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មូលន័យសង្ខេប 

គ្រូបងគ្រៀនជាកម្ល ាំរចលករយ៉ា រសាំខាន់កនុរការជាំរុញរុណភាពអប់រ ាំ តាមរយៈការផលិតធនធានមនុសស

ងពញងលញ សគ្ម្ប់ង្លើយតបងៅនឹរតគ្មូវការសរគមជាតិនាងពលបចចុបបនន និរអនារត។ ង ើមបើបាំងពញតគ្មូវ

ការរបស់អនកសិកាគ្រប់រូបកនុរយុរសម័យឌើជើថលងនេះ គ្រូបងគ្រៀនទាមទារឱ្យម្នចាំងណេះ ឹរ សមតថភាព វធិើ

សាស្តសរសាំបូរបបប និរររុងកាសលយ រមួនឹរការគាំគ្រងផសរៗកនុរការ កឹនាាំការបងគ្រៀន និរងរៀនទាាំរងៅកនុរ

ថ្នន ក់ និរងៅងគ្ៅថ្នន ក់ គ្បកបងោយគ្បសរិធភាព នរិសកដសិិរធភាពកនុរវជិាា ជើវៈរបស់ខ្លួន។ កនុរគ្បធានបរ

គ្សាវគ្ជាវសដើអាំពើ “ការគ្បឹការរុងកាសលយ រឺជាវធិើសាស្តសរមួយសគ្ម្ប់បកលមអការបងគ្រៀនរបស់គ្រូ” ម្នងគល

បាំណរបង្ហា ញឱ្យកាន់បតចាស់លាស់ នរិសុើជងគ្ៅងៅងលើលកខណៈរបស់អនកគ្បឹការរុងកាសលយ (Mentor) 

ប លនឹរគ្តូវងធវើការយ៉ា រជិតសនិរជាមយួគ្រូបងគ្រៀនតាមសាលាងរៀន។ ការគ្បឹការរុងកាសលយងនេះនឹរបង្ហា ញ

អាំពើ តនួារើគ្រូគ្បឹការរុងកាសលយ គ្បងេរននការគ្បកឹាររុងកាសលយ សារៈគ្បងយជន៍ននការគ្បឹការរុងកាសយ

តាមសាលាងរៀន បញ្ហា គ្បឈមប លគ្រូគ្បឹការរុងកាសលយបានជួបគ្បរេះ រមួទាាំរគ្កមសើលធម៌វជិាា ជើវៈរបស់

គ្រូគ្បឹការរុងកាសលយប លគ្តវូគ្បកាន់ភាា ប់កនុរការបាំងពញការង្ហរជាមួយគ្រូបងគ្រៀន។ ងោយសារគ្បព័នធនន

ការគ្បឹការរុងកាសលយងៅកនុរបរបិរកមពុជា ជាគ្បព័នធប លថមើងរើបនរឹចាប់ងផរើមអនុវតដ ការសិកាគ្សាវគ្ជាវ

ងនេះងធវើង ើរបបបជាលកខណៈ (Research Synthesis) ប លអនកសិកាគ្សាវគ្ជាវមិនបានចុេះងៅសាំភាសន៍ 

និរគ្បមូលរិននន័យពើអនកចូលរមួផ្ទា ល់ង ើយ បតអនកសិកាគ្សាវគ្ជាវបានគ្បមូលឯកសារពាក់ព័នធងៅនឹរការ

គ្បឹការរុងកាសលយនានា ប លងធវើង ើរងោយអនកគ្សាវគ្ជាវបរងរស ងគ្ៅពើបរបិរកមពុជា រចួង ើយងធវើការ

វភិារបវកបញកគ្រសឹដើពាក់ព័នធទាាំរអស់ងនាេះ ង ើមបើបងរកើតជាមូលោា នការគ្បឹការរុងកាសលយរមួមួយ ប លអាច
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ង្លើយតប និរយកមកអនុវតដបាន ងោយសមគ្សបងៅនឹរបរកិារណ៍កមពុជា ង ើមបើឱ្យ ាំងណើ រការការគ្បកឹា

ររុងកាសលយ គ្បកបងោយរុណភាពខ្ពស់។ ការសិកាគ្សាវគ្ជាវងនេះ បានបង្ហា ញនូវលរធផល ូចតងៅ៖ ការ

គ្បឹការរុងកាសលយ រឺពិតជាវធិើសាស្តសរមយួម្នគ្បសិរធភិាពសគ្ម្ប់ជយួគ្រូ និរគាំគ្រគ្រ ូ តាមសាលាងរៀន 

ងពលប លគ្រូបងគ្រៀនបានជបួគ្បរេះនូវបញ្ហា គ្បឈម កនុរការបង្ហា ត់បងគ្រៀនរបស់គត់ ជាពងិសសគ្រូបងគ្រៀន

ប លងរើបបតងចញបងគ្មើការង្ហរថមើ និរម្នបរពិងសាធន៍តិច។ ការអនុវតដគ្បព័នធងនេះជួយគ្រ ូឱ្យអេិវឌឍវជិាា ជើវៈ

របស់ខ្លួន ការគ្រប់គ្ររថ្នន ក់ងរៀន និរងធវើឱ្យការបង្ហា ត់បងគ្រៀនកាន់បតគ្បងសើរង ើរពើមយួនថៃងៅមួយនថៃ ងោយ

ការគាំគ្រជាគ្បចាាំងៅកាន់គ្របូងគ្រៀន ពើសាំណាក់គ្រូគ្បកឹាររុងកាសលយ។ គ្រូបងគ្រៀនបានផ្ទល ស់បដូរការរតិ 

ប លធាល ប់បតយល់គ្ច ាំថ្ន អនកគ្បឹការរុងកាសលយ រជឺាអនកមកងធវើអធកិារកិចច មកវាយតនមលការបង្ហា ត់

បងគ្រៀនរបស់គ្រូ បតវតដម្នរបស់គ្រូគ្បឹការរុងកាសលយរឺងគ្បៀបបាននឹរជាំនួយការរបស់គ្រូងៅវញិ។ គ្រូ ចាប់

ងផដើមយល់អាំពើគ្បព័នធគ្បឹការរុងកាសលយ យល់អាំពើតួនារើ ភារកិចចរបស់គ្រូគ្បឹការរុងកាសលយ និរសារៈសាំខាន់

ការគ្បឹការរុងកាសលយតាមសាលាងរៀន ចាប់ងផដើមស ការការង្ហរ ម្នការតាាំរចិតដខ្ពស់ យល់អាំពើគ្កមសើល

ធម៌វជិាា ជើវៈងរៀរៗខ្លួន រវារគ្រូគ្បឹការរុងកាសលយ និរគ្រូបងគ្រៀន កនុរការង្លើយតបនឹរវតថុបាំណររមួគន  រលឺរធ

ផលសកិារបស់សិសសលអគ្បងសើរ។ កនុរការបាំងពញការង្ហរជាមួយគ្រូ គ្រូគ្បកឹាររុងកាសលយក៏បានជួបគ្បរេះនូវ

បញ្ហា គ្បឈម និរឧបសរគមយួចាំនួនផរប រ  ូចជា បញ្ហា បរពិងសាធន៍ការង្ហរ អាយុ ការបសវរយល់ពើគន ងៅ

ម្នកគ្មិត គ្រមូិនសូវងបើកចតិដរូលាយកនុរការររួលយកមតិងយបល់ពើគ្រូគ្បឹការរុងកាលយ ខ្វេះការគាំគ្រពើ  

រណៈគ្រប់គ្ររសាលាងលើកមមវធិើគ្បឹការរុងកាសលយជាង ើម។ ប៉ាុបនដគ្រូគ្បកឹាររុងកាសលយ ក៏បានគ្បឹរបគ្បររេិះ

រកវធិើសាស្តសរនានា ង ើមបើងោេះគ្សាយងៅតាមបញ្ហា ប លងកើតម្នង ើរជាក់បសដរងៅ នរឹកបនលរការង្ហរផ្ទា ល់
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បតមដរ ជាជារងគ្បើគ្បាស់វធិើសាស្តសរជាក់លាក់ណាមួយ ប លមិនគ្តូវងៅនឹរសាថ នភាពជាក់បសដរ ប លមិន

ង្លើយតបងៅនឹរតគ្មូវការ នរិការអនុវតដងៅពុាំសូវម្នគ្បសរិធិភាព ប លនាាំងៅ ល់ការបាត់ជាំងនឿជាក់ងលើគ្រូ

គ្បឹការរុងកាសលយពើគ្រប់សាំណាក់អនកពាក់ព័នធ។   
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ABSTRACT 

Teacher is an essential catalyst to push the quality of education by establishing a full 

human resource for responding to the society need even present and future time. To meet 

the demand of all learners in this digital age, teachers need to have the ability, skills, 

alternative teaching methodologies, teaching pedagogy, and various supports to lead 

teaching and learning effectively and efficiently in their profession. The research topic on 

"Teacher Mentoring (TM) is an approach for improving teachers' performance" has three 

main purposes. First, the paper aims to provide a better understanding of the mentoring 

roles, types, issues and challenges, advantages of mentoring and ethical code of mentor. 

Second, it is hoped, through mentoring, to help teachers in their teaching development to 

be better, especially for novice teachers and inexperience teachers. Lastly, it serves as a 

pilot study for further research on teacher mentoring in Cambodia. Since, mentoring is still 

somehow new and fresh concepts in Cambodian educational settings, thematic analysis is 

used for systematically evaluating and combining the results of multi-studies through 

various sources, with an aim of producing comprehensive documents of mentoring for 

general educators, especially in Cambodia. The study showed some important results as 

follow: Teacher Mentoring is an effective method of helping and supporting teachers in 

schools when they face challenges in their teaching, especially new and inexperienced 

teachers. Mentors will help teachers develop their careers, classroom management and 

improve day-to-day knowledge and skills by providing ongoing support to them. After 

working with mentors, teachers have changed the misconception that have thought that 

mentors are the ones who come to inspect and evaluate or judge teachers' teaching since 

they are clearly understanding the roles and responsibilities of mentors and also the 

importance of the mentoring system in schools. By working together, there is a high 

commitment to understand the respective professional ethics between mentors and teachers 



v 
 

in response to the common objective of better student achievement. In the working 

environment of mentors, the challenges and concerns of mentors are still there. Such as 

mentor has lower experience than teacher does, young mentor work with old mentee, low 

relationship between mentor and mentee, less support from school management team. 

However, despite this fact, there are still ways around to cope with them depending on the 

actual situation in the real workplace, rather than providing a specific method that does not 

fits the actual situation and does not meet the needs of learners and the mentor will becomes 

lose truth from stakeholders. 
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vi 
 

 

 

 

 

 



vii 
 

SUPERVISOR’S RESEARCH SUPERVISION STATEMENT  

 

TO WHOM IT MAY CONCERN  

 

Name of program: Master’s Degree of Education in Mentoring 

Name of candidate:  Cheang Channak 

 

Title of thesis: Teacher Mentoring (TM) is an Approach for Improving Teacher’s 

Performance. 

 

This is to certify that the research carried out for the above titled master’s thesis was 

completed by the above-named candidate under my direct supervision. I played the 

following part in the preparation of this thesis: guidance in research problem development, 

literature review, methodology, data analysis, and discussion finding. 

 

 

Supervisor (Name): ……………………………………….   

Supervisor (Sign): ……………………………………….   

Date: ……………………………………………………. 



viii 
 

CANDIDATE’S STATEMENT 

 

TO WHOM IT MAY CONCERN  

 

This is to certify that the thesis that I “Cheang Channak” hereby present entitled “Teacher 

Mentoring (TM) is an Approach for Improving Teacher’s Performance” 

 

for the degree of Master’s of Education in Mentoring at New Generation Pedagogical 

Research Center is entirely my own work and, furthermore, that it has not been used to 

fulfill the requirements of any other qualification in whole or in part, at this or any other 

University or equivalent institution. 

 

Signed by (the candidate): …………………………………………. 

Date: ……………………………………………………………….. 

 

Countersigned by the Supervisor: ………………………………… 

Date: ………………………………………………………………. 

 

  



ix 
 

Acknowledgements  

The dynamically vigorous success of the mini research thesis would not have been 

possible without the efforts, support, and encouragement of the following respected 

individuals.  

First of all, Mr. KONG MANETH, the instructor and the main supervisor of my mini 

research thesis. He has guided and supported the ideas and techniques on how to get the 

complete research proposal process done and as well as the mini research thesis. He has 

also offered us the literature review matrix, which we can use an appropriate research thesis 

title, related findings, and methods of the study while reading the related studies. 

Another resource person is Mr. SROU LIHOL. He is the instructor in charge of the 

Educational Research in English course. He has continuously helped in the process of the 

concept note and the research proposal. He has also offered us the official format of the 

research proposal and the guidance related to the reference and in-text citations. 

Furthermore, he has helpfully consulted me regarding to the methodology procedures, such 

as research techniques, research design, research tools, data collection, data analysis, and 

the applications of both in-text citations and references.  

Additionally, Dr. SUN SOMARA, the responsibly proactive coordinator of the New 

Generation Pedagogical Research Center (NGPRC). He has fruitfully coordinated and 

supported the instructors and candidates included me during the program’s processes of the 

master degree of education in ethics and mentoring, and he has guided on whom to survive 

during the program process and the continuous efforts. 

Furthermore, I would like to show my grateful attitude to Dr. CHAN ROATH, the 

manager of NGPRC, and the one who has allowed us as the cohort having the degree of 

M.Ed. in Mentoring. His governance and leadership are vividly professional and practical. 



x 
 

Moreover, Mr. STANISLAS KOWALSKI, the mentor of NGPRC, and the one who 

has supported with helpful advice on how to find out more literature review and concept 

note. He has constructively commented my research proposal, which led to the partial 

success of the mini research thesis. 

Last but not least, I would like to thank my mother in law, Mrs. Meas Ngab, who 

has looked after my children instead of me and my wife during the academic period. 

She has been taking care of my beloved son and daughter.  Another great woman is 

my beloved wife, Ms. Seng Nimol, who has started the full-time job to feed up the 

family and motivate me while I am busy with learning at the academic life at NGPRC. 

She has dedicated her time and efforts in taking the accountability to support the 

family. I am appreciated it. Cheang Sakarach and Cheang Sithika are my beloved son 

and daughter, who inspires me a lot in holding the program of M.Ed. in Mentoring at 

NGPRC of National Institute of Education (NIE). 



xi 
 

TABLE OF CONTENTS 
 

មលូនយ័សង្ខេប i 

ABSTRACT iv 

SUPERVISOR’S RESEARCH SUPERVISION STATEMENT vii 

CANDIDATE’S STATEMENT viii 

Acknowledgements ix 

List of Abbreviations xiii 

CHAPTER 1: INTRODUCTION 1 

1.1 Background of the Study 1 

1.2 Statement of the Problems 2 

1.3 Research Purposes 4 

1.4 Research Objectives 5 

1.5 Research Questions 5 

1.6 Significance of the Study 5 

1.7 Operational Definition of Key Terms 6 

CHAPTER 2: RESEARCH SYNTHESIS PROCEDURE 8 

2.1 Research Procedure 8 

2.2 Selecting Sources 8 

2.3 Data Analysis 9 

2.4 Scope and Limitations 9 

CHAPTER 3: RESULTS 10 

3.1 Conceptualization of the Mentor 10 

3.2 Roles of Mentors 11 

3.3 Types of Mentoring 16 

3.4 Key Mentoring Skills 18 

3.5 The Advantages of Mentors and Mentees Relationship 20 

3.6 Issues and Challenges of a Teacher Mentoring Approach 22 

3.7 A Mentoring Code of Ethics (MCE) 25 

3.7.1 Guiding Ethical Principles 25 

3.7.2 Mentors and Mentees Do and Do not 25 

CHAPTER 4: CONCLUSION AND RECOMMENDATIONS 28 



xii 
 

4.1. CONCLUSION 28 

4.2. RECOMMENDATION 29 

REFERENCES 30 

 



xiii 
 

List of Abbreviations 

ESP Education Strategic Plan 

MCE  Mentoring Code of Ethics 

MMR Mentor and Mentee Relations 

MoEYS Ministry of Education Youth and Sport 

NGPRC New Generation Pedagogical Research Center 

NIE  National Institute of Education 

PTEC  Phnom Penh Teacher Education College 

RGC  Royal Government of Cambodia 

SLO  Students Learning Outcomes 

TM  Teacher Mentoring  

TPAP  Teacher Policy Action Plan 

TTCs  Teacher Training Centers 

 

 



 

1 
 

CHAPTER 1: INTRODUCTION 
 

1.1 Background of the Study 

Being a developing country, Cambodia works hard to rebuild the country after the 

Khmer Rouge Regime collapse. When the new Cambodian government came to power in 

1979, it had to reconstruct the entire national education system and employ teachers with 

lower levels of education on the principle that “those who have more education will teach 

those with less” p.420 (Kim & Rouse, 2011) as well as Mandela’s speech, “Education is 

the most powerful weapon which you can use to change the world” (Mandela, 2003). In 

this sense, strengthening the education quality is the key factor toward the economic growth 

as well as develop entire country. 

Overtime, Cambodian Ministry of Education, Youth, and Sport (MoEYS) have 

introduced reforms in different stages to reach the society needs. According to the 

Education Strategic Plan (ESP) (2019-2023), Cambodia education was reformed into 15 

points, which stand on five pillars such as implementation of Teacher Policy Action Plan 

(TPAP); reviewing of curriculum and basic textbook and implement of learning 

environment; introduction of inspection; strengthen learning assessment including 

National, Regional and International assessment; and reform of higher education (MoEYS, 

2015). Based on this ESP, TPAP is the first priority pillar and plays an important role in 

improving the quality of education in Cambodia (Hang, 2018). In this regard, teachers are 

the most important input for good quality learning outcomes of students (Hang, 2018), as 

it is believed that quality education is often associated with the quality of teacher and the 

quality of school principals. Thus, teacher reform needs to be guided by a comprehensive 

Teacher Policy and according to Hang (2018) Pre-service and In-service teacher training 

are important contributors to the quality of the teachers. What is more, MoEYS in 
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collaboration with its partner, KAPE,   established New Generation Pedagogical Research 

Center (NGPRC), NIE with the purpose to respond to human resource needs that constrain 

the various reforms of MoEYS, especially the expansion of New Generation Schools. 

NGPRC has been empowered by MoEYS to confer a Master’s Degree in Mentoring since 

16 September 2019 (MoEYS, 2019). Teachers who graduate from this degree program will 

demonstrate a strong understanding of ethical practices in the teaching profession as well 

as the ability to mentor one’s peer or school based mentoring. 

Moreover, much research has also indicated the positive relationship between in-

service training and teacher performance (Hang, 2018). Teaching performance of teachers 

can be better when they receive more in- service training programs to develop their capacity 

on content knowledge or subject matter. At the same time, there has also been talk about 

school-based teacher education through mentoring teachers, which can lead to quality 

improvement of teacher performance (MoEYS, 2015). Despite the fact that mentoring 

approaches can be used as a way of teacher development to help teachers improve their 

practice (John Mpofu & Chimhenga, 2016), the concept of teacher mentoring in Cambodia 

is still somehow new, and many teachers are not familiar to it. Therefore, it is important to 

broaden more understanding about Teacher Mentoring such as conceptual meaning of 

mentor, roles, types, advantages, challenges, and ethical codes of mentors in order to apply 

effectively in the context of Cambodia. 

1.2 Statement of the Problems 

Different studies show that the level of qualification teachers obtained during the 

training before becoming the teacher was not the main factor that determined effective 

teaching (Hang, 2018).  Similarly, according to Rivkin, Hanushek and Kain as cited in 

Hang (2018) research has shown that the number of years for a formal degree program, 
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seniority and the effectiveness of teachers in class do not have a relationship with teacher 

capacity to teach students for good academic performance. In this sense, there are 

researchers showing factors behind, but not limited to, the main reasons why some teachers 

have less achievement in doing their professions, such as additional jobs outside teaching. 

In fact, doing their own business, driving a motorbike taxi, working as a tourist guide, 

mostly farming, low pay, followed by corruption and nepotism, poor leadership, poor living 

conditions, bad student behavior and working environment (Kim & Rouse, 2011). 

Moreover, according to NEP and VSO (2008), research shows that even adding double the 

basic monthly salary of most teachers, the results have seen to be failed because the 

supplement was unsatisfactory to allow them to give up their additional jobs. Though, 

others see the fundamentally uncommitted attitude of some teachers as the main source of 

the problems (Kim & Rouse, 2011). 

Other research shows that 70% of new teachers’ knowledge comes from the work 

experience when faced with challenges and they received the advice from mentors. Another 

20% of the knowledge comes from collaborative learning with colleagues or teachers who 

work together, and 10% comes from training sessions, workshops. Thus, the 70-20-10 

support method really brings about the improvement of teachers' teaching methods (KAPE, 

2020). Therefore, schools need to have mentors to help new teachers improving their 

professional skills. 

That is why teacher-mentoring approach might work with teachers in order to support 

and motivate them directly as much as possible. Mentoring Teacher is an approach or 

strategy that can possibly help and support teachers with any challenges in their teaching 

performance such as check out teachers' perceptions, share feelings about teaching, pay 

attention to body language, share experiences, change teacher’s behavior, build trust, 
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professional development, teaching techniques and show respect (Portner, 2015). Apart 

from this, TPAP  also sets a strategy to improve the teacher induction process to be more 

effective by focusing on creating mentoring system at school (MoEYS, 2015).  Mentoring 

system might plays as an effective strategy in order to enhance teachers’ performance at 

classrooms for responding to all students ‘needs as well as students' learning outcomes (Ali, 

Wahi, & Yamat, 2018). In addition, it might possibly correspond with the government's 

strong attempt to develop teacher policy reform measures in order to upgrade the 

competencies of teachers to improve school-based performance (Dy, 2017). 

1.3 Research Purposes 

The present study has three purposes. First, the paper aims to provide a better 

understanding of the teacher mentoring approach in the sense of roles, types, advantages of 

MMR, possible challenge issues, and ethical codes of mentors with the hope that the 

findings will benefit teachers in the context of education in Cambodia. It is because of the 

fact that when teachers have a clear understanding of teacher mentoring, they perhaps work 

collaboratively and closely with mentors in order to improve their teaching pathway, and 

not consider mentors as inspectors for judging them in some cases. Second, it is hoped to 

guide or demonstrate on teaching methods, classroom management, pedagogical support, 

emotional support for the hosting teachers in their teaching performance to be better, 

especially for new teachers and inexperienced teachers to mentor them at their schools but 

the mentors are not supposed to replace them. Lastly, it serves as a pilot study for further 

research study on TM in Cambodia Education context. 
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1.4 Research Objectives 

The main objectives of this study discussed the differences of research studies that 

related to TM, either local studies or international studies, to improve teachers’ profession. 

There are four objectives as follow:  

 To identify the keys roles and types of effective mentors. 

  To identify some issues and challenges of TM. 

  To show the advantages of Mentors and Mentees Relationships (MMR). 

 To describe the Mentors’ Codes of Ethics (MCE). 

1.5 Research Questions 

To reach the objectives of this present study, researcher proposed the four main 

following research questions as follow: 

 Research Question 1: What are the roles and types of effective mentors? 

 Research Question 2: What are the issues and challenges of TM? 

 Research Question 3: What are the advantages of Mentors and Mentees 

Relationship (MMR)? 

 Research Question 4: What are the mentors’ principles code of ethics? 

1.6 Significance of the Study 

This study will come up with advantages of Teacher Mentoring (TM) in addition to 

providing Pre-service and In-service teachers training and stakeholders in order to develop 

teaching profession and change the close mindset teacher’s behavior in the future. Teachers 

will take the mentoring approach to apply and deal with their issues and challenges based 

on their real practice in the classroom. It will be used to implement effectively for all 

teachers not only for new or inexperienced teachers but also for experienced teachers who 

lack concentration and attention to their teaching in the classroom. Apart from this, this 
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research paper will be beneficial to the mentors themselves. It can be a guideline for 

mentors who graduated from New Generation Pedagogical Research Center to take 

implementation in their real job. In somehow this paper can be the roadmap for NGPRC to 

consider about Teacher Mentoring approach such as role of mentor, type of mentor, 

advantages of mentoring, challenges of mentoring, principles of code of mentoring and so 

on in order to take it as the input resource into the syllabus of the stream Professional Ethics 

and Mentoring. In other hand, TM will builds a good relationship between mentors, 

mentees themselves in order to help and support them for achieving students’ goals in the 

future and it can be applied in teachers’ daily life successfully by working with mentors. 

Moreover, this study will support the TPAP that mentioned a mentoring system for 

improving the teacher induction process to be more effective whether a mentoring system 

is really contributors to teaching performance. 

 

1.7 Operational Definition of Key Terms 

Teacher Mentoring (TM) refers to a strategy to use with teachers in order to help, 

to support, to share, to motivate, to guide, to transfer, and to give advice to teachers in their 

teaching performance and change their attitude (Byington, 2010).  

Mentoring is an important development activity that can have a positive influence 

on the growth and professional development of those involved in a mentoring relationship 

(Carmel & Paul, 2015). 

An approach is a way of looking at teaching and learning. It gives rise to methods, 

the way of teaching something, which use classroom activities or techniques to help 

learners learn (Arvind Kr. Gill & Kusum, 2016). 
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Mentor is a more experienced and knowledgeable person who can help to guide a 

less experienced or less knowledgeable person for professional development. The word 

mentor comes from Greek mythology. Mentor is the name of a wise man who guides the 

hero Telemachus in his life (Barbara & Field, 1994).  

Mentee is a person who is advised, trained, or counselled by a mentor in order to 

strengthen his professional development (Hobson, Ashby, Malderez, & Tomlinson, 2009). 
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CHAPTER 2: RESEARCH SYNTHESIS PROCEDURE 

 

2.1 Research Procedure 

This study is a research synthesis or article review. Synthesis means to combine a 

number of different pieces into a whole. What is more, it usually goes together with analysis 

because researcher breaks down a concept/idea into its important parts/points (analysis), so 

researcher can draw useful conclusions or make decisions about the topic or problem 

(Taylor, 2005). It may be applied to either quantitative or qualitative research, and its 

general goal is to make the findings from multiple different studies more generalizable and 

applicable (Cooper & Hedges, 1980). 

 The reasons why the researcher conducted this study  as a research synthesis because  

the Teacher Mentoring in Cambodia’s Context is just an initial implementation even though 

MoEYS has started to create a mentoring system in TPAP (MoEYS, 2015). Therefore, it is 

a lack of literature in the Mentoring Teacher in the Cambodia’s context. That is why the 

researcher decided to use research synthesis or article review to discuss the differences of 

international studies or multi-studies on the Mentoring Teacher. Moreover, research 

questions in this present study might not be answered by interviews or focus group 

interviews since most of teachers are not involved in teacher mentoring yet. 

2.2 Selecting Sources 

Different sources have been counselled including books, journals, reports, and book 

chapters, most of which are taken from the various websites such as google scholar, 

springer, ResearchGate, ScienceDirect, ACADEMIA, MoEYS and printed   sources. 

Choosing the reliable websites to find out the validity sources is exactly significant for this 
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research study because it can make this research reliable enough and the findings can be 

used for the implementation of teacher reforms properly. 

2.3 Data Analysis 

After selecting sources, this research study uses thematic analysis for systematically 

evaluating and combining the results of various studies with the aim of producing a general 

summary in the results or research finding. Thematic analysis is one of the most common 

forms of analysis within synthesis research. It emphasizes identifying, analyzing and 

interpreting patterns of meaning (or "themes") within synthesis data (Virginia Braun & 

Clarke, 2006). Thematic analysis is often understood as a method or technique that is used 

in qualitative research, synthesis research articles and focuses on examining or patterns of 

meaning within data themes (Virginia Braun & Clarke, 2006). 

2.4 Scope and Limitations 

 The scope of this present study focuses on Teacher Mentoring in the education field 

that considers TM as an approach to helping and supporting teachers in lower and upper 

secondary school levels. The limitation of this research study will focus on the main themes 

that are useful to strengthen teacher’s performance in Cambodia such as roles of mentors, 

types of mentoring, issues and challenges, advantages of the mentoring program, and a 

mentoring code of ethics. 
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CHAPTER 3: RESULTS 

3.1 Conceptualization of the Mentor 

There are many definitions of mentor, and it is based on differences between authors. 

Mentor can refer to a person who provides help and support to his/her protégé (mentee) 

(Spring, 2011) so that the protégé can improve knowledge and skills through different ways 

such as classroom observation, assessment, modeling, and guidance (Byington, 2010). 

Similarly, according to Javed1 and Iqbal2 (2015), they define mentor as teacher who can 

help other teachers individually. In this respect, the mentor usually has good working 

experience and proper qualification so that he/she can provide support and give helpful 

advice to potential and less experienced teachers who they are working with (Bush & 

Coleman, 1995).  In addition to these, the same author, Byington (2010), added that 

mentors are sometimes like coaches in the long- run and across many dimensions. What is 

more, Achinstein and Athanases (2006) refer the mentor as a wise guide invested in the 

personal development of the protégé. It is because of the fact that mentoring is a central 

strategy of many induction programs, which pairs the novice with an expert veteran teacher 

focused on supporting the novice’s professional development. Mentors may model lessons, 

jointly plan curriculum, coach on subject matter content or pedagogy, collaboratively 

inquire, discuss individual learners and examine student work, read research, talk about 

navigating school issues, identify inequities in the classroom, and guide novices using a 

variety of approaches (Harrison, Dymoke, & Pell, 2006). This working definition is 

consistent with other mentor definitions by Daresh (2003), Randoll and Thornton (2001) 

and Hobson et al. (2009). Daresh (2003) focuses on being competent in the theoretical and 

the practical issues in the field, which is in line with the first definition above. For Randoll 

and Thornton (2001), they mention that a mentor is a classroom teacher who accepts a 
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novice into their classroom for a period of teaching practice. This related to one of the 

aspects as ‘being observed by mentees.  

Additionally, Hobson et.al (2009), defines that a mentor is a one-to-one supporter of 

a novice or less experienced practitioner by the help of his or her experience in the 

profession. This remarks the last definition as ‘having experience in his or her profession’. 

Therefore, it is clear that the mentors’ definitions have similar highlights with the literature. 

According to Lai (2005), ‘mentoring plays an important role in enhancing novice teachers’ 

opportunities to learn within the contexts of teaching’. 

As a result, in this research study, the mentors have defined in terms of different 

aspects. A mentor is someone who has knowledge of theory and practice; skills (soft skills 

and hard skills); believes in life-long learning through sharing ideas; has experience in his 

or her professional development, emotional and pedagogical support to help mentees for 

reaching their full potential. What is more, effective mentor is a person who is open-minded 

person in order to deal with various problem of the mentees. Sometimes mentor needs to 

accept the idea that not everything has to be successful but they should take them as a lesson 

learned and try to improve next time with the different strategies or techniques. 

3.2 Roles of Mentors  

In order to work with mentees effectively, there are some roles of mentors. According 

to Hobson et al. (2009), they mentioned the possible merit of mentors for mentees, schools 

and educational systems. For example, the mentors could help the mentees to reduce 

feelings of isolation, increased confidence and self-esteem, improved self-reflection, 

problem-solving capacities, and professional development growth. This is even more 

applicable for new teachers in a sense that a mentor might provide support and guidance in 

terms of professional growth.  Gordan and Maxey as cited in Villani (2002) further list 
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some high priority of new teachers that needs mentors to work with them. Those including 

acquiring information about the school system, managing the classroom, using effective 

teaching methods planning, organizing and managing instruction as well as other 

professional responsibilities, communicating with colleagues, including administrators, 

supervisors, other teachers, students’ parents, adjusting to the teaching environment. 

Mentors have considered in various roles from guiding to networking. To emphasize 

this, Smith and Lynch ( 2014), stressed that mentoring involves two parties (a mentor and 

a mentee or protégé), a relationship (formal or informal), and the transfer of knowledge, 

skills and attitude with the objective of development and growth of the mentee (Morgan & 

Rochford, 2017). Mentoring is a structured, sustained process for supporting professional 

learners  through significant career transitions (Lynch & Madden, 2015). 

Halai (2006), furthermore, summarizes four key roles of mentors such as an expert-

coach, a subject specialist, a critical friend and a learner. A mentor as an expert-coach 

requires the use of a coaching cycle and this cycle includes pre-observation conferences, 

observations and post-observation conferences. As for the role of being a subject specialist, 

a mentor needs to be an expert in his/her field. A mentor being a critical friend requires the 

mentees to take a critical stance, which involves sharing emerging dilemmas, questioning 

the issues, considering the different perspectives, and involving the mentees in the decision-

making process. In the ‘learner’s role, a mentor also grows as a result of mentoring 

interactions with respect to enhancing their knowledge on how teachers learn and their 

skills in working collaboratively within the context of learning (Berna Aslan & Öcal, 2012). 

By working with the mentees, mentors can develop their knowledge and skills more and 

more from day to day because lifelong learning is the best way to build up the capacity of 

the mentors and professional development regularly. 
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Apart from this, according to Daniel (2006), the mentor has some more roles and 

characteristics in his/ her performance. He /she acts as an experienced role model; provides 

wisdom; a sponsor in professional organizations and supports networking efforts; assists 

with the navigation of professional settings; facilitates professional development; 

challenges and encourages appropriately to facilitate growth; caring and protection; 

integrates professional support with other areas such as faith, family, and community; 

accepts assistance from mentee in mentor’s professional responsibilities within appropriate 

limits; enjoys the opportunity to pass on their wisdom and knowledge and collaboration 

with early career professionals. 

What is more, Obson et al (2009) defines mentoring as a one-to-one support of a 

novice or less experienced practitioner (mentee) by a more experienced (mentor). They 

extend potential roles of mentors and corresponding functions. A mentor provides a model 

in some forms of inspiration and demonstration (Long, 2004). Along with this, a mentor is 

also an educator; he/she is a supporter who provides the mentee with the possibility of 

sharing and analyzing their feelings and experiences.  In this regard, Pirjo-Liisa Lehtelä 

and Happo (2014b) even raised  the supporting role that the mentor does for the mentee’s 

psychological well-being and taking the social aspects of the mentoring process into 

consideration. 

A mentor may help with exploring careers, setting goals, developing contacts, and 

identifying resources. The mentor’s roles may change as the needs of the mentee change. 

Some mentoring relationships are part of structured programs that have specific 

expectations and guidelines: others are more informal. What is more, the mentor’s job is to 

listen, provide constructive feedback, help their mentee consider various options, refer 

them to resources available and facilitate their decision-making regarding study, work or 
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career matters. The mentors may choose to share their own experiences and, if asked, give 

advice. The mentor may help the mentee identify skills that could be developed, coach them 

and give them an opportunity to practice and receive feedback. They may act as a sounding 

board for the mentee’s problems, ideas or career plans, by asking questions that cause them 

to explore issues (Clutterbuck & Megginson, 1995). Mentors may challenge the mentee’s 

thinking. In these ways, mentors provide guidance. The mentor does not solve problems; 

rather they are a collaborator in a problem-solving process. 

According to Angelina Ambrosetti and Dekkers (2010), the mentors consider their 

role to be mainly one of providing support for mentees.  This support can involve giving 

feedback, creating a comfortable learning environment, and providing an explicit 

representation of the job or skill that the mentee is learning.  The mentors do this by way 

of offering encouragement, using specific strategies such as role modelling, observing the 

mentee in action and working alongside with them.  Apart from this, the mentee views the 

roles of the mentor also as being mainly those of providing support and explicit instruction 

and training in the job or skill.  Mentors do this by way of including mentees in the work 

environment, providing advice and treating them as colleagues and communicating 

effectively with them. It might be concluded that the roles of a mentor are numerous and 

relatively complex.  However, in the research literature, both mentors and mentees pinpoint 

similar roles that mentors should play in their mentoring duties.   Mentors tend to consider 

their role in terms of providing support, help, instruction, and feedback.  Mentees view the 

roles of the mentor as being to support, include, instruct and advise. 

Therefore, mentors can take various roles during the mentoring relationship 

depending on the nature of the mentees needs and experiences. Based on Rev (2015), the 

roles of the Mentors are required to take the initiative for contacting their mentees and 
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staying in touch with them, devote time to the relationship and be available when requested, 

maintain confidentiality of the information shared by their mentee. 

Similarly; Clutterbuck and Megginson (1995), the role as mentor will cover at least 

some of the following such as listen, ask questions to help the mentee’s understanding of a 

situation or problem, provide information and knowledge, share informal networks, provide 

advice on career development, offer different perspectives, provide support and 

encouragement, provide an insight into the mentee’s work and career, offer guidance and 

advice in regards to qualifications, to be a critical friend, encourage self-reflection and help 

mentees to identify the areas of issues. 

The mentor’ roles have constructed as follow: Supporting mentees (Emotional, 

pedagogical, and professional development support); Have knowledge, skills, experiences, 

be a learner and role model; An advisor who assists the mentee in setting and attaining 

career goals; A strategist for networking and building relationships that will sustain a 

successful academic career; Good at listening, asking questions and understand the school 

system and issues well; Good at resolving difficult work-related issues (Problem-Solver 

rather than Problem-Making); Able to provide constructive guidance and practical 

feedback; Prepared to make a reasonable time commitment; Responsive to professional 

issues associated with identity such including gender, race/ ethnicity, class, and sexual 

orientation. The main tasks of Mentors have included classroom observations. When the 

mentor observes the teacher’s class, he/she has to take note all the important points in the 

process of teaching in order to give feedback to the hosting teacher. During the discussion 

which teacher, the mentors should coming up with the positive points of teacher which is 

the main task that mentor should do before giving the criticize feedback. Sometimes mentor 

can provide the pedagogical support to the mentee by consultations on how to prepare 
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lessons and other teaching activities but in term of not replace the teacher. Whenever the 

mentor finds out the new techniques of teaching, he or she has to demonstrate those ideas 

to the hosting teachers to make more effective in teaching. 

3.3 Types of Mentoring 

There are different types of mentoring based on authors’ classification. According to 

Hunter (2015), there are 4 types of mentoring. The first one is Formal or Classic Mentoring. 

This type of one-on-one mentoring pairs a senior faculty member with a junior faculty 

mentor, usually from the same department, for a specified time. This approach assumes 

mentors accept responsibility for helping mentees grow and develop. Second, Informal 

Mentoring. Voluntary mentoring relationships that are not assigned (Daniel, 2006) and lack 

structure about how mentors work with mentees constitute informal mentoring. Third, Peer 

Mentoring. Faculty members with equal ranks from either the same or the different 

departments develop supportive networks. They meet regularly to discuss issues and 

challenges they are facing, as well as share advice, information, and strategies (Angelique 

et al. 2002; Lumpkin 2011; Reimers 2014). It can also effectively address psychosocial 

needs, increase collegiality, normalize challenges, and reduce isolation (Smith et al. 2001). 

Notably, peer mentoring has been shown to be effective for both junior and mid-career 

faculty (Wasburn, 2007). Last, Group or Team Mentoring. In-group mentoring, senior 

faculty members serve as mentors for a group of junior mentees who meet regularly as a 

team (Reimers, 2014). For example, a senior faculty member may meet with a group of 

junior faculties on a monthly basis. Monthly meetings are most effective when given a 

discussion topic or a speaker/panel arranged to address a topic. Meetings should include 

both structured discussions and time for informal discussion.  
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Anyway, according to Daniel (2006) there are 3 types of mentors. A mentor’s 

position, relative to the mentee, is typically superior in status and power, although some 

mentors may be peers and others may even be subordinate to the mentee. Mentors who 

have professional roles that are superior to the mentee often have power to affect the 

mentee’s career development. They may be in positions of authority to evaluate the career 

progress of the mentee or to provide resources and experiences that enhance the mentee’s 

development. These mentors also can use their power indirectly, by influencing people who 

are directly responsible for the mentee. In contrast, peer mentors typically do not exercise 

formal power over mentees, but they often provide support and both partners share lessons 

learned as their careers progress, and mentees seemed to benefit from the peer mentoring 

program independently of the mentor’s individual mentoring (Birgit Leidenfrost, Barbara 

Strassnig, Marlene Schütz, Claus-Christian Carbon, & Schabmann, 2014). Their similar 

positions and shared developmental needs provide a common ground for peer mentoring. 

Finally, subordinate mentors can be rich sources of information about people and 

procedures. Mentees who are new to an organization may be more comfortable asking a 

subordinate or staff person for help because making the request and receiving evaluations 

are generally less threatening (Daniel, 2006). 

That is not quite different; according to Zachary (2011), there are three types of 

mentoring such as Traditional One -on-One Mentoring, Distance Mentoring, and Group 

Mentoring. First, Traditional One-on-One Mentoring. A mentee and mentor have matched, 

either through a program or on their own. Mentee-mentor partners participate in a 

mentoring relationship with structure and timeframe of their making or as established by a 

formal mentoring program. Second, Distance Mentoring. A mentoring relationship in 

which the two parties (or group) are in different locations. Sometimes called “virtual” 

mentoring. Third, Group Mentoring. A single mentor has matched with a cohort of mentees. 
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Initial program structure has provided while allowing mentor to direct progress, pace and 

activities. 

After synthesize the term of mentoring types, there are five types of mentoring based 

on the real practice. There are formal mentoring, informal mentoring, peer mentoring, 

group or team mentoring and distance mentoring. For formal mentoring, it seems like a 

professional role of mentor who work with mentee in order to strengthen his or her 

performance. Informal mentoring, it does not have the clear structure or schedule between 

mentor and mentee relationship but in the same purpose of helping, supporting, and training 

to develop the capacity of mentee to meet the students learning outcomes (SLO). It can be 

voluntary mentoring relationships that have not assigned and lack structure about how 

mentors work with mentees constitute informal mentoring. Peer mentoring, it does not 

matter who you are. However, they can help each other, sharing some issues that are facing, 

and find out the solutions to deal with all obstacles. They often provide support and both 

partners share lessons learned as their careers progress, and mentees seemed to benefit from 

the peer-mentoring program independently of the mentor’s individual mentoring. Group 

Mentoring. It refers to a single mentor is matched with a cohort of mentees. Initial program 

structure has provided while allowing mentor to direct progress, pace and activities. Last, 

distance mentoring. A mentoring relationship in which the two parties (or group) are in 

different locations but it still connects each other. This type of mentoring sometimes called 

“virtual” mentoring.  

3.4 Key Mentoring Skills 

Since TM is more useful for teachers’ professional development, what are the key 

mentoring skills in order to work successfully with mentee? It is very complicated to define 

the specific skills of mentoring/mentors in the real practice. 
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According to Harrison et al.( 2006), they indicated that there are 4 keys skills of 

mentor such as listening actively, building trust, determining goals and building capacity, 

and encouraging inspiring of the mentees. First, listening actively is the most basic skill 

that mentor will use throughout his/her relationship. Active listening  not only establishes 

rapport but also creates a positive, accepting environment that permits open 

communication. By listening actively, mentor will ascertain his/her protégé’s interests and 

needs. Second, building trust. The trusting has been built all over time. Mentor will increase 

trust by keeping his/her conversations and other communications with his/her protégé 

confidential, honoring his/her scheduled meetings and calls, consistently showing interest 

and support, and by being honest with his/her protégé. Third, determining goals and 

building capacity. As a role model, mentors should have their own career and personal 

goals and share these when appropriate with their protégé (Long, 2004). It is also likely 

that he or she will ask mentor how he/she sets and achieved his/her own goals. In addition, 

mentor can help his/her protégé identify and achieve his or her career and personal goals. 

Last, encouraging and inspiring.  According to Phillips-Jones (2003), giving 

encouragement is the mentoring skill most valued by protégés. There are many ways to 

encourage his/her protégé to improve teaching such as comment favorably on his or her 

actions; communicate your belief in his or her capacity to grow personally and 

professionally and reach his or her goals; respond to his or her frustrations and challenges 

with words of support, understanding, encouragement and praise.  

Apart from this, mentor can also inspire his/her protégé to be extremely good at 

something (Harrison et al., 2006). Examples, sharing his/her personal vision or those of 

other leaders; describe experiences, mistakes, successes of his/her or others have 

encountered on the road to achieving the goals; talk with mentee about people and events 
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that have inspired and motivated mentee; introduce mentee to mentor’s colleagues who can 

be additional useful contacts or inspiring models. 

Here are some specific mentor attributes for skills of mentoring included in the real 

practice: Being a good listener, observer, questioner; being flexible; an ability to focus on 

issues, to enable discussion and reflection on practice; an ability to open up opportunities 

for them and broaden their experiences; an awareness to recognize pressure points which 

would need to be worked through the beginning teacher or novice teacher. 

3.5 The Advantages of Mentors and Mentees Relationship 

MMR is very useful to create a good learning environment. It has many advantages 

for professional development in the areas of practice. According to Byington (2010), there 

are four keys to successful Mentoring Relationships such as develop a relationship of trust, 

define roles and responsibilities, establish short- and long-term goals, and collaborate to 

solve problems. First, develop a relationship of trust. Relationships need to be built before 

any effective mentoring can take place. An environment of trust and mutuality must be 

established. It is important for the mentor and mentee to become familiar with each other. 

Second, define roles and responsibilities. It clearly defines the roles and responsibilities of 

both the mentor and the mentee. Typically, a mentee is more receptive to feedback if he or 

she feels like an active participant or practitioner in the relationship. Third, establish short- 

and long-term goals. Mentors and mentees should work together to develop mutually 

agreed upon goals. These goals become the basis for the mentoring activities. For example, 

a mentor and mentee might determine they want to improve math and science experiences 

within the preschool classroom. A short-term goal could be to create new interest centers 

within the classroom featuring items. A long-term goal could be to facilitate ongoing 

classroom activities using the materials in a variety of experiences. The mentor would then 

support the mentee in reaching these goals (LINCS, 2015). Finally, collaborate to solve 
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problems. Mentors need to allow mentees the opportunity to identify concerns and potential 

solutions. Mentors should encourage mentees to take risks and do things differently by 

implementing creative solutions. Mentors can improve the outcome of their mentoring 

automatically.  

Similarity, Pirjo-Liisa Lehtelä and Happo (2014a), they mentioned the benefits of 

mentors in their fields of mentoring as well. Mentors felt that being a part of the mentees’ 

development process and using their own experience and know how to help their mentees 

were positive and significant experiences. Earlier studies have suggested that mentoring is 

an important and effective process and it is perhaps the best way to support the professional 

development of teacher students (Susan Beltman & Schaeben, 2012). According to their 

findings, it also enhances the professional development of the mentor. Pirjo-Liisa Lehtelä 

& Happo (2014b), have also defined that the mentoring process provided mentors with 

opportunities to engage in cooperation, innovate new teaching methods, and acquire new 

perspectives about student knowledge. 

What is more, mentors primarily reported a sense of achievement and satisfaction 

in their role of assisting new teacher. They also developed skills for their personal and 

professional lives, and appreciated the opportunity for leadership experience and 

development (Susan Beltman & Schaeben, 2012). As for mentors the main benefits of 

mentoring process listed as satisfaction and pride from undertaking the mentor role 

especially through seeing their mentees succeed, enhanced recognition in the professional 

community, increased self-worth and re-vitalization in the profession (Berna Aslan & Öcal, 

2012).  

In addition, the potential advantages of mentoring for the mentees, mentors, schools 

and educational systems. The benefits for the mentees include reduced feelings of isolation, 
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increased confidence and self-esteem, professional growth, improved self-reflection, and 

problem solving capacities (Hawkey, 1997). Also, the classroom management skills, the 

ability to manage time and overcoming the workloads are some other benefits for a mentee 

as a beginning teacher (Lisa Ehrich, Brian Hansford, & Ehrich, 2011).  

Therefore, MMR is not only useful or beneficial for mentee but also for mentor, 

him/herself in terms of increasing professional development, emotional support, career 

recognition, gain more experiences in the field of mentoring. Therefore, when the mentor 

and mentee have good relationship with each other, everything is going well and the 

students will meet their learning demand. They will satisfy with learning and the teachers 

are more confident and more pay attention in their teaching from day to day by 

collaborative work with mentors. 

3.6 Issues and Challenges of a Teacher Mentoring Approach 

Although the teacher mentoring has considered as a useful platform to enhance 

teaching performance efficiency, some studies have raised the challenges and concerns on 

mentoring process.  First, the mentors may find it challenging to get to know and to get 

familiar with the mentee. The teacher practice is based on agreements and cooperation 

between the mentor and the mentee (Pirjo-Liisa Lehtelä & Happo, 2014b). It can be the 

fact that both of them have different personalities, and their counselling needs are diverse. 

At the same time, the mentors may not always have the experience they need to guide in 

the areas the mentees are needing or helping. Second, a mismatch between a mentor and a 

mentee can also occur. The mismatch may result from conflicting personalities, differing 

career goals or areas of scientific expertise, differences in work ethics, or any number of 

other reasons including ages. The longer the mismatch continues, the more difficult it is to 

resolve. Third, mentor may face and have to work with a mentee who lacks the motivation 
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and commitment to carry out the considerable work required to develop a successful career 

in academia (Lisa Ehrich et al., 2011). This situation is difficult for both the mentor and 

mentee because the mentee has a real chance of failing and because the mentor may believe 

that, he or she has wasted a great deal of valuable time working with the mentee. The 

mentor's frustrations can possibly inhibit his or her movement toward building productive 

work for the workplace as a whole. Moreover, it is inevitable that mentors have to work 

with multiple people. Then there can be conflicting advice with respect to research or 

teaching plans, writing manuscripts, and other aspects of their career development. This is 

worth noting about differential power that the mentors have, which also unavoidably leads 

to confusion, fear, and other negative emotions and reactions. What is more, the mentors 

may have to deal with how to support various people with their different backgrounds and 

goals (CCTS, 2004). At this point, the mentors also experience challenges in giving 

feedback to the mentees since the mentors do not always have the experience to cover a 

wide variety of situations. In addition, mentoring program has a problem with poor time 

management, inappropriate meetings, negative attitudes of school principals through less 

attention, and defensive mentees. Both mentor and mentee have negative effects by lack of 

mentor training, understanding of program goals, and lack of close relationship. What is 

more, mentoring program is unsuccessful because of lack of partnership and 

communication including commitment from schools. Since researcher focuses on the roles 

of mentors, advantages of mentor and mentee relationship and some issues or challenges 

of this work  above, it also has some strategies or techniques as the recommendations for 

mentors to deal with some issues or challenges as follow but make sure that they are not 

limited solutions. The mentor should provide suitable space and guidance for the mentee 

to gain autonomy in his/her work so that he/she will get a better understanding of the 

direction that he/she should go. As a result, the mentee will become independent for doing 
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his or her work. In addition, if a mentee fails with the following mentor’s idea, the mentor 

should try to distinguish the cause that the mentee-mentor match is not working well, 

identify it and help resolve it. Identifying problem is very useful mentor to understand what 

kind of mentee’s problem, what are possible solutions that might be proposed. If the mentor 

understands the cause of the problem well, the solution is much more implementation 

effectively.  For the case of a mismatch, the mentor can work with his/her division chief, 

department chair, and even the current mentee to help identify a more appropriate solution. 

If not possible, both of them can propose to change a new partnership co-worker. By doing 

these techniques, the mentor and the mentee might be of closed relationship with each other 

and any issues or problems that occurred would be solved efficiency and effetely.  

Moreover, if the mentor works with new teachers, he or she should understand the 

priority needs of new teachers. According to Gordan and Maxey as cited in Villani (2002), 

they have identified the following points as high priority needs of new teachers such as 

managing the classroom; acquiring information about the school system; obtaining 

instructional resources and materials; planning, organizing and managing instruction as 

well as other professional responsibilities; assessing students and evaluating student 

progress; motivating students; using effective teaching methods; dealing with individual 

students’ needs, interests, abilities and problems; communicating with colleagues, 

including administrators, supervisors, and other teachers; communicating with parents; 

adjusting to the teaching environment and role; receiving emotional support. 

 



 

25 
 

3.7 A Mentoring Code of Ethics (MCE) 

3.7.1 Guiding Ethical Principles  

To become an effective mentor, he/she should have a code of ethics. Hence, in order 

to check the balance between mentor and mentee relationship, here are some guiding ethical 

principles for them to practice effectively. According to Johnson (2014), he mentioned that 

mentor should follow his/her principles as follow: Beneficence_ it refers to the mentor have 

to promote mentees’ best interests whenever possible. Non-maleficence_ the mentor should 

avoid harm to mentees such as neglect, abandonment, exploitation, boundary violations. 

Autonomy_ the mentor works to strengthen mentee independence and maturity. Fidelity_ 

the mentor keeps promises and remains loyal to those you mentor. Justice_ the mentor 

needs to ensure fair and equitable treatment of all mentees (regardless of cultural 

differences). Transparency_ the mentor tries to encourage transparency and open 

communication regarding expectations. Boundaries_ the mentor should avoid potentially 

harmful multiple roles with mentees and discuss overlapping roles to minimize risk for 

exploitation or bad outcomes. Privacy_ Protect information shared in confidence by a 

mentee is the suitable ethics that mentor should do. Discuss all exceptions to privacy. 

Competence_ the mentor has to establish and continue developing competence of the 

mentee regularly. 

3.7.2 Mentors and Mentees Do and Do not 

Being as  effective Mentors, they should do their duties as follow: They should 

provide mentorship only in their areas of expertise (Daniel, 2006). Suggest other mentors 

as resources outside his/her expertise or ask for other mentor when the attempted mentoring 

relationship is not working well; they indicate openness to being a mentor. Be accessible 

to the mentee; do maintain clear, distinct boundaries with the mentee. Set clear 
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expectations; do treat the mentee professionally and in an ethical fashion. Be thoughtful 

and sensitive about the mentee’s feelings and time; do model professional behavior. 

Besides, of mentors’ duties, here are some points that mentors should not do as follow: 

They do not take on more mentees than is realistically manageable; do not treat mentees as 

free labor; do not make personal requests of the mentee; do not gossip about the mentee; 

do not micromanage the mentee. Provide advice and counsel, but do not direct the mentee 

to take specific actions. 

For a better practice in their real life, mentees   have their duties as well. Here are 

some specific points that mentees can/should do: Set specific goals and expectations for the 

mentoring relationship. Clearly communicate what you want from the relationship. 

Maintain distinct boundaries and understand what the mentor expects; be proactive. It is 

the mentee’s responsibility to maintain contact with the mentor and schedule future 

interactions; do treat the mentor professionally and in an ethical fashion. Mentee should be 

thoughtful and sensitive about the mentor’s feelings and time. 

However, mentees should not do some things as follow but they are not limited: Do 

not expect the mentor to make decisions for you. Learn to resolve problems and issues 

independently of the mentor; do not take advantage of the mentor. Respect the mentor’s 

time and help; do not gossip about the mentor; do not take rejection of a mentoring request 

personally. 

Similarly, according to Berna Aslan and Öcal (2012), they identified the ethical code 

of mentoring such as competence, context, boundary management, integrity and 

professionalism. It explained that competence refers to mentors’ level of experience and 

knowledge and their capability to share it. In terms of context, the focus is on providing 

learning opportunities for the mentees regarding their needs and expectations. The third 
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ethical code is boundary management, which deals with the potential for conflicts 

appearing between mentors and mentees. In addition, integrity, the fourth ethical code, is 

aimed at keeping the confidentiality in all aspects of mentoring. The last ethical code, 

professionalism, represents responding to mentees’ learning and development needs.  

Response to the ethical code of mentoring, the mentee identifies the ethical rules of 

mentoring as sincerity, respect, not being judgmental, responsibility, confidentiality, and 

objectivity. First, sincerity and confidentiality are included in integrity according to this 

code. Respect is relevant to professionalism considering the relationship between mentors 

and mentees. Being non-judgmental is consistent with context in terms of the description 

of the learning environment  (Lechuga, 2011). Objectivity should be considered in both 

boundary management and professionalism. Responsibility is involved in competence. 
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CHAPTER 4: CONCLUSION AND RECOMMENDATIONS 

4.1. CONCLUSION 

Through a comprehensive literature review, this study has shown that it is still 

relatively new and fresh with the concepts of school-based teacher education through 

mentoring approach. It is because of the fact that MoEYS has just introduced this initiative 

into its educational reform platform (TPAP); therefore, aspects of mentoring should be of 

great attention in order to broaden a better understanding of what mentoring approach looks 

like. Role of mentor. It is essential that researcher identify what roles a mentor works on 

such as Providing Support, Help, Instruction, Feedback, Ask questions, Include, Advise, 

Listeners, Role Model, Coaching, Critical Friend, Counsellor, Facilitator, Observer, etc. 

Type of Mentor. In this study, the researcher has identified five comment types of the 

Mentoring such as Formal Mentoring, Informal Mentoring, Peer Mentoring, Group/Team 

Mentoring, and Distance Mentoring. The advantages of mentor and mentee relationship. It 

has divided into two parts for mentee and for mentor him/herself. The advantages of the 

Mentees such as Emotional Support, Classroom Management Skills, Professional 

Development Opportunities, Teaching Methods, Broaden/Optional thinking. For the 

Mentor includes Positive and Significant Experiences, Provided Mentors with 

Opportunities, Job Satisfaction and Pride, Having identified a future potential of the 

persons they are mentoring. The possible challenges of a mentor. He or she might face in 

the working environment. Those issues are get to know and get to familiar with mentee; 

mismatch (Conflicting advice), Mentee lack of commitment, motivation, willing; Different 

background and goals of mentees; Poor time management and defensive mentee; Do not 

understand well on the goal of mentoring; Teacher mentoring is unsuccessful (No 

partnership). The last theme is ethical code or rules of mentor. There are some principles 
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code of mentor in his/her’ performance such as Beneficence, Non-maleficence (avoid 

harm), Autonomy, Fidelity (keep promise & loyal), Justice, Transparency, Boundaries, 

Privacy, and Competence.  

4.2. RECOMMENDATION 

In this research study, the researcher has some suggestions and recommendations for 

Teacher Mentoring Approach as follow: 

 The Researcher strongly believe that educators (school principals, teachers and 

stakeholders) would understand well what the teacher mentoring is and start to work 

closely and collaboratively with mentors in order to make their teaching performance 

better from day to day. 

 Before starting with the mentoring approach, Mentor should build a relationship with 

mentee properly. 

 The mentor and the mentee should devote their time together for doing their 

profession and think deeply about students learning outcomes as their main role.  

 NGPRC need to stay in touch with mentors and try to fixed any challenges and 

suggestions from the mentors in some cases.  

 The MoEYS should focus more on teacher mentoring to support the quality and 

equity of education in terms of strengthening teacher’s performance as well as SLO 

in order to develop and establish human resources for contributing and ensuring the 

sustainable development and equitable in Cambodia for a long-term vision. 

 

 

 



 

30 
 

REFERENCES 

 

Ali, Wahi, & Yamat. (2018). A Review of Teacher Coaching and Mentoring Approach. 

International Journal of Academic Research in Business and Social Sciences, 8, 504-524. 

doi:10.6007/IJARBSS/v8-i8/4609 

Angelina Ambrosetti, & Dekkers, J. (2010). The Interconnectedness of the Roles of Mentors and 

Mentees in Pre-service Teacher Education Mentoring Relationships. Australian Journal 

of Teacher Education, 35.  

Arvind Kr. Gill, & Kusum. (2016). Teaching approaches, methods and strategy. Scholarly Research 

Journal for Interdisciplinary Studies.  

Barbara, & Field, T. (1994). Teachers as mentors: A practical guide. London • Washington, D.C. 

Berna Aslan, & Öcal, S. D. (2012). A Case Study on Mentoring in a Teacher Development 

Program. Journal of Education and Future(2).  

Birgit Leidenfrost, Barbara Strassnig, Marlene Schütz, Claus-Christian Carbon, & Schabmann, A. 

(2014). The Impact of Peer Mentoring on Mentee Academic Performance: Is Any 

Mentoring Style Better than No Mentoring at All? International Journal of Teaching and 

Learning in Higher Education, 26, 103-111.  

Bush, T., & Coleman, M. (1995). Professional development for heads: the role of mentoring. 

Journal of Educational Administration, 33(5), 60-73. doi:10.1108/09578239510098536 

Byington, T. (2010). Keys to Successful Mentoring Relationships. Journal of Extension, 48(6).  

Carmel, R. G., & Paul, M. W. (2015). Mentoring and coaching in academia: Reflections on a 

mentoring/coaching relationship. Policy Future in Education.  

CCTS. (2004). Mentoring best practices – managing challenges. Retrieved from  

Clutterbuck, & Megginson. (1995). Mentoring Guidelines. Manchester Metropolitan University. 

Cooper, H., & Hedges, L. V. (1980). Research synthesis as a scientific process.  

Daniel, e. H. (2006). Introduction to Mentoring: A Guide for Mentors and Mentees 



 

31 
 

 America: the American Psychological Association. 

Dy, S. S. (2017). A roadmap for teacher policy development in Cambodia: Learning from 

international experience, application and best practice. Cambodia Education Review, 1, 

69-90.  

Hang, N. C. (2018). Education reform in Cambodia towards a knowledge-based society and 

shared prosperity. Phnom Penh: Sipar. 

Harrison, J., Dymoke, S., & Pell, T. (2006). Mentoring beginning teachers in secondary schools: 

An analysis of practice. Teaching and Teacher Education, 22(8), 1055-1067. 

doi:10.1016/j.tate.2006.04.021 

Hawkey, K. (1997). Roles, Responsibilities, and Relationships in Mentoring: A Literature Review 

and Agenda for Research. Journal of Teacher Education. 

doi:10.1177/0022487197048005002 

Hobson, A. J., Ashby, P., Malderez, A., & Tomlinson, P. D. (2009). Mentoring beginning teachers: 

What we know and what we don't. Teaching and Teacher Education, 25(1), 207-216. 

doi:10.1016/j.tate.2008.09.001 

Hunter, L. (2015). Types of mentoring: Advantages and disadvantages. Retrieved from  

Javed1, M., & Iqbal2, M. (2015). Mentoring: A mechanism for improving teachers’ performance 

in Khyber Pakhtunkhwa, Pakistan. International Journal of African and Asian Studies, 12.  

John Mpofu, & Chimhenga, S. (2016). The Importance of Mentoring: Findings from Students 

Doing Post Graduate Diploma in Education 6(3), 27-31.  

Johnson, W. B. (2014). Ethical issues in mentoring relationships. US: JOHNSONB@USNA.EDU. 

Kim, C.-Y., & Rouse, M. (2011). Reviewing the role of teachers in achieving Education for All in 

Cambodia. Springer, 41, 415-428. doi:DOI 10.1007/s11125-011-9201-y 

Lechuga, V. M. (2011). Faculty-graduate student mentoring relationships: mentors’ perceived 

roles and responsibilities. Higher Education, 62(6), 757-771. doi:10.1007/s10734-011-

9416-0 



 

32 
 

LINCS. (2015). Teacher induction and Mentoring brief. American Institutes For Research.  

Lisa Ehrich, Brian Hansford, & Ehrich, J. F. (2011). Mentoring across the professions: some issues 

and challenges. Faculty of Social Sciences, 518-540.  

Long, B. L. (2004). THE FACTORS THAT INFLUENCE AN EFFECTIVE MENTOR AND MENTEE 

RELATIONSHIP. The University of North Carolina at Wilmington,  

Lynch, D., & Madden, J. (2015). Coaching, mentoring and feedback: The ‘how to’ in a schooling 

context. Journal of International Scientific Publications, 13, 116-129.  

Mandela, N. (2003). http://www.ngopulse.org/article/education-most-powerful-weapon-

change-world.  

MoEYS. (2015). Teacher Policy Action Plan. Phnom Penh. 

Morgan, M., & Rochford, S. (2017). Coaching and mentoring for frontline practitioners. report.  

Phillips-Jones, L. (2003). SKILLS FOR SUCCESSFUL MENTORING: Competencies of Outstanding 

Mentors and Mentees.  

Pirjo-Liisa Lehtelä, & Happo, I. (2014a). Mentors-Perceptions-of-Teacher-Practice-A-Case-Study-

of-the-School-of-Vocational-Teacher-Education. International Journal for Cross-

Disciplinary Subjects in Education (IJCDSE), 5(2).  

Pirjo-Liisa Lehtelä, & Happo, I. (2014b). Mentors’ Perceptions of Teacher Practice: A Case Study 

of the School of Vocational Teacher Education. International Journal for Cross-

Disciplinary Subjects in Education (IJCDSE), 5(2).  

Portner, H. (2015). Being Mentored: A Guide For Proteges. New York. 

Rev. (2015). Mentor Roles and Responsibilities. Retrieved from  

Smith, R., & Lynch, D. E. ( 2014). Coaching and Mentoring: A review of literature as it relates to 

teacher professional development. International Journal of Innovation, Creativity and 

Change, 1(1).  

Spring. (2011). The role of mentoring in college access and success. Research To Practice Brief.  

http://www.ngopulse.org/article/education-most-powerful-weapon-change-world
http://www.ngopulse.org/article/education-most-powerful-weapon-change-world


 

33 
 

Susan Beltman, & Schaeben, M. (2012). Institution-wide peer mentoring: Benefits for mentors. 

The International Journal of the First Year in Higher Education, 3(2). 

doi:10.5204/intjfyhe.v3i2.124 

Taylor, C. (2005). What is “synthesis”?  

Virginia Braun, & Clarke, V. (2006). Using thematic analysis in psychology. University of the West 

of England, Pristol, 2(3).  



 

1 
 

 


