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ABSTRACT
FORMAL MENTORSHIP PROGRAMS:
A MEANS FOR RETENTION AND CHANGE
by
Margo McPhedran
This thesis reports on the development, the
implementation and the evaluation of a formal mentorship
program in the Lambton County Board of Education. The
program involved a series of in-service sessions for
both the mentor and the new teacher. It included one day
per month release time from regular classroom duties for
the new teacher to work in a mentorship relationship, in
order to develop successful claasroom strategies. Three
types of evaluation were conducted. Non-mentored )
teachers from 1988-88 and mentored teachers from 1989-90
were surveyed. The administrators of the non-mentored
teachers from 1988-88 and the mentored teachers from
1989-90 were also surveyed. Questionnaires were filled
out by the mentors, the mentored teachers and the
administrators of the mentored teachers. The data showed
certain outcomes with the mentered groups. Firstly, the

admninistrators reported a greater level of staff

(1ii)



cohesion with the mentored teachers. Secondly, the
administrétors expressed less need for interactions with
the mentored teachers. All areas reflected a shift
towards a more positive perception of parental
reactions, preservice preparation of the new teacher,
stress levels and discipline concerns. In the new
teacher data there were significant findings for the
mentored group in the levels of stress reported by the
new teacher, the amount of personal time available and
the perception of administrative support for the new
teacher. All areas reflected a positive shift to more
satisfaction and greater personal and professional

rewards with the mentored teacher group.

(iv)
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Chapter QOpne
Introduction

Education, in Canada ‘oday, is becoming
characterized as a time of reform: a time of demand by
the public for accountability of the education system.
Over the past five years a number of educatlonal reviews
have been commissioned. The Radwanski Report (1985) and
The Final Report of the Teacher Education Review

Committee (1388) are two examples.

A1l of these efforts have shown need for change in
the educational system for Ontario. Reform is
inevitable but attitude changes are more difficult to

enact.

A position paper presented by M. Fullan aand M.
Connelly (1987), suggests that the key to reform lies in
the attention given to new teachers and the process by
which they are socialized into the teaching profeasion.
A formal mentorship program may help to facilitate the

desired changes in a quicker and more effective manner.



Recognizing that possibility, the Teacher Education
Review Steering Committece included, as one of its
recommendations, that all Boards of Education develop a
nandatory induction phase as part of their teacher

education programs by September of 1995.

Methodology

This thesis plan=s to report on the development,
implementation and evaluation of a formalized Mentorship
Program called M.I.N.T. (Mentors Inducting New
Teachers) in the Lambton County Boerd of Education over
the academic year of 1983-1990. This program involved a
series of in-service sessiona for both the mentor and
the new teacher. It included ~ne dey per month release
time from classroom duties for the new teacher to work
in a mentorship relationship to develop succeazaful

classroom strategies.



Data Collection

Material, appropriate for evaluation, was to be

collected from the following sources:

1) The new teachers, principals and mentors
were surveyed to evaluate the components of the
program, at the end of the school year.

2) The same guestionnaire was given to the new
teachers from the 1988-89 and the 1989-90
achool years.

3) An administrative guestionnaire was given to the
principales of the 1988 and 1989 new teachers.

4) A statistical analysis was run on the )
data received from the questionhaires from
the teachers and administrators with no

mentorship program, and the teachers and

administrators with the mentorship program.



Perceived Qutcomes

A review of the literature indicated the
probability that there would be certain results of a

mentorshlp program:

1) The new teachers will experience a greater
Job satisfaction and will report lemss stress
occurring during their first year than those who

are not matched with a mentor.

2) The administration in the new teachers” schools
should report greater satisfaction with the new
teacher performance during the first year, when

paired with a mentor.

3) There should be a greater retention level of new
teachers who have mentorship assistance, due to

a feeling of greater staff cohesion and resource

availability.



Definitions

The Mentoring Process

Mentoring is the process by which an accomplished
professional forms a trusting relationship with a new
inexperienced teacher. This professional takes a
personal and proactive interest in helping newcomers

experience success during their beginning years in the

teaching profession.

The Mentor
A mentor is a capable and experienced educator who
is willing to support new teachers during their initial

vears in the professiocn.

An Induction Program

This is a series of activities designed to make the
transition year easier for a new teacher by providing
workshops on topics such as classroom management,
curriculum development and implementation, time and
stress management. All of this may be done in a
formalized and predetermined fashion by the

administration, as well as by individualized programs,



designed to fit the needs of the individual.

New Teacher
This is someone who has no formal teaching

experience and is in the novice year as an educator.
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Chapter Two

A Review of the Literature

History

During the last ten years there has been a growing
concern over the state of education in North America.
Schools have repeatedly been seen as a major instrument
of society. Whenever there are public ills, it seems
soclety holds the education of its children to be
accountable for the problems and for a way of correcting
the concerns. No longer is there an air of perfection
that surrounds educators (Solomon, 1987). The public is
demanding that the educational system be accountable for
its actions. Among the areas of focus for reform is the

education of teachers (Griffin, 1887).

What has been occurring in Ontario? In 1883, a
report from the Ontario Association of Deans of
Education, raised the question about teacher pre-service
education reform. In 1885, the Radwanski Report
challenged the state of education in Ontario today,
and outlined suggested changes in teaching strategies

and the emphasis in education in order to reduce the

11
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drop-out rate. In March of 1885, The Ontario Teacher
Education Review Steering Committee was established. Its
mandate was to examine all aspects of teacher education,
including admission procedures to teacher training
institutions , pre-service programs, entrance to the

profession and on-going professional development (1988).

All of these studies indicate a dissatiafaction
with the quality of education being delivered in Ontario
today. Teacher attitudes and teaching techniques are a
focus of attention. This is an ideal opportunity to make
changes when there are so many who are entering the

profession for the first time.

In 1886, two Ontario educators, M. Fullan and

¥. M.Connelly, prepared a position paper on teacher
education for the Steering Committee. They were to
generate an appropriate teacher education plan for the
future of Ontario, which addressed all areas of teacher
education. This plan was to encompass the philosophy
that teacher education is a life-~long continuum. Many of
their recommendations, found in the discussion papef,

entitled "Teacher Education in Ontario: Current Practice
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and Options for the Future” (Fullan and Connelly, 19886),

were adopted by the Committee.

The timing of this reformation is aignificant in
Ontario. According to a Canadian Teacher s Federation
report, teacher shortages across Canada will increase
from a shortfall of about 650 in 1880-91, to nearly
8,500 in 1998-99. By the year 2,000, about 22,000
teachers a year will be needed to replace those
retiring, compared to about 12,000 a year in the middle
of the 1980°s. Some of this is occurring from a growth
of enrolment, as well as the retirement of the aging
staff presently in our schools (FWTAO, 1989). The need
to retain new teachera and the unique opportunity fgr
educational reform make this an ideal ﬁime for changes

to occur in Ontario.

One of the key recommendations in the Fullan and
Connelly report (1987), which was adopted by the TERC
Committee, is that by "September 1995, an induction
phase be mandatory as part of the teacher education
program”. This induction phase 1s to have four
objectives: the improvement of teaching skills,

profesaional growth, orientation to the achool and ita
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community, and the development of a personal and
professional support aystem within that context, and the
professional growth of experienced teachers already in
the system ( Final Report of the Teacher Education
Review Steering Committee, 1988). This report ocutlines
that the key to the successful implementation of the

induction phase is a mentoring program.

The Need for a Formal Mentorship Program

If one adopﬁs the philosorhy that teachers are
life-long learners of their trade, and that professiocnal
development is an on-going process, then a formalized
mentorship program can provide opportunities for two
groups of educators: the new inexperienced teacher and

the exrerlenced career teacher.

Frequently, in the past, the new teacher has been
given assignments that no one else wanted. They were
made “"to pay their dues" as every one else had, by being
given the worat of the teaching positiona. They had

classea with low abilities, groups of problem atudents,
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excesalive duty schedulea, undesirable split grades, or
heavier than normal preparation programs (Cole and
McNay, 1988). Combining this with the firat year
adjustment problems, they frequently felt 1solated,
depressed and unsuccessful. Some were fortunate enough
to informally create a relationship with a staff member
who helped them through the year. Others who were not
quite so fortunate resigned from the profession
altogether. A study done in the United States by
Fetherstone (1988), found that thirty percent of the new

teachers never made it tc thelr fifth year.

Since teacher retention is an issue in the 1890°s,
we must look at the implications of these sorts of
studies and react accordingly. Common humanity dictates
that we should care more about the novice teacher. No
longer does our mistreatment in the past hold as a good
reason to dictate what others should receive in the

present.

What benefits can an induction program have for the
experienced career teacher? According to Maslow s work

on the self-actualizing individual (1970), experienced
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teachers who are in the adult stage in their lives, may
be able to achieve a great deal of personal satisfaction
from contributing to the well-being and the development
of a new teacher. Jalongo (1986) outlines that “we have
& message to share as mentors, as role models, as gentle
guides to other professionale through the anxieties of
thcse first experiences.” Mentoring allowe excellent
teachers to have an influence on the gquality of
education in the classrooms by providing leadership
within a classroom coaching mede. This sauthor
experienced one such situation in our formalized
mentorship program. The secondary teacher who was two
years from retirement entered into our mentorship
program with this thought: " This is my opportunity to
leave a little of myself tehind to carry on after I
leave teaching. All that I learned and worked for will
not be lost.”

Now 1s the time to take the steps to formalize and
to give credence to mentorship programs. Joyce and
Showers (1988) support the concept of coaching teachers
to contribute to the transfer of training. In their
studies they found that new teachers practice new skills

more frequently and with greater success when coached.
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They also use their new strategies more appropriately,
exhibit a longer retention of those skills and have a
clearer understanding of teaching strategies which
allowed them to better communicate with the children.

P. Park and M. Fullan (1982) found during their studies
of curriculum implementation and change, that it is
casler to make change when people are at their beginning
stages rather than after they have established and

rehearsed undesirable practices.

An induction program through the use of mentoring
teachers, can accomplish many tasks succeasfully. It can
ease the entry of new teachers Into the profession; it
can instill competent educational practices through a
collegial approach; it can help increase the level of
teacher retention; and it can provide for leadership

opportunities for our capable and experienced educators.

The Role of the Mentor

A mentor can help the novice teacher in many ways. The

degree of assistance will vary depending upon the needs
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of the newcomer. Mentors serve many roles: teacher,

coach, role model, talent developer, sponsor, protector

counsellor and door-opener (QSSTF, 1989).

Areas of Assistance

Most research refers to clusters of major areas of

assistance:

*

sharing their own expertise on teaching metheds
curriculum development and unit planning.
assisting with discipline and classroom
management.

explaining school procedures and practices..
providing role models who display the use of
effective strategies.

encouraging the new teachers to reflect upon
thelr own teaching practices in order to
identify areas of strengths and weaknesses.
being an emotional support who helps the new
teacher to deal with the succeasses and failures

inherent in the position of classroom teacher.
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The Role of the Principal

The principal has a significant role in any

mentorship program. Success can be achieved by:

*

eatablishing and maintaining a climate in the
school that values the mentorship process as
the beginning of the years of professional
development that a teacher undergoes.
identifying established, caring and capable
teachera who may choose to undertake the mentor
role.

providiﬁg appropriate workloads for the new
teacher and the mentor.

assuming the responsibility for the ongoing
profeassional development of all the staff.
communicating the goals of the program to the

community and other school personnel.

{(Cole and McNay, 1988)

Other research has indicated an important influence

that the principal may unknowingly exert. According to

Krupp (1985), in her Connecticut research, the proteges
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Board makes a financial commitment to make a program a

success people tend to notice and to react positively.

Finally, one must again reflect upon the data with
an overall view. In all areas, as was with the
administrative data, there is a positive shift to more
satisfaction and greater personal and professional

rewards with the mentored teacher group.



Questionnaire Data

During the next few pages, the data collected from
the survey of the first time mentorship participants has

been collated.

The data i3 presented in this order:
» administrators
* new teachers

* mentors

Each question is included and all the responses to
that question are listed below it. The frequency of each
response is listed to the right. The number of people
responding to the questionnaire is in brackets to the
right. Any response that is a negative comment 1is
followed by a minus sign in brackete (-). Any positive

commenta are followed by a plus sign in brackets (+).

63



TABLE FQUR
Questionnaire Data

Administrators

A) After reflecting upon all aspects of the M.I.N.T.

Program I would recommend:

{10 responses)

_Reaponge Frequency
Program Continuation 8
Flexible Use of Time 1
Provide More Than One Mentor 1
Begin Program Earlier 1
Get Feedback from New Teachers 1

684

B) Please outline the positive/negative features of the

mentorship program that you observed. (10 responses)

Responge

Frequency

Benefit for both New Teacher and Mentor
Release Time

Help Not Administretion Based

Mentor Helped Increase Principal Insight
Increased Mentor Self-Fsteem

Mentor Illness/Lack of Continuity

Ofier Program Outside of Schocl Hours

Wrong Mentor Chosen by Myself

S

(+)
(+)
(+)
(+)
(+)
(=)
(;)
(=)



65

C) How might the new teacher have been better prepared
for entering the teaching profession?

({8 Responses)

Response __Frequency
Increase Internship Type of Interactions 3
Familiar With Start-up Procedures 2
Discipline Strategles 2
Curriculum Familiarization 1
Classroom Management 1

D) What role do you feel you play, ae the principal of a
new teacher, during the induction year?
(9 Responses)
Response Frequency
Supportive Towards New Teacher
Maintain Close Contact
Encouragement
Support Mentor

Resource Allocation

N N W s A

Leadershin»



TABLE FIVE

Questionnaire Data

New Teachers

Program, I would recommend:

A) After reflecting upon all aspects of the M.I.N.T.

(16 Reaponses)

Response Frequency
Continue the Progf&m 8
Earlier Matching with Mentor 3
No changes 2
Time Alone as a Group 2
More Time for Interactions 2
Workshop on Discipline 2
Workshop on Centres 1

Match Personalities with Mentor
Time Allocation Workshop
Mandatory Use of Allowed Time

Lees Time Out of the Classroom

- e

66
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B) Please outline the negative/positive features of your

mentor partnership.

(18 Responses)

Respannme Frequency

Supportive/Helpful Mentor 8 (+)
Sharing of Ideas (+)
(+)
(+)
(+)
(+)
(+)
(+)
(+)
(=)
(=)
(-)
(=)

Common Grade/Level
Shared Experience of Mentor

Other Classroom Observations

NN NN W N

All Positive

Non Threatening/Non Administrative
Principal Support

No Problem Getting Help

Difficult to Take/ Arrange Time
Mentor Ill/Lack of Continuity

Do More Earlier in the Year

R S L L S SR

Mentor Too Busy to Help
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C) How might'you have been better prepared for entering

the teaching profession?

(17 Responses)

Response ' Frequency
Experience is the Best teacher 3
More Related Experience 2
Realistic Preparation 2
Diacipline Strategies 2
Diversified Subject Training 2
Split Grade Training 1
Curriculum Access 1
Organizational Skills 1
General Level Seminars 1
Registers 1
Reports/Summative Evaluations 1
Use of Art in the Classroom 1
Tracking Ideas 1
Timetabling 1
Classroom Setup - 1
Procedures ( ex. head lice) 1
Make and Take Sessions 1
More Formative Evaluation from Ed. Faculty 1
I Was Well Prepared 1
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D)} What role do you feel your principal played in your

induction program?

BResponse

(16 Responses)

_Freguency

Helpful/Friendly

Supported the Mentor Program
Made Me Feel Welcome

Gave Room to Succeed/Fail
Gave Positive Comments

Little Interaction
Offered Help

Resource Allocation

9

4
2
2
2
2
1
1

(=}
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TABLE SIX
Questionnaire Data
Mentora
A) After reflecting upon all aspects of the M.I.N.T.

Program, I would recommerd:

(20 Responsesa)

Beapaonae Frequency
Continuation of the Program 7
Meet New Teacher Prior to September 5
Additional Soclal Activities 3
More Time for Interactions 3
More Activities Earlier in the Year 2
Better Role Communication 2 -
More Honest Info for Dealings 2
Have Mentor/Teacher Pair in the Same Grade 2
Maintain Flexibility of the Program 1
Keep it at the Same Level 1
Set Up Aligning Prep Times 1
Have New Teacher Panel Repeated 1

Information About Neighbouriug Board PD

Administrators Not Be Mentors

T

Start September 1st

Have a2 Mentora Only Meeting 1
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B) Please outline the positive/negative features of your

mentor partnership. (20 Responses)
Regponae Frequency
Mutually Beneficial 12 (+)
Gained a Friend 6 (+)
Release Time to Meet 4 (+)
Casual Contacts Valued 3 (+}
Same Grade/Department 3 (+)
Flexible Use of Time 2 (+)
Support for the Ne.r Teacher 1 {(+)
Team Teaching 1 (+)
Improved Staff Relationchip for Teacher 1 (+)
Same Prep Time Schedule ] (+)
Inservice of Mentors 1 (+)
Iliness of Mentor 1 (=)
Hard to Find Suitable Meeting Times 4 (=)
Time Required to Prepare for a Supply 1 (=)

New Teacher Resisting Help 1 (=)~
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C) How might the new teacher have been better prepared

for entering the teaching profession? (19 Responses)

Responae Irequencv
Was Well Prepared 4
Honest Consultation About Work Load, etc. 4
Discipline Strategies 4
Mentorship Program 3
Learn By Doing 3
Shared Year Internship 2
Clasaroom Management Skills 1
Unit Planning vs Daily Lessons 2
Extracurricular Expectations 1
Report Writing 1
Reglaters 1

D) Whot role do you feel your principal played in the

induction program? {20 Responaes)
Response Frequency
Encouragement - 11

Support of the Mentorship Program a



No Interference
Available for Consultation
Not Sure

Inappropriate Requests

[0S T S N
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Interpretation of the Questionnaire Data

Valuable information was received from the
redirection of the M.I.N.T. Program. The
incdividualization of the feedback and the additional
insight obtained only through participaticn in the

program proved highly profitable.

As one surveys the responses there is a wide
variety of suggestions and comments that occur. Each
individual perception is important. For the purpose of
this study significance will be attached to the comments

which repeat themselves.
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Recomnendationa for 1990

It was interesting to note that the same highly
repeated recommendation came from all three groups that
were surveyed. All sources recommended that the program

be retainzd for the 1990 school year.

The mentorship process has filled a need for three
groups of people,.

i) Firstly, it has provided career teachers with
an opportunity to revitalize their techniques
through the enthusiasm of a new teacher. They
have shared what nss vaken them years to learn
and to gather. )

2) Secondly, with that sharing,‘they have
assisted the ncw teacher into a smoother
transition and a gquicker integratior year.
The techniques and the education in the
classroom have improved.

3} Thirdly, the administrators have benefited
from this program as well. A new teacher on

staff is rlways an additicnal concern and

time consumer. The aasistancc of the mentors,
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in the non-evaluative way, enhanced the

leadership teams in the schools.

A second recommendation was to commence the program
earlier in the year by introducing the mentors and the
new teachers before school begins. There were references
to the need fu. help with start-up procedures, classroom
preparation and easing the tensions that come with the

first classaroom.
Poait i N . : | f the Man Relat hi

All three groups again had a common response to
this question. They felt there was mutual benefit from
the partnership for both the new teacher and the mentor.
The mentors commented that they appreciated getting and
sharing new ideas. The new teacher liked learning tried
and true procedures. Other comments such as gained a
friend or increased the mentor s self-esteem seem to fit
with the concept of mutual benefit.

All three frequently mentioned the release time in
their evaluations. They moatly felt it was valuable to

be able to have the time to do what they knew they
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needed to do.

There is however, a concern that was associated
with the time ailotment. The new teachers found it hard
to plan fo. a supply eacher as well as take the time
off from classroom duties. Due to thelr lack of
experience in preparing a day book for a supply teacher,
the new teachers went into too much preparation for the
abgent time. This was an additional burden to their
already heavy workload. They also experienced feelings
that ther were abandoning their classes by leaving them

in the charge of someone else.

One administrator drew reference to the need to
hold the sessions outside of school time sc as not to
interfere with daily routines. Some pairs found it
difficult to find mutual time in order tco carry out the
con3ultation. The supprort of the administration in the
3chool is imperative to the success of the program.

The general assessment seemed to be that time out
of the clasarocom is important to conduct the activities
inherent in the process. Teachers, especially new ones,

need time to talk to other teachers (Dickinson, 1987).



78

We need to impress upon all involved that time out is
important! The delegation or financee at the board
level and the encouragement of those involved to use the
time, delivers a clear message that the program and 1.-
merits are important to the people who are in charge of
delivering education in this county. It gives credence

and validity to the process.

Pre-Jervice Preparation

Many of the respondents indicated the old adage
that experience is the begt teacher. Perhaps the nuances

that come with a successful teacher may only be learned

in the classroom setting.

The concept of internship was mentioned frequently,
with the idea of a year long association with one
classroom. They indicated that new teachers needed to
see the continuum of student development that can only
be viewed over time.

There were a number of comments that supported the
teacher education system presently in place. They wrote

that the teacheres are well prevared for the Jjob.
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An additional area that was mentioned was claaaroom
discipline. It appeared on all three surveys. Typically,
the new teacher arproaches their first clasaroom with
enthusiasm. Unfortunately, the students have had years
of learnir: how to manipulate adults. They tend to abuse
the flexibility and the kindness exhibited bty the first
year teacher. At timee the focus in the classroom shifts
from educating the child to who has control in the room.
Mejor problems with classroom control can foreclose
other sorta of learning from occurring (Fetherstone,
1988). Many a new teacher has learned the hard lessons

facing the unfair realities of the clasaroom.

Bole of the Principal in the Ianduction Year

In all areas of assessment, the respondents
indicated that support was the key role ¢I the
principal. Some went as far as to say that support can
be maintained by not intefferring with the mentor-
teacher relationship. They were allowed tc dictate the
use of their allotted time as they saw fit. They had the

flexibility to independently plan thelr own programs.



Other areas such as besing available for
congultation, giving encouragement and allocating

resources were mentioned frequently.

BO



Chapter Six
General Recommendations

This study supports the following features of a
mentorship program that might be successful in other

arveas:

1) That all Boards of E‘ucation have a formalized,

planned mentorship program for all new teachers.

2) That principals be trained in areas of mentor
selection, wéys to support the program and to
clarify their role definitions.

3) That administrators who have an evaluation
component in their job descriptions, not be
considered as mentors.

4) That release time be a component of the program.

5) That mentors be trained in preparation for their
roles, in areas of "ice-breaking"”, conferencing,
neede awareness and coaching skills.

6) That mentcirs be identified carefully according to
a set of descriptors which detail appropriate
personnel.

7) That all wentors and new teachers inn the program

8l



8)

9)

10)

11)

12)

[
5}
S

14)
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clearly understand their roles in the process.
That workshops be planned for the new teacher in
the areas of discipline, unit planning, Brard
facilities and personnel, gtress management, time
management, report writing and any cother teacher
identified needs.

That social activities be planned so that the
mentora and the new teachers can meet as separate
groups, 1in order to facilitate special needs.
That the program start before September, so that
the me..tor and the new teacher can es ‘blish a
relationship prior to the atart-up of school.
That new teacheirs be matched with mentors in
their buildirgs, near their claasrooms, and in
the same grade level of subject area if at all
poasible.

That the program remain flexible a0 that the
special needs can be addressed. .

That in-service be provided for the new teacher
on how to prepare for a supply teacher.

That no mentor be appointed who may need to be

abhsent during the sachool year (ie. pregnancy).



Chapter Seven

Conclusions

Judith Little, a well known educator from the
United States, delineated a two-part challenge that
educators must meet when implementing mentorship
programs: introducing classroom teachers to an
unfamiliar role end introducing an unprecedented role to

an institution. She identified three problems:

1) the pace of the implementation.
2) the lack of opportunity to carry
out the role.
3) the lack of precedents that tends to

conetrain the performance of the mentors.
(Fullan, 1880, p. B8)

Examining these concerns in reference to the
M.I.N.T. Program, there are some observations that might
be made.

In retrospect, one could consider that this

research program was lmplemented rapidly. But efforts

83
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were made to research the topic well before decisions
were made. Program recommendations were based upon the
writinge and the research of some of the moat
knowledgeable educators in Canada. Specifically, the
attitudes and the philosophies put forth by Ardra Cole
and Marguret McNay, were highly attractive to the

initiators of the M.I.N.T. Program.

After a year of program implementation, the
gathering of both objective and subjective data showed

that the program was successful.

Administrators indicated a higher degree of
satisfaction with the performance of the new teachers.
The new teachers appeared quickly to become more

cohesive members of the staff.

New teachers indicated they had more time for
personal interests and families, felt they were
aupported by the staff and administration, spent less
time preparing for claases outside of sachool hours and

experienced lesg stresz: in their first year.
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The mentors reported feelings of worth,
contribution and pleasure at the sharing of their
profession. Their level of professional development

increased.

Judith Little s concern abouu the pace of
implementation is perceived to be valid by this author.
But with care and vision, palred with a plan for
evaluation and redirection, a mentorship program can be
developed and implemented without years of preparation.
Now is an excellent opportunity to enact changes in
education. Boards need to respond to the timing

opportunity with well thought out action plans. -

The second concern expressed by Little was the lack
of opportunity to carry out the role. One presumes that

role refers to the operants in the mentor relationships.

This is where this author believes it is imperative
to build release time into any mentorship program. The
financial support afforded these types of programs
through time to properly carry them out can act as a

catalyast for the people involved. Time for reflection
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and redirection upon teaching strategies is important.

The mentcre and the new teachers were given the
time to work cooperatively to enhance teaching skills.
The new teacher has no spare time left after preparing
for classroom rigors each day. Asking them to do the

activities on their own only burdens an already full

achedule.

The administrators were not expected to find ways
to release the.teachers within the confines of their
staff limitations. Too often upper level educaters have
good ideas and leave the responsibility of
implementation in the laps of middle management without

additional support or resources.

Little outlines the third problem as one of no
precedents for the mzntors. She feels that tends to

constrain their performance.

Granted, these programs are so new that there are
few models upon which to rely. But it is within thie

absence that I feel the strength of the program lies.
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Without any prior notiona, the participants are free to
manipulate tlieir individual situations in order to fit

thelr own needas.

During this most recent year, time was used for
activities like team teaching, unit planning, visite to
educational centres outside the county as well as
within, time for reflection, classroom observation, time
to "Just talk"” and even time to take a break and catch
yvour breath. The flexibility and the creativity of those
involved was the only thing that would limit the use of
their time. When one looks at the 100% response rate
from the mentors, there is a message of enthusiasm.
These specilal people welcomed the challenge and embraced
the role. Theilr enthusiasm for teaching spilled over and

was shared by the new teachers involved with them.

In the words of Judy-Arin Krupp (1985), "Educators
must legitimize mentoring.” We must look at this
process, the roles the pecple play in it, its importance
to the future of education and focus our efforts on it
as a way to foster growth in the two ends of our

professional continuum.
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Mentorship programs are ways to meet the public
challenge of accountability and the demand for change.
It is a way to draw upon the resources in our systems to
provide career teachers with thg professional
development that can help them to self-actualize in
education. It is a way to help new teachers become the
ideals that they hold for themselves; to redeem the
esteemed role that educators historically have held.

And by doing so, to provide a quality and loving

education for the future children in our classrooms.
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