. --- ~- ----- .. - . - -
B. No 64 69 .6 45 63.4 109 66.9 ._- - - ---_._-- - _ •. - - _._- --- - ---- .-.- .-

C. Nor. sure I 6 6 .5 0 0.0 6 3.7 -- - . - . - --
192 

.------- - -- -- - . 

Total 100.0 71 100.0 163 100.0 
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The respondents ,,·ere asked to indicate whether they have been informed 

about mentoring and how they went through . As indicated in Table 14, the 

responses from mentee showed that 41 (44.6%) of them assured that they a re 

informed about mentoring and how they go through; And a bout 26 (36.6%) of 

m entors agreed too . However, the majority 4 7(5l.1 %) of men tees and 

39(54.9%) of mentors did not favor the provision of information about 

mentoring in the school. On the other hand, the rest 4(4.3%) of mentees and 

6(8.5%) of mentors were not sure whether they are informed about mentoring 

a nd how they went through. In genera l, the percentage score of both groups 

of respondents showed that 67(41. 1% ) knows about mentoring and the 'Nay 

out where as 86(52.8%) responded as not informed. On the other hand, 

10(6.1 %) of them are not sure whether the information or orientation was 

give n or not. These data point that schools a re not fully concerned and 

following up the process of mentoring and the teachers development program 

(TOP) in generaL Furthermore, the inte rview drawn from the higher officials 

of education sector assures that there was no data collected to identify who 

took and who did not take the training. This implies that the discussion was 

not planned and monitored. This is to mean that the discussion is mainly fire 

fighting type (being reactive) instead of being proactive . 

As of what is expected from both pa rries, men tees and mentors were asked 

whether they had been trained or not on their roles. The response revealed 

that 22(23 .9%) of mentees and 26(36.6%) of mentors agreed they were 

trained regarding their roles. On the contrary, 64(69.6%) of mentees and 

45(63.4%) of mentors did say they did not take training concerning their 

roles. When the cumulative data is seen , 48(29.4%) said yes we are trained 

while 109(66.9%) answered they did not trained about the roles of mentorl 

mentee. From the in terview, it was known that those who trained were 

handled by Trainers of training (TOT). These TOTs were trained for a week 

and it might indicate the transfer of the objectives and contents might 
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become sh allow. In conclu s ion , thi s data corresponds with table 8 and 9 tha t 

indicated mentors were not playing their roles successfully especia lly in 

relation to cou nsel ing, motivating and challe nging; a nd , men tees scored 

below average (2.45) and 1l'l focus they couldn't make confidential 

d iscussions and becoming successful fo llower in initiating their own 

development. 

Table 15 Res ponses of Mentors and Men tees on Tra inin g Duration 

Responde nts 

0 Items Mentees Mentors Sum z: 
(f) f % f % f % 

1 Training on men toring has been glven for: 
•...• - _. - - -. - - ---

A. More than two wee ks 0 0.00 0 0.0 0 0 .00 
,-------~- -_ ....•.... _--- .. ------ ---_. - -- --.-- •. -- - -- _.- --
B. One to two weeks 0 0.00 0 0.0 0 0.00 

--, .•.•. - ---- --- - ,,-, - --_. - - - - ---~ - -

C. One day to one week 13 14.1 6 8 . 5 19 11. 7 
_._, ... _,,-----_ .... - - -.. -"---.'-'- '. -_ ....... _,.- .. -._- - - -- -- -- --- - -
D. less than one day 38 41.3 44 62.0 82 50.3 

"--'- - ------- ---- - -,." •..•.. _-_. -... -- - .... -- -- .,- - - --_.- ---- --. 

E. Training is not currently provided 41 44.6 2 1 29 .5 62 38.0 
-_ ... .----- -- - -- --- - - - -

Tota l 92 100.0 71 100.0 163 100.0 

2 Do you think that the menteejmentor h as 

adequate training on mentorin g? 
- --- - - - -- _. - -- --- - - _. - -

A . Yes 12 13.0 13 18. 3 25 15.3 
- - ---- - -- -- - - - - -- -

B. No 75 81.6 54 76.1 129 79.2 
- ._------ -- - -- - - -- - -- -- ._-- - _. 

C. Not sure 5 5.4 4 5.6 9 5.5 
--- - ---- - - ---- .- -- --- - -- -- - -_._---

Tota l 92 100.0 71 100.0 163 100.0 

Ta ble 15 tells u s that 13(14.1) of mentees and 6(8 .5) of mentors had been 

taken tra ining on mentoring one day to one week wh ere as majority of both 

parties i. e . 38(41.3) of mentees and 44(62) of m entors said they had been 

taken tra ining for less than one day. But 41(44.6) of mentees and 21(29.5) 
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confirmed that training was not provided yet. In sum, the reality lies either 

training was delivered for not more than a day 82(50.3) or 'training was not ' 

provided 62(38 .0). Thus it can be concluded that what was given is 

orientation rather than training. 

Regarding this, both mentees and mentors were asked on the adequacy of 

training on mentoring in terms of training contents including purpose, 

importance , expectations, roles and responsibilities and etc. The response is 

addressed as: 25 (15.3) yes they h ad adequate training; and 129(79.2) 

responded as they did not get adequate training that helps both men tees and 

mentors to achieve the purposes of mentoring. This loss might affect the 

implementations since they are no t aware of the elements of mentoring and 

how to go through . 
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mentees better. The average data showed that 135(82.8) of both groups 

stayed with eac h other from 30 minutes to 2 hours . 

Regarding to the frequency of meeting per week , m ajority of them 51 (55.4) of 

mentees and 54(76.0) of mentors met together once per week. In sum, the 

dominant frequently used frequency was once per week as responded by the 

105(64.4) . The rest 2 1(12 .9) met twice or three times. On the other hands, 

about 37(22.7) of respondents said that there was no meeting in a week 

rather it was in a month or a semester and/or informally. Those who replied 

the meeting took pace per month are 21(12.9); and some 8(4 .9) said they met 

once in a semester. Both responses came from mentees. Besides, 7(4 .3) of 

mentors and 1 (0.6) of mentees assured that they meet informally i.e. there 

was no definite time frame where and when they have to meet. The document 

analyzed supported that there are interruptions of frequency of meeting and 

they stay toge ther short i. e. not more than an hour. To sum up, this depicts 

that there are mentors who were not committed and responsible. Further 

more , the document analysis depicts that the sign to indicate that the 

completion of activities went continuously half way a nd then stopped. And 

again, there are on and off sign put on the ref1ection of both men tees and 

mentors. 

E. Evaluation of Performed Tasks 

Table 17 Tasks of Mentees a nd Mentors when Rated by One Another 

Description N Mean SO t-value 

A. Tasks of Mentors when judged by Mentees 92 3.73 1.100 
4.192* 

B. Tasks of Mentees when judged by Mentors 71 3.07 .834 

Total 163 3.44 l.043 

"'significant at the level 0 .05 
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Table 14 describes the extent to which me ntees a nd mentors rated each 

oth er 111 line with d ifferent tasks they carried ou t to become compete nt 

professiona l. As indicated in the table there is significant difference in the 

mean score of each rating between men tees and m entors. Thus, it is safe to 

conclude that both groups (men tees and mentors) have n o s imilar perce ption 

on each other against performed tasks. This indicates that mentors were not 

interested in the way men tees accomplis hed their tasks. 

Th e inte rview drawn from the higher officials indicated that there were no 

diagnostic o r form ative evaluation regarding the well being of relationships of 

men tees and mentors. 
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F. Challenges of Mentoring 

Table 18. Scores of Respondents on the challenges of Mentoring 

Respondents [ -

Problems/Challenges Mentee Mentor value 
M ean SD M ean SD 

1 Stipends for mentors are scarce or not 
3 .52 1.321 3.71 .679 -1.142 

available 

2 Experienced teachers do not have the time to 
3.67 1.205 3.67 1.156 -.01 1 

serve as men tors 

3 Education bureau and sub-cities education 

offices have limited expertise in planning and 3.77 1.168 4.15 .994 -2.213' 

preparation or operating a mentoring program 

4 Training for mentors is scarce or not available 3 .66 1.141 4.22 1.197 -3.052' 

5 Resources or materials for mentoring 
3.44 1.353 3.77 1.395 - 1.518 

activities are scarce or not availa ble 

6 Beginning teachers arc not interested in 
3.11 1.473 3.19 1.129 -.368 

receiving mentoring support 

7 workload pressu res reduces the frequency of 

the relationship between [he mentor and 3.85 1.245 4.42 .768 -3.353' 

mentec 

8 Poor clarity of roles 3.78 1.056 3.90 1.172 -.678 

9 Understandin g and expec ting too much of 
3.51 1.053 3.49 1.217 

.1 01 

each other 

10 workplace culture is not friendly 2.70 1.363 3.07 1.268 -1.741 

11 Reluctance of men tees to participate: 3.38 1.299 3.49 1.053 -.594 

12 Lack of motivation an d commitment 3.52 1.362 3.52 1. 119 .003 

13 Varying perceptions of the mentor/coach role 3 .70 1.11 4 3.40 1.237 1.613 

Total 3.51 .7354 3.69 .484 ·1.821 

"'Slgnijicant at the le /Jel 0 .0;:, 
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Table 18 lists the challenges of mentoring. As indicated in the table there is 

significant difference in the mean score of each challel~ge between mentees 

and mentors. When it is considered to what extent the challenges are 

measured, the mentees mean score for #Experienced teachers do not have 

the time to serve mentors; is (3.77) for men tees wh ile it is (4 .1 5) for mentors. 

And, both parties (respondents) also have d ifferent views towards the 

"Training for mentors is scarce or not available" where men tees mean value 

is (3.66) and (4.22) of mentors. It was a lso identified from the table that there 

was different perceptions by mentees and mentors regarding "Workload 

pressures reduces the frequency of the relationship between the mentor a nd 

mentee"; the mean value of mentees for this c hallenge is (3.05) and (4.42) for 

mentors . The views mentees and mentors have on this three identified 

challenges are significantly d ifferent. This is to mean that mentors agreed on 

lack of time to help men tees but mentees perceived that it is n ot that much . 

And also mentees d isagree with mentors in that work load is not a factor or 

challenge. 

On thc other hand, men Lees and mentors both a lmost agree with the 

challenges listed and on the points raised earlier in table 9 and 15. Under 

these tables, it was discussed that mentors couldn't play better roles which 

matches with poor clarity of roles; and training of mentors a n d men tees were 

almost scarce . 

The interview drawn depicts that the major bar riers that h inders the success 

of mentoring are resource materia ls like course books , men tors h andbook 

were lately dispatched, lack of adequate train ing, lack of com mitment to the 

schedule mentors and men tees set, dissolving the relat ionship due to 

teachers transfer from one school to another, and turn over of competent 

expertise to another area of d iscipline. 
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Table 19 , Selection of Mentors 

Respondents 

0 Item Mentees Mentors Sum z 
if) f % f % r % 

1 Who is involved in se lectin g you r 

mentor'? 

A, sch ool director 84 91.3 63 88,7 147 90,2 

B, unit leader ° 0,0 ° 0,0 ° 0,0 

C, department head 5 5.4 8 11. 3 13 8,0 

0, yourself ° 0,0 ° 0,0 ° 0,0 

E. others * 3 3,3 ° 0,0 3 1.8 

Total 92 100,0 7 1 100,0 163 100,0 

The above table depicts tha t m ajority of mentees 8 4(9 1.3 ) and mentors 

63(88 ,7) answered mentors a re selected by school directors , Some 5(5.4) of 

mentees and 8(11.3) of mentors replied the selection goes to department 

heads of the school. The rest 3(3,3) mentees and 3 (1. 8) m entors answers 

differently; i,e, the selection of mentors is done by school directors and 

depa rtmen t heads, From the interview drawn, the selections of mentors have 

been done by school directors, This way of selection matches with the idea of 

Conway (1 998) in th at there is no scientific way of matching people , 

Therefore, it can be said tha t the selection of mentors h ave been done 

appropriately, 
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Table 20. General Mentoring Practice in Schools Judged by Mentees a nd 

Mentors 

Respondents 

ci Item Mentees Mentors Sum z 
(/) f % f % f <?/o 

1 Newly qualified teachers are assisted 
43 23.6 41 30.4 84 26 .5 

in personal and career development 

2 
men tees improved performance and 

28 15.4 12 8.9 40 12.6 
productivity 

3 improved internal communication 27 14.8 31 23 58 18.3 

men tees become competent 
4 32 17.6 14 10.4 46 14.5 

professional 

men tees are have been doing action 

5 research that solve problems pertinent 28 15.4 6 4.4 34 10.7 

to their school 

the rela tionship between mentor and 

6 
mentees is based on professional 

18 9 .9 18 13.3 36 II .4 
ethics on the realizations of effective 

performance 

the whole process of mentoring is 

7 ailning at the improvement of student 6 3.3 13 9.6 19 6.0 

performance 

8 other* 

182 100.0 135 100.0 317 100.0 

As it is shown in Table 20, 43(23 .6%) of men tees and 41(30.4%) mentors 

reacted that the n ewly qualified teachers are assisted in personal and career 

development. The ideas that men tees improved performan ce and productivity 

is supported by 28(15.4%) of mentees a nd 12 (8 .9%) of mentors. 27(14.8%) 

mentees and 3 1 (23%) mentors respond tha t there IS improved 

communication. 32 (17 .6%) m entees and 14( 10.4%) mentors argue that 
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men tees become compete n t professionals. As to conducting action research , 

28( 15.4%) of men tees and 6(4.4%) of mentors reply that men tees have been 

doing action research that solve the problems pertinent to their sch ool. 

18 (9 .9%) mentees and 18(13.3%) of me n tors agree that the rela tion s hip 

between mentor and men tees is based on professional eth ics on the 

realizations of effec tive performance . Regarding the whole process of 

mentoring, 6(3 .3%) of men tees and 13(9.6%) of mentors respond that, the 

whole process of mentoring is aiming at the improvement of student's 

performance. The interviewed officials responded in a lmost a s imila r way that 

they didn't do the formative evaluation even though th ey believe in that there 

a re results gained from the practice of mentoring. Among th e results, the 

facilitation of interpersonal communication, understanding of mentoring 

program objectives a nd practicing tea m work. From this on e can conclude 

that the gen eral mentoring practice in schools does not properly address its 

objectives . 
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Chapter Five 

Summary, Conclusion and Recommendations 

This chapter deal s with the summary of the major findings of the study, the 

conclusion reached at, and the recommendations forwarded based on the 

findings. 

5.1 Summary 

The purpose of this study was to systematically examine the practice and 

challenges of mentoring in High Schools of Addis Ababa . To achieve this 

purpose, the following basic questions were formulated. 

1. To what extent schools implement mentoring teachers as an organized 

system? 

2 . What are the improvements seen as a result of practicing mentoring 

teachers in schools? 

3 . What are the factors affecting school m entoring teachers? 

In order to address the questions ra ised, a descriptive survey method was 

employed. Out of the total sub-cities of Addis Ababa three of them were 

selected by random sampling technique. The subjects of the study who 

belongs to the sample institutions were 8 higher officials from the sub-cities 

and from Addis Aba ba Education Bureau, 92 mentees, and 71 mentors 

selected from the three sub-cities purposefully. Data from these sample 

respondents were obtained through a survey questionna ire, interview and 

document analysis. 

The data collected were analyzed using rlifferent statistical computation tools 

such as frequency count, percentages, mean and t-test. Based on the results 
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of the data analysi s, the major findings of the study are summarized as 

follow . 

1. The notion of changes in schools and the improvemen t of carrier 

development of teachers are well understood purposes of mentoring by 

most mentors and men tees. Mentors have an understanding of 

purposes in fostering teamwork and cooperation; and sharing wisdom 

gained from experience and learning. However, men tees do not have 

awareness that mentoring program comes out with built team spiri t 

a nd shared wisdom that pertain cooperation. 

2. The result of the study disclosed that mentors are good at listening 

a nd questioning. However, they have poor ski ll in line with problem 

solving; and, in reOection a nd feed back. The result of mentees also 

notified there is a great problem in the afore m entioned skills which is 

the reO ection of the result of mentors. The over all mean score also 

showed mentors skills are below average (2 .64) so that mentees might 

not be equipped with necessary knowledge and skills from their 

mentors . Thus, mentees are not well managed or handled which in 

tu rn can affects the effectiveness and efficiency of mentoring program 

in which students a re not benefited from Further more, the findings 

pointed out that mentees time and feedback management is poorer 

which was seen in the mean scores be ing far below average (2.00). 

3. Mentors play very good roles in listening a nd they a re confident 

enough to advise m en tees. They are also good at demonstration (using 

concrete examples) . Nevertheless, the scores of mean value showed 

that m entors a re not a wise counselor and play pivotal roles in 
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motivating men tees to take commitments and go further as well. In 

addition, they are not a good role model as the result proved. The 

average mean value for all listed roles mentors have to play is relatively 

on average (2 .52). This much accompli shment will not take men tees to 

achieve the goals of men toring p rogram . The fact that mentors are not 

a wise counselor to make mentees take initiatives and they are not a 

good motivator, men tees failed to become a better committed follower 

as the data depicted . 

4. The results of the study revealed that a lthough mentors carried out 

their responsibility in helping men tee realize career plan a.nd 

experiential learning; and in insuring the confidentiality of the 

relationship, they are too irresponsive in encouraging and motivating 

men tees and in managing normal work objectives and in time 

commitment to go in line with the existing conditions. The average 

mean value of all responsibilities mentors showed (2.35), illu strates 

mentors are not carrying out their own responsibilities as per the 

objectives of mentoring program. 

5. Mentees achieved respons ibili ty described was very good at defining 

expectation s and objectives for the relationship they will have with 

mentors. And also they are open enough and honest in fulfilling their 

responsibilities. But they are not committed in completing tasks (2.38), 

managing the work process (2.40), and in sharing information about 

themselves \\'ith mentors (2.14). In conclusion, the mean average both 

mentors and men tees scored realized that they were not fully 

responsible, 
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interview drawn, very few numbers of deputy directors were following 

the frequ ency a nd the dUl-ation men tees an'd mentors meet or stay 

together. 

8. The challenges to mentoring activities strongly agreed to were: lack of 

training, poor clari ty of roles, the absence of well experienced expertise 

from the sub-cities and from the education bureau; and unavailability 

of materials a nd th eir distribution to schools timely. These drawbacks 

were also reflected in the skills, roles, responsibility a nd quality of 

mentors and mentees. 

5.2 Conclusions 

Based on the sum manes of the findings the following conclusions were 

drawn . 

1. Most of mentors and some men tees do have awareness about the 

purposes of mentoring. But the result of the st.udy revealed that 

especially m en tees did not believe that the mentoring program resulted 

in the qu a lity of cooperation which is the corner stone of building team 

spirit. Thus, it can be concluded that the purposes of me ntoring were 

not communicated from the schools and from the higher officials of the 

sub-cities in a planned and organized manner as soon as the beginner 

teachers arrived at the institution to answer their personal and socia l 

questions. 

2. Th e strong and frui tfu l relationship depends on mentees and mentors 

skill s, roles, responsibilities a nd qualities. According to the results of 

the study, mentees and mentors skills, roles, responsibilities and 

qualiti es varied in level of performance because they were not oriented 

and trained well to materialize sufficiently the components of 

induction . As the document analysis s hows, the skills, roles and 
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Appendix I 
Questionnaire for Mentees 

Part one: background information 

Name of your institution ________________ _ 

Age 

A 20 years and below D B. 21 - 30 years D 
C 31-40 years D 0 . 41-50 years D 
E. 51 years and above D 

Sex AMaie D B.Female D 
Educational qualifica tion: 

A PhD. D B. MA/ MSc D C BA/ BSc 

D. Diploma D E. Other _____ _ 

Total Years of service 

A. 5 years and below D B. 6-10 years D 
Cll-15 years 0.16-20 years D 
E. 21 years and above D 

PART lWO: PURPOSE OF MENTORING 

Instruction: some of the purposes of mentoring are listed in the fo llowing 

table. Please read each of them carefully and indicate your agreement or 

disagreement by putting "y" mark in each column using the fo llowing rating 

scales: Strongly agree (SA), Agree (A), Undecided (UD) Disagree (D) and 

Strongly disagree (SO). 
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No 

Appendix I 
Questionnaire for Mentees 

2.1 What do you think are the primary purposej es of mentoring III your 

institution? 

purposes SA A UD D SD 
a to provide change in schools 
b to Improve individuals career 

development 
c to foster teamwork and 

cooperation 
d to maximize potetial, skills and 

performance of mentee and 
mentor 

e to share wisdom gained from 
experience and learning 

f to induct new comers into the 
expecta tions and procedures in 
work place 

PART THREE GENERAL QUESTIONS 

Please tick C-l) mark on the scale that reflects your opllllOn about each 

statement. 

Very 
Mentor Skills Excellent good Good Poor 

1 Listening 
2 Questioning 
3 Setting goals and 

expectations 
4 Building relationships and 

the mentoring 
environment 

5 Problem solving 
6 Reflection and feedback 

Mentor roles Very 
Excellent good Good Poor 

1 Listens and 
understand mentee 

2 Challenger 
3 Buil t self confidence 
4 Demonsh'ator (Taught by 

example) 

III 
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5 
6 
7 
No 

1 

2 

3 

4 

5 

No 

1 

2 

3 

4 

5 

Appendix I 
Questionnaire for Mentees 

Role model 
Motivator 
Wise counselor 
Mentor responsibilihJ Excellent 

Encouraged and motivated 
the mentee 
Managed normal work 
objectives and time 
corrunitment 
Helped men tee realize 
his/ her carner plan 
through development and 
experiential learning 
Ensured confidentiality of 
the relationship 
Prompted mentee to make 
contact with others who 
might be able to provide 
useful information or 
advice 

Mentors quality Excellent 

Relevant job related 

experience / skills 

Well-developed 

interpersonal skills 

An ability to relate well 

with people who want to 

learn 

A desire to help and 

develop men tees 

An open mind, flexible 

a ttitudes and recognition 

IV 

Very Good Poor 
good 

Very Good Poor 

good 
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Appendix 1 
Questionnaire for Mentees 

17. Do you think that the mentor has adequate training on mentoring - its 

purpose, importance, expectations, roles and responsibilities, e tc? 

A. Yes D B. No D C. Not sure D 

18. H ave you been trained about mentors roles? 

A. Yes D B. No D C. Not sure D 

19. H ow do you rate the extent to which your mentor carries out different 

tasks so as to help you be a competent professional? 

A. very high D 
B. high D 

c. medium D 
D.low D 

E. very lowD 

20. What do you conclude abou t the general mentoring practice in your 

school? (more than one choice is possible) 

• newly quali fied teachers are assisted 111 personal and career 

development D 

• men tees improved performance and productivity D 

• improved internal communica tion D 

• mentees become competent professional D 

• men tees are have been doing action research that solve problems 

pertinent to their school D 

• the relationship between mentor and mentees is based on professional 

e thics and on the realiza tions of effec tive performance D 

• the w hole process of mentoring is aiming at the improvement of 

students performance D 
• other __________________ _ 
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Appendix II 
QuestiOlU1aires for Mentors 

4. Educational qualification: 

A. PhD. B. MNMSc ~. BNBSc 

D. Diploma [:=:J Other _____ _ 

5. Total Years of service 

A. 5 years and below [:=:J B. 6-10 years [:=:J 

C. I 1-15 years [:=:J D. 16-20 years 

E. 21 years and above [:=:J 

PART TWO: PURPOSE OF MENTORING 

Instruction: some of the purposes of mentoring are li sted in the foll owing table. 

Please read each of them carefull y and indicate your agreement or di sagreement by 

putting "...j" mark in each column using the following rat ing scales: Strongly agree 

(SA), Agree (A), Undecided (UD) Disagree (D) and Strongly di sagree (SO). 

2.1 What do you think are the primary purpose/es of mentoring in your institution? 

Purposes SA A UD D SD 

a to provide change in schools 

b to Improve individuals career 

development 

c to foster teamwork and cooperation 

d to maximize potential , skills and 

performance of mentor 

e to maximize potential, skill s and 

performance of men tee 

f to share wisdom gained from 

experience and learning 

g to induct new cOmers into the 

expectations and procedures in work 

place 
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No 

Appendix II 
QuestiOlmaires for Mentors 

PART THREE: General questions on mentees & mentors skills, roles, quality 

and responsibility. 

Please tick C-.J) mark on the scale that refl ects your opinion about each statement 

iVe!y 

Mentees Skills Excellent good Good PoiiJl 

I Listening 

2 questi on ing 

3 Setting goa ls and 

expectati ons 

4 communication 

5 Time management 

6 Refl ection and feed back 

Mentee 's roles iVery 

Excellent good Good Poor 

I Meet with mentors for 

confidential discussions 

2 Share information about their 

strengths, weaknesses, 

ambitions and so on openly 

with their mentor 

3 Initiate their own 

development 

4 Successful fo llower 

iii 
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1 

2 

3 

4 

5 

Appendix II 
Questionnaires for Mentors 

Mentee's responsibility Excellent iVery 

good 

Defining expectations and 

objectives for the re lationship 

Agreeing and managing the 

work process 

Commitment to completing 

tasks 

Being open and honest 

Share information about their 

strengths and weaknesses 

, 

IV 
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I 
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3 

4 

5 

6 

7 

8 
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Appendix II 
Questionnaires for Mentors 

Mentees quality Excellent ~ery 

good 

motivated 

Articulates expectations and 

own objectives 

Meets commitments to learn 

Accepts feedback and acts on 

it 

An open mind, flexible 

attitudes and li stens for 

support 

Self-aware and willing to 

develop relationships with 

mentor 

Open and has Experience of 

facing difficulties , new 

challenges, working with 

others 

trustworthy 

Understands programme 

o b j ecti ves/processes 

Can usually find creative 

ways to avoid or overcome 

obstacles 

v 
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Appendix II 
Questionnaires for Mentors 

12. Menlee '5 Training has been given for: 

• More than two weeks D 

• One to two weeks D 

• One day to one week D 

• Less than one day D 
• Mentees training is not currentl y provided 

13. Generally, how much time do mentees and you spend together 

per meeting on average? 

• 30 minutes I hour D 
• I hour 2 hours D 

• 2 hours 3 hours D 
• more than 3 hours D 

14. How often do you meet with mentee per week? 

• Once D 
D 

• Twice D 
• three times D 

• every day D 
• other 

15. Have you been trained about mentoring and how you 

go through? 

A . Yes D B. No D c. Not sure 

16. Who is invo lved in selecting your mentee? (More than one 

choice is possible) 

A. school director D B. unit leader D 

C. department head D D. yo urself D 

D 

E. others (p lease specify ifany) _ __________ _ 

vi 
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Appendix II 
Questionnaires for Mentors 

PART FOUR: PROBLEMS AND CHALLENGES ASSOCIATED WITH 

MENTORING PRACTICE 

Barriers to Implementing Mentoring Activities 

No Problems or challenges SA A un D 

I Stipends for mentors are scarce 

or not available 

2 Experienced teachers do not 

have the time to serve as 

mentors 

3 Education Bureau and Sub-' 

cities Education offices have 

limited expertise 111 planning 

and preparation or operating a 

mentoring program 

4 Training for mentors IS scarce 

or not available 

5 Resources or materials for 

mentoring activities are scarce 

or not availab le 

Beginning teachers are not 

6 interested 111 recelvll1g 

mentoring support 

viii 
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Appendix II 
Questionnaires for Mentors 

workload pressures reduces the 

frequency of the relationship 

between the mentor and men tee 

Poor clarity of roles 

Understanding and expecting 

too much of each other 

workplace cu lture IS not 

friendly or attractive to show 

efforts 

Reluctance of men tees to 

participate: 

Lack of motivation and 

commitment 

Varying perceptions of the 

mentor/coach role 

Other 

* = list challenges not stated here 
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Appendix fl [ 
Inte rview Guide 

ADDIS ABABA UNIVERSITY SCHOOL OF GRADUATE STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING & MANAGEMENT: 

HUMAN RESOURCE & ORGANIZATIONAL DEVELOPMENT 

STREAM 

An interview guide to be ra ised for interviewing Addis Aba ba Education 

Bureau representa tives of Teach er s Development Program (TOP). 

Dear respon dents, 

This in terview is designed to collect relia ble informa tion for a research on 

The Challenges iii Practice of Mentoring in High schools of Addis 

Ababa. The research is done as par tia l fulfillment for MA in Human 

Resource & Organizational Developmen t . Therefore , your h on est 

response is a pa ramount important. All you r responses that you provide 

with this regard will be kept confidentia l a nd used only for research 

purpose . So, you a re k indly requested to a nswer a ll items provided in the 

interview. 

Background information 

Qua lification ______ ____________ ~ 

Position in th e office ______________ __ _ 

Experien ce ___________________ _ 



Appendix III 
Interview Guide 

1. When did your region begin providing mentoring support to 

beginning teachers? 
2. How was the introduction of the mentoring schem e handled? What 

changes, if any, would you suggest? 
3. Have mentors received adequate training? If training is provided, 

what were the contents of the training? 

4. Who trains mentors in your region? 

5. How are you m a intaining mentor - m en tee relationships to provide 

them financial, technical, training, m a teria ls or equipments? 

6. How often do you take follow up sessions and how do you give 

feedback? 

7 . How successful do you think current m entoring activities in your 

region and what have been th e most important results? Then , how 

do you expand improvements or better practices to others? 

8 . What have been the m ajor barriers to providing mentoring support 

for beginning teachers in your region? 



Appendix IV 
Reliability Test of Questionnaires 

1. Reliability Test of Questionnaire Prepared for Mentees 

Your trial period for SPSS for Wi ndows will expire in 4 days . 

GET 
FILE~ " C : \Users\user\Documents\BEKA Y\Girma ' s 

Thesis\SPSS ' s\Re l iabilit y te "+ 
"st of Mentees . sav ". 

DATASET NAME DataSetl WINDOW~FRONT . 

RE LIABILITY 
/VARIABLES~Q2 . la Q2 . lb Q2 . lc Q2 . ld Q2 . le Q2 . lf Q3 . lA Q3 . 2A Q3 . 3A 

Q3 . 4A 
Q3 . 5A Q3 . 6A Q3 . 1B Q3 . 2B Q3 . 3B Q3 . 4B Q3 . 5B Q3 . 6B Q3 . 7B Q3 . 1C Q3 . 2C 

Q3 . 3C 
Q3 . 4C Q3 . 5C Q3 . 1D Q3 . 2D Q3 . 3D Q3 . 4D Q3 . 5D Q3 . 6D Q3 . 7D Q3 . 8D Q3 . 9D 

Q3 . 10D 
Q3 . l 1D Q12 Q13 Ql4 Q15 Ql7 Ql8 Q19 Q4 . 1 Q4 . 2 Q4 . 3 Q4 . 4 Q4 . 5 Q4 . 6 Q4 . 7 

Q4 . 8 
Q4 . 9 Q4 . 10 Q4 . l1 Q4 . l2 Q4 . 13 
/SCALE( ' ALL VARIABLES ' ) ALL/MODEL~ALPHA . 

Reliability 

[Data Set l ] C: \ Users\user\Documents\BEKA Y\Girma ' s 
Thesis\SPSS ' s\Reliability test of Mentees . sav 

Scale: ALL VARIABLES 

Case Processing Summary 

N % 
Cases Valid 10 100.0 

Excluded( 0 .0 a) 
Total 10 100.0 

a Llstwlse deletion based on all variables 10 the procedure. 

Reliability Statistics 

Cronbach's 
Alpha N of Items 

.819 55 



Appendix IV 
Reliabi lity Test of Questionnaires 

2. Reliability Test of Questionnaire Prepared for Mentors 

GET 
FILE= "C : \Users\user\Oocuments\BEKA Y\Girma ' s 

Thesis\SPSS ' s\Reliability te "+ 
"st of Mentors . sav ". 

DATASET NAME DataSet2 WINDOW~FRONT . 

REL I ABILITY 
/VARIABLES~Q2 . 1a Q2 . 1b Q2 . 1c Q2 . 1d Q2 . 1e Q2 . 1f Q3 . 1A Q3 . 2A Q3 . 3A 

Q3 . 4A 
Q3 . 5A Q3 . 6A Q3 . 1B Q3 . 2B Q3 . 3B Q3 . 4B Q3 . 5B Q3 . 6B Q3 . 7B Q3 . 1C Q3 . 2C 

Q3 . 3C 
Q3 . 4C Q3 . 5C Q3 . 1D Q3 . 2D Q3 . 3D Q3 . 4D Q3 . 5D Q3 . 6D Q3 . 7D Q3 . 8D Q3 . 9D 

Q3 . 10D 
Q3 . 11D Q12 Q13 Q14 Q15 Q17 Q18 Q19 Q4 . 1 Q4 . 2 Q4 . 3 Q4 . 4 Q4 . 5 Q4 . 6 Q4 . 7 

Q4 . 8 
Q4 . 9 Q4 . 10 Q4 . 11 Q4 . 12 Q4 . 13 
/SCALE( ' ALL VARIABLES ' ) ALL/MODEL~ALPHA . 

Reliability 

(Da t aSet2] C: \Users\user\Documents\BEKA Y\Girma ' s 
Thesis\SPSS ' s\Reliability test of Mentors . sav 

Scale: ALL VARIABLES 

Case Processing Summary 

N % 
Cases Va lid 4 80.0 

Excluded( 1 20.0 
a) 
Total 5 100.0 

a Llstwlse deletion based on all variables In the procedure . 

Reliabitity Statistics 

Cronbach's 
Alpha N of Items 

.974 55 
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