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ABSTRACT 

The mentoring support activities received by teachers can impact motivation and 

teaching quality, with positive benefits for teachers and their students. However, despite 

teachers' fundamental importance of continuous professional development, teacher 

support is non-existent or insufficient- due to a lack of research-based evidence to guide 

efficacious processes for teacher induction. Therefore, this study aims to explain the 

mentoring activities related to (1) emotional support and (2) methodological support, 

which the mentor intends to provide to the mentee. This study used the quantitative 

approach. This quantitative study used a questionnaire: Mentees' Perceptions of 

Mentoring Support Activities (MPMSA), and a stratified sampling method was used for a 

sample of 93 mentees from five different New Generation Schools in Cambodia. The 

findings are according to mentoring activities related to emotional and methodological 

support. The study found that the mentoring activities related to the emotional support of 

mentees are at a positive perception and mentoring activities related to the 

methodological support of mentees are a significant issue. Finally, suggestions for using 

findings to enhance mentoring support activities are discussed. 

Keywords: Mentoring, Mentor, Mentee, New Generation School  
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CHAPTER 1: INTRODUCTION 

 

This chapter introduces the causes of how and why this study happened. This 

chapter presents the background of the study, statement of the problem, research 

purposes, research objectives, research questions, significance of the study, and 

operational definition of key terms. 

1.1 Background of the Study 

Since Cambodian educational reform started in 2014, building teacher quality is a 

priority to improve education (Hang, 2018). Ministry of Education, Youth, and Sport 

(MoEYS) and donors have funded seminars on various topics over the years as their 

primary goal of enhancing classroom instruction (NGPRC, 2021). The expectation is that 

the teachers possess content knowledge and teaching skills that lead to the success of all 

learners in today's classroom. However, studies have indicated that only 10% of the 

apparent change in teachers' actions can be attributed to direct training (Centre for 

Creative Leadership, 1984 as cited in Väänänen, 2021). About 70% of observed change is 

attributable to direct and quick feedback from practitioners regarding their teaching (for 

example, via mentoring).  

With the popularity of mentoring, numerous scholars have found mentoring is a 

method to assist teachers as it introduces teachers to the reality of the classroom. The 

mentor is a fundamental element of the mentoring process (Wyre et al., 2016). Mentors 

are the most critical resource for teachers' teaching. Mentors supervise the teachers while 

providing them with opportunities to make instructional decisions independently. In 

addition, mentors engage teachers in reflecting on the evidence of their teaching, which 

positively affects the teachers' practice and self-confidence (Darling-Hammond, 2006). 
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Teachers who are given complete autonomy and full support from a highly effective 

mentor may be able to achieve success in the classroom.  

Additionally, numerous studies have shown that teachers who receive mentoring 

support from experienced teachers during five years in the classroom increase the rate of 

developing effective teaching practices (Reinsch & In, 2020, Van Ginkel et al., 2015; 

Ewing, 2021; Hadi & Rudiyanto, 2017; Polikoff et al., 2015; KAPE, 2020b). In addition, 

evidence is consistent that effectively mentored teachers have more confidence in their 

abilities and stay in the profession longer than those who do not receive mentoring 

support (Strong, 2005).  

With the implementation of the New Generation Schools (NGS) and School-based 

Mentoring (SM) system in Cambodia, mentoring has been recognized as an effective way 

to connect and support teachers (mentees) to deal with challenges faced in their daily 

teaching performance. The Teacher Support Framework (TSF) has also stated that 

mentoring has been established to provide opportunities for formative assessment of 

teachers that contributes to their growth as professionals (KAPE, 2020b).  

Moreover, Reinsch and In (2020) have also stated that mentoring should be 

flexible and allow for different methods and operating modes for the different levels of 

mentees. Many studies have found that mentoring can help create a supportive climate for 

enhancing mentees' knowledge, personality development, and career advancement 

(Weisling & Gardiner, 2018).  

However, few studies have explored how teachers perceive the influence of 

mentoring on their growth and performance in NGS schools. Fully-trained mentors, 

whose main responsibility is mentoring. Normally, mentors work only with one or two 

mentees at a time and are just experienced teachers. Mentoring is a side-note for them.  
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More importantly, empirical research has demonstrated that workshops employed by 

most donor-funded organizations is the least effective (NGPRC, 2021). This implies the 

need to consider various approaches that can enhance the effectiveness of teacher 

preparation and result in real change in classrooms.  

Therefore, this study intended to verify the effectiveness of mentoring activities in 

the school-based mentoring system in the Cambodian context. It explained the 

perceptions of mentees about mentoring activities related to emotional support and 

methodological support as provided by their mentors during their field experiences. 

Teachers (NGS mentees) teaching in five New Generation Schools in Cambodia were the 

data source for the study. 

1.2 Statement of the Problem 

 Mentors are seen as supporting their mentees' progress (NGPRC, 2021), in which 

they work full-time at schools to support teachers and also shift much of the burden for 

continuous professional development (CPD) from school managers to school-based 

mentors (KAPE, 2020b). More importantly, mentoring in Cambodia is critical not only to 

improving teaching and learning but also to sharing responsibilities with school managers 

at their schools. Moreover, while the overall benefits of mentoring are straightforward, 

not all mentoring programs serve teachers as they could (Polikoff et al., 2015; Van 

Ginkel, 2015). Mentoring teachers is a new concept in the public education system in 

Cambodia (Väänänen et al., 2021). Therefore, this study aimed to analyze two critical 

factors of an effective mentoring process that may receive positive outcomes: (1) 

emotional support (Van Ginkel, 2015; Straus et al., 2013) and (2) methodological support 

(Van Ginkel, 2015; Hadi & Rudiyanto, 2017; Weisling & Gardiner, 2018). Respondents 

(mentees) for this study are from five New Generation Schools in Cambodia. They may 
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have different ideas and beliefs on specific mentoring support activities as they received 

from their mentors. 

1.3 Research Purposes 

The purposes for conducting this study are to explain emotional and 

methodological support activities being provided by the mentors to the mentees at five 

New Generation Schools in Cambodia. 

1.4 Research Objectives 

This study aimed to achieve the following objectives:  

• To explain emotional support activities being provided by the mentors to the 

mentees at five New Generation Schools in Cambodia. 

• To explain methodological support activities being provided by the mentors 

to the mentees at five New Generation Schools in Cambodia. 

1.5 Research Questions 

The study attempted to answer the following questions: 

1. What are the mentees’ perceptions of their experience of mentoring-related 

activities in terms of emotional support at five New Generation Schools in 

Cambodia? 

2. What are the mentees’ perceptions of their experience of mentoring-related 

activities in terms of methodological support at five New Generation 

Schools in Cambodia? 

1.6 Significance of the Study 

The purpose for conducting this study was to explain emotional and 

methodological support activities being provided by the mentors to the mentees at five 



5 
 

New Generation Schools in Cambodia. Perceptions of mentees of mentoring activities in 

supporting mentees are crucial. It is hoped that the study helps and reinforces mentors 

(school-based mentors), New Generation Pedagogical Research Center (NGPRC), 

Kampuchea Action to Promote Education (KAPE), and mentoring program specialists to 

understand how mentoring can direct teachers to continue their professional growth and 

ready them for challenging classrooms. Significantly, this can help mentor trainers (the 

NGPRC leading instructors in four main streams), and mentoring curriculum specialists 

focus on how to articulate the content and implementation of mentoring program. 

Additionally, the benefits for participants (mentees) are related to sharing how mentoring 

can help them grow their personal and professional efficacy. The study is also designed to 

seek further explanation through the survey to understand the critical aspects of 

mentoring support activities related to emotional and methodological support as being 

provided by the mentors to the mentees. 

1.7 Operational Definition of Key Terms 

The key terms used in this study were explicitly defined and contextualized as 

follows: 

• Mentoring is a long-term, individualized process in which mentors provides 

support and guidance to their mentees (Ewing, 2021). 

• Mentor refers to a specialist or professional teacher trainer appointed to 

provide guidance or support for teachers' practices (NGPRC, 2021).  

• Mentee refers to the teacher receiving support from the mentoring partnership 

in a formal mentoring setting (Väänänen et al., 2021). 
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• New Generation School refers to a new school governance framework to 

promote education's quality and relevance to equip Cambodian youth with 

skills in the industrial revolution era (MoEYS, 2019). 

• Emotional support refers to practical mentoring activities that promote the 

social and emotional well-being between the mentor and mentees for 

professional development (Van Ginkel et al., 2015).  

• Methodological support refers to practical mentoring activities between the 

mentor and mentees that promote professional growth-instructional practice 

(Weisling & Gardiner, 2018).  

1.8 Chapter Summary  

In chapter 1, the introduction of the chapter, the background of the study, 

statement of the problem, research purpose, research objectives, significance of the study, 

and operational definition of key terms were addressed. Mentoring researchers have 

pointed out that effective mentoring is about the mentoring relationship between the 

mentors and the mentees. This study looked at the mentees’ perceptions of the impact of 

mentoring activities that mentees receive: emotional and methodological support. The 

next chapter, chapter 2, will review the findings and existing theories related to the topic 

of the study. 
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CHAPTER 2: LITERATURE REVIEW 

Researchers have investigated such mentoring programs from various perspectives 

in the educational system. This chapter presents the rationale for researching the mentees’ 

perceptions about their experience of mentoring support activities concerning emotional 

and methodology support, as provided by the mentors to the mentees. This chapter 

discusses literature related to the subject of the study. The following review of the 

literature represents the literature pertinent to the study, namely, (a) definition of 

mentoring, (b) mentoring in Cambodia, (c) effectiveness of mentoring, (d) characteristics 

of effective mentors, and (e) critical mentoring support activities related to emotional 

support and methodological support.  

2.1 Definition of Mentoring   

The idea of mentorship is one that ancient Greek literature generously left for us. 

The Odyssey by Homer, where the word "mentor" first appeared, may be used to trace the 

origins of mentoring. The term mentor has historically been used in literature to refer to a 

person in charge of educating and fostering another (Provident, 2005). In the education 

context, mentors had a significant role in character growth and psychological 

development. In the years that followed, the word "mentor" grew to mean a reliable 

guide, friend, teacher, and knowledgeable someone (Shea, 2002). The idea of mentorship 

has grown tremendously over time (Provident, 2005). 

Many authors agree that common elements are used in defining mentoring. Eby et 

al. (2007) identified that the main components of mentoring include the uniqueness of the 

relationship, the learning partnership as a means to acquire knowledge, the mentoring 

process defined by the types of support provided, the asymmetrical reciprocity, and the 

dynamic, changing nature of mentoring as the core elements. For Johnson et al. (2007), 
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the core components of mentoring are the enduring, personal aspects of the relationship, 

the reciprocity and mutuality, the contributing aspect of the mentor, the focus on career 

assistance, the provision of social and emotional support, the modelling role of the 

mentor, the transformation of the mentee as the primary outcome, the provision of safe 

environments for exploration, and the condition to produce positive career and personal 

outcomes. Lastly, Spencer (2007) simplified the core elements, based on DuBois and 

Karcher's (2013) work, to three aspects: the more significant experience of the mentor, 

the guidance and instruction required to promote the mentee's development, and the 

trusting emotional bond between participants. 

Also, numerous scholars have recently offered explanations of mentoring 

definitions in the literature in the educational context (Ewing, 2021; Van Ginkel et al., 

2015; Väänänen et al., 2021). They agree that mentoring is a personal and professional 

relationship usually includes a more experienced teacher (mentor) supporting a less 

experienced one (mentee). Mentoring is often used as a synonym for coaching; however, 

the two are entirely different (Reinsch & In, 2020). They have mentioned that mentoring 

is a long-term relationship and should be flexible in which, allowing for different methods 

and operating modes for the different levels of mentees (Reinsch & In, 2020, p.6), while 

coaching refers to the relationship based on academic needs and support (Matthew, 2017).  

Mentoring focuses on preparing the mentee for the role of a full-time educator and 

has the most significant possible impact on student learning (Grimble, 2017). Mentoring 

is long-term support on all the dimensions of the teaching profession (Gardiner, 2017), 

which allows the mentee to reflect and learn from various teaching encounters (Pollard, 

2015). When teaching improves, student achievement improves (Mignott, 2011). 
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2.2 Mentoring in Cambodia  

Mentoring in Cambodia was first introduced in 2019 as a system of support for 

teachers; as of 2020, it has increasingly been implemented in some form by at least six 

New Generation Schools (Väänänen et al., 2021). Mentoring is an educational pilot 

program in Cambodia. Formal mentoring is relatively new in the public education system 

in Cambodia, so it is no surprise that the academic literature and grey literature specific to 

Cambodia are scarce (Väänänen et al., 2021). Nonetheless, many organizations use a 

mentoring framework or principles to guide their capacity development efforts within the 

public education system and other sectors.  

The Teacher Support Framework (TSF) is intended to be school-based and 

maintained by full-time Mentors in collaboration with school principals (KAPE, 2020b). 

The framework seeks to help teachers improve by providing them with opportunities to 

'reflect' on their teaching. Teachers are directly engaged in their assessments and use 

mentors as role models who can provide outside feedback. The framework's purpose is to 

help ensure high standards of teacher professionalism at school.  

A fundamental assumption for effectively implementing the present teacher 

development framework is that teachers are dedicated to being good teachers (KAPE, 

2020b). If this assumption does not hold at a New Generation School, likely, the system 

will not function effectively. Therefore, recruiting teachers with a strong sense of 

motivation, commitment and professionalism is an absolute prerequisite for the TSF to 

work.  

However, according to the Teacher Support Framework (TSF), teachers should be 

asked to identify their professional goals and what they want to achieve in the next year 

and five years (KAPE, 2020b). Mentors can then help provide guidance and support for 
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achieving these goals. Next, mentors should schedule at least two one-on-one conferences 

with mentees throughout the academic year (KAPE, 2020b). This should allow the 

mentor to give the teacher feedback on reaching professional objectives and include 

arranging a joint classroom observation. Mentors should also arrange technical assistance 

for the teacher to help him or her reaches his or her professional goals.  

Moreover, TSF suggests that the mentor should observe the classroom or 

conference with new teachers around once a week (KAPE, 2020b). More experienced 

teachers should be observed at a rate of about once a month as part of their continuous 

professional development. Likewise, sharing one's experience should become part of a 

new culture in the schools where mentors work. 

Mentors are in an excellent position to support school administrators in helping 

teachers develop their professional capacity. They undergo extensive training at the New 

Generation Pedagogical Research Center (NGPRC) for an entire year. The program that 

trains mentors is essentially an educational degree program that awards a master's degree 

in education with a specialization in mentoring. In doing so, NGPRC aims to improve the 

teaching capabilities of all teachers through mentoring, which is to train mentors who 

would offer individualized support to teachers throughout Cambodia (NGPRC, 2021). 

Training mentors receive a very intensive one-year training instead of a short workshop. 

After they graduate, mentoring is their primary duty, and they continue to serve as 

teachers for around one-third of their time.  

While details of the mentoring programs must fit the needs of the mentees and 

mentors, specific roles and responsibilities of the mentor should be clearly articulated to 

both partners, and attention should also be paid to the process of selecting those that will 

facilitate the mentoring role. The following are some of a mentor's responsibilities: 
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coordinating with the vice-director or school director, regular activity reporting 

(quarterly), teaching (mentors will retain one or two classes to maintain their teaching 

practice), mentoring (mentors should mentor 10 to 12 teachers at their signed schools), 

professional development for counselling teachers, relationships within the professional 

learning community, and research and strategic planning (KAPE, 2020b). 

2.3 Effectiveness of Mentoring  

Since mentoring is the only method that can offer teachers feedback on their 

actual practice, it is primarily regarded as one of the excellent methods for teacher 

preparation. It is a crucial addition to the instruction gained in teacher preparation 

programs at colleges, universities, and education institutes and during special workshops. 

In contrast to these tactics, mentoring emphasizes practice more than theory (NGPRC, 

2021).  

Breaux and Wong (2003) distinguish effective mentoring programs as one of the 

essential components of a larger teacher induction system, which is a comprehensive, 

coherent, and sustained form of professional development. Formal mentoring programs 

have full-time, highly trained mentors who are provided with sanctioned time to meet 

with the teachers they serve (NGPRC, 2021). Evidence of effective mentoring is seen 

when mentors and mentees engage in shared inquiry into effective practices that result in 

higher student achievement, while the relationship between mentors and mentees is based 

on trust that develops through their regular contact with each other (Bird, 2012). 

Wiebke and Bardin (2009) outlined components for effective mentoring programs 

through their study of the New Teacher Center in California. The New Teacher Center is 

widely recognized for being highly comprehensive and has sustained successful practice 

over many years. These essential criteria include rigorous mentor selection, ongoing 
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professional development for mentors, sanctioned time for mentor-mentee interactions, 

guidance toward moving instructional practices forward, instructional coaching, 

standards-based, data-driven conversations (as opposed to informal feedback unsupported 

by evidence.), and professional development designed specifically for mentees.  

Mentoring is a collaboration that brings teachers together to examine how their 

teaching impacts their students’ learning. The mentoring process exposes new strategies, 

encourages the sharing of ideas, and promotes increased self-confidence in the teachers’ 

capabilities. Van Ginkel et al. (2016) evaluated mentoring and its adaptation to the needs 

of mentees. The goal was to gather data evaluating mentoring through site-based 

interviews with mentors and mentees. Mentors who adapted their methods and activities 

based on the mentees’ needs were more successful. Significantly, at the heart of 

mentoring programs like the one just mentioned, the collaboration between teachers 

engages a continual focus on teaching, learning, and joint problem-solving. Mentoring 

has also been shown to benefit the mentor as well as the mentee, and it is implicit that 

mentoring will contribute to the establishment of the student teachers’ norms, attitudes, 

and standards that will guide their professional practice for years to come (Bartell, 2005). 

However, the focus of the study was too narrow, as it only evaluated mentors in 

the Netherlands. Very simple, a mentee needs a kind word, a listening ear, and resources 

(Lai, 2016). Mentors support teachers on technical, pedagogical, and emotional levels. 

They participate in a more long-lasting relationship with their mentees than coaches 

instead of restricting their actions to providing brief technical support (NGPRC, 2021). 

Regular collaboration between mentees and mentors builds a trustworthy learning 

environment. They help alter the learning environment and school culture through 

incremental but continuous improvements. 
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2.4 Characteristics of Effective Mentors 

In research from Straus et al. (2013), the authors identified some characteristics of 

effective mentors. Reciprocity, mutual respect, clear expectations, personal connection, 

and shared values characterize successful mentoring relationships. Conversely, failures 

include poor communication, lack of commitment, perceived (or actual) competition, 

conflicts of interest, and the mentor's lack of experience. 

Similarly, Nasser-Abu Alhija & Fresko (2014) simplified the qualities of an 

effective mentor, including teaching expertise, recognition and respect from peers, 

analytical and reflective capabilities, interpersonal skills, availabilities and flexibilities, 

openness, and commitment to serve as a mentor. Hall et al. (2017) also defined mentors 

who fulfill the mentor role as effective communicators, trustworthy, non-judgmental, 

sympathetic, and respectful. Additionally, displaying characteristics of supportive 

behaviors mentor teachers also need to be proficient in providing meaningful and frequent 

feedback to the novice teacher as well as challenging the novice teacher when 

appropriate; moreover, mentor teachers need to promote self-reflection on the part of the 

novice teacher (Hall et al., 2017).  

Mentors should volunteer for the assignment rather than being delegated to 

perform the duties. Mentors must commit time to frequent meetings and discussions and 

be willing to support, motivate, and engage the mentees (Weibke & Bardin, 2009). Those 

who are delegated to mentor a mentee, especially if they are not able to commit time to 

the mentoring relationship, are less apt to support the mentee and less likely to participate 

in activities that contribute to their professional development as mentors. 

It is not assumed that experienced teachers who serve as mentors to mentees 

automatically know how to do so successfully. Mentors need training on the specific 
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aspects of mentoring and how to use effective strategies in their work with their mentees. 

Mentoring training should be purposeful and intentional. Mentors’ knowledge of the most 

effective mentoring practices enhances their ability to effectively carry out the mentoring 

process (Hudson, 2007). 

2.5 Critical Mentoring Support Activities  

Mentors are generally viewed as providing support for teachers. Mentors with 

more knowledge and ability produce better outcomes, especially if mentor’s knowledge 

and ability align with mentees' needs (Polikoff et al., 2015). Mentors can accelerate a 

mentee's progress by building a safe and supportive relationship. Mentoring relationships 

offer the opportunity for reciprocal growth and learning. Mentoring establishes a climate 

of collaboration and ongoing learning. Many empirical studies have shown two key 

actions of influential mentors indicating mentees' success and satisfaction: emotional 

support and methodological support (Straus et al., 2013; Väänänen et al., 2021; Ginkel et 

al., 2015). 

2.5.1 Mentoring Activities related to Emotional Support 

Emotional safety is necessary to produce cognitive complexity. Effective 

mentoring depends on the emotional link between the mentor and mentees for 

professional development, in which the mentor builds a strong relationship with his 

mentees through caring and support. This relationship requires communication, time 

investment, sharing ideas, mutual understanding, and trust (Nasser-Abu Alhija & Fresko, 

2014; Straus et al., 2013).  

Mentors provide emotional support, a safety zone created by their willingness to 

listen and be fully present with mentees as they approach all of the first-time experiences 

that come with being new to the classroom. Therefore, mentors should possess strong 
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listening and communication skills (Wiebke & Bardin, 2009). Their ability to 

acknowledge the mentees' feelings, concerns, and questions, bolsters the confidence of 

the beginning teachers and provides practical approaches and an assuring sense that they 

are not on the job alone.  

Evidence suggests student teachers derive satisfaction and support from the 

relationship with their mentors. Mentors also begin to incorporate mentees into the 

school's professional community. With an assurance of confidentiality in their 

relationship, mentees can talk freely about their classroom experiences in a safe and non-

threatening environment. This helps them explore challenges they have experienced in the 

classroom without fear of being judged (Wyre et al., 2016). 

According to research by Straus et al. (2013), effective mentors should offer their 

mentees emotional support by being open about their own emotions and encouraging 

them to do the same. Through this, mentors should assist their mentees in identifying the 

pressures influencing their emotional condition. First, mentors must have a strong sense 

of altruism. They have a significant responsibility to ensure that the mentee's best 

interests come first and to not turn that potential into what the mentor believes it should 

become. A mentoring relationship that fails might be attributed to the mentor not putting 

the mentee's interests first. On the other hand, a mentor must be an active listener who is 

involved with the mentee during each session, concentrate on the problems raised by the 

mentee, and ask the mentee for clarification when necessary. The mentor also helps the 

mentee create goals through active listening.  

Effective mentors, according to Straus et al. (2013), have professional expertise 

(as well as networks of coworkers and collaborators) that can assist in the growth of their 

mentees. Effective mentors also display crucial relational traits, such as being 
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approachable and recognizing and encouraging the growth of their mentees' prospective 

qualities and abilities. Effective mentors ensure to stay reachable to their mentees, even if 

they are far away, as time constraints are one of the biggest obstacles for mentors and 

mentees. Effective mentors use phone and email contact even though they might not be 

able to meet in person regularly to maintain accessibility. 

Last but not least, Straus et al. (2013) outlined several critical behaviors of 

successful mentors, including career counseling, emotional support, and an emphasis on 

work-life balance. Effective mentors are guides rather than supervisors who direct their 

mentees' activities through career guidance. Mentors should act as guides and be aware of 

the difference between a guide and someone who pushes a student or mentee down a 

specific road. Mentors may provide some counsel, but they understand that it is just 

advice, not directives. The most crucial factor is that mentors support mentees in finding 

solutions rather than trying to fix their problems for them. 

In short, mentoring can improve the social and emotional health of mentees in the 

following ways: (a) provide opportunities for fun and relief from daily stresses, (b) 

corrective emotional experiences that initiate improvement in the mentee's other social 

relationships, (c) assistance with emotional regulation (Rodes, 2005, as cited in, Bradley 

M. S., 2014, p.20). In other words, mentoring contact cannot produce favourable mentee 

emotions without a strong interpersonal relationship based on reciprocity, trust, and 

empathy. Additionally, the mentee must be open to sharing their emotions and self-

perceptions and actively participating in the relationship for a real connection to occur. 

2.5.2 Mentoring Activities related to Methodological Support 

Many studies suggest that mentors are significant in achieving mentoring 

objectives, such as providing a supportive learning environment for novice teachers 
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(Ewing, 2021; Mignott, 2011; Van Ginkel et al., 2015; KAPE, 2020b, Hadi & Rudiyanto, 

2017). They have stated that mentoring is about human relation, and the relationship 

between mentors and mentees plays a significant role in mentoring effective outcome. 

Mentors play vital roles in establishing a solid relationship that leads to a supportive 

working climate, which allows mentees to develop their expertise and personality and 

advance their careers. However, these could happen if mentors are prepared through 

mentorship training, which can increase their capacity, enabling them to be more 

qualified individuals.  

Mentees can find teaching enjoyable when they are accessible to support, 

guidance, and assistance in dealing with their teaching difficulties (Hadi & Rudiyanto, 

2017). The support should come from the mentors. The mentees who gain a positive 

environment will likely find the highway to develop their skills and knowledge, gain 

expertise, raise their confidence, and enhance personality development and professional 

growth (Hadi & Rudiyanto, 2017).  

Based on the information gathered by various researchers, some of those needs are 

predictable. The eight most significant issues that mentees reported were ranked in order 

of severity by Melnick & Meister (2008) and included dealing with individual student 

issues, organizing class work, motivating students, assessing student work, dealing with 

individual differences, and relations with parents. Other common concerns were 

managing paperwork, interacting with parents, dealing with management problems, 

having too many obligations, becoming accustomed to the environment, and feeling 

isolated and unsupported. Specific classroom experiences, appropriate and suitable class 

management techniques, lesson planning suggestions, and an overview of the evaluation 

process that their administrators will use were among the topics that were openly 

discussed (Bird, 2012). 
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According to Weisling and Gardiner (2018), mentors must be effective teachers in 

their right. However, they must also be capable of providing certain kinds of professional 

support, such as helping mentees identify and analyze critical problems of practice. For 

example, they claim that pairs (the mentor and the mentee) might work together to create 

lesson plans; analyze student work; view and discuss a video of the mentee; or engage in 

practice teaching, in which the mentor models or a mentee rehearses an instructional 

practice outside the classroom (Weisling & Gardiner, 2018). Outside practices occur 

before or after classroom instruction when students are absent, and teachers have time for 

collaborative problem-solving guided analysis of classroom data, and reflection on 

teaching and learning (Weisling & Gardiner, 2018). 

Van Ginkel et al. (2015) showed that being adaptive to the individual mentee 

played a factor in the effectiveness of teacher mentoring. They identified four adaptive 

mentoring activities: (1) aligning mutual expectations of mentoring, (2) attuning to 

mentees' emotional states, (3) adapting to mentees' capacities for reflecting, and (4) 

building tasks to match mentees' levels of development. Weisling and Gardiner (2018) 

also mention that collaborative teaching and demonstration teaching are essential for the 

mentee. The mentor and mentee plan and teach a lesson together, allowing the mentor to 

model effective teaching while sharing some responsibilities. The mentor then 

demonstrates a particular lesson, practice, or strategy in front of the mentee's students. 

Mentees see how an instructional practice works with their students and how an expert 

teacher responds to the students on the fly. 

When working with mentees, mentor teachers are said to take only one crucial 

step—frequent feedback—which is the most missed when it is not taken (Rudney & 

Guillaume, 2003). Constructive feedback addresses the technical aspects of managing the 

classroom, concerns with behaviour and discipline, grading, paperwork, parent 



19 
 

interactions, lesson planning, decision-making, and other particular needs of the mentees 

(Evans-Andris et al., 2006). Mentors offer feedback in the form of written and verbal 

comments, and they do it honestly and sensitively (Lia, 2016). Feedback is specific to the 

mentees' needs and concentrates on their capacity for discussion. Descriptive, precise 

feedback and concentrated teaching actions are most beneficial (Bartell, 2005). Gardiner 

(2017) states that observation and feedback benefit mentees' overall academic 

achievement. Ewing (2021) advocates using the observation cycle with pre- and post-

conferencing as an efficient method for learning about the lessons learned by the mentees. 

Mentees who receive feedback can better consider ways to improve their teaching and 

student learning. 

2.6 Conceptual Framework 

The conceptual framework that guides this study combines research on teacher 

professional development (Hang, 2018; KAPE, 2021b; NGPRC, 2021; Reinsch & In, 

2020a; Reinsch & In, 2020b; Väänänen et al., 2021) with research on induction (Van 

Ginkel et al., 2015; Ewing, 2021; Hadi & Rudiyanto, 2017; Polikoff et al., 2015; Grimble, 

2017; Straus et al.,2013; Gardiner, 2017; Mignott, 2011). Synthesizing the works of 

literature, the researcher identifies a five-part framework for the study of teacher 

mentoring and its effects: (a) definitions of mentoring, (b) mentoring in Cambodia, (c) 

characteristics of effective mentors, (d) mentoring effectiveness, and (e) critical 

mentoring support activities. The framework is pictured in Figure 1. 
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2.7 Chapter Summary 

The literature review revealed the importance of mentoring in supporting teacher 

performance, which new teachers need support to improve their teaching. However, 

limited research has been done in public NGS schools and the research undertaken by 

NGPRC so far wasn’t focused on mentees' perceptions. There is a critical need to 

investigate further mentoring activities' effects on teachers in public NGS schools. The 

effectiveness of mentoring activities, mentees' perceptions of mentoring, and critical 

mentoring support activities provide a conceptual framework to understand mentoring 

support activities. The literature review demonstrated a need for a greater understanding 

of the question: How do mentees perceive the influence of mentoring on their growth as 

teachers? 

 

 

 

 

 

 

 

 

 

 



22 
 

CHAPTER 3: RESEARCH METHODOLOGY 
 

This chapter discusses the research methodology of the study. In addition, the 

methodology employed to answer the research questions is presented in this chapter. The 

chapter is organized into seven sections: (a) research design, (b) sample size and sampling 

technique, (c) research instrument, (d) the procedure of data collection, (e) data analysis, 

and (f) ethical considerations. 

3.1 Research Design 

The researcher used a quantitative approach to collect and analyze data using 

descriptive analysis. Descriptive research design was used to describe a sample 

population about their perspectives on mentoring activities of emotional and 

methodological support provided by the mentors. The study collected and analyzed data 

from NGS teachers who have received mentoring services in Cambodia. The research 

design was most appropriate for this study as it explored individual mentees’ perceptions 

about mentoring support activities in five New Generation Schools in Cambodia. In this 

procedure, the researcher collected quantitative, numbered data using questionnaires and 

statistically analyzed the data to describe trends in responses to research questions. 

3.2 Sample Size and Sampling Technique 

There are four NGS primaries and six NGS secondary schools in Cambodia. One 

NGS primary school has no teachers who received mentoring services from their mentor. 

The target population consisted of 157 teachers (mentees) of five New Generation 

Schools located in the capital city and two provinces that the researcher observed by the 

end of May of 2022 (see table 1). Therefore, a sample size of 113 was required for the 

given population, as suggested by Krejcie and Morgan (1970). A stratified random 

purposive sampling (n = 157) was selected that represented a proportional sample of the 

mentees (NGS teachers) who have received mentoring service and have been teaching in 
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five New Generation Schools in Cambodia. There are two primary schools and three high 

schools. The target sample of the study was defined as all mentees who received 

mentoring service in school-based mentoring system. The sampling and contact 

information of the mentee participants was obtained from school-based mentors, NGS 

principals, and thesis supervisor. The researcher selected only five study sites to be the 

sample in the study because of time contain and personal resources in conducting 

research. It might take times and spend amount of money if the researcher chooses the 

mentees in all the new generation schools in Cambodia to get involved in this study.        

Table 1 showed the number of NGS teachers teaching in five study sites. The 

researcher extracted the data from the school-based mentors and a list of staff records of 

each school. The findings indicated that 268 teachers teach in five New Generation 

Schools of the study sites, while 157 teachers have received mentoring services. The 

overall rate of teachers who have received services was 58.8%, which is pretty good. That 

rate goes as high as 100% in two of the studied schools.  

Table 1 

Teachers Who Have and Have Not Received Mentoring Services at Five New Generation 

Schools in Cambodia  

Schools  Number of teachers Teachers who have not 

received mentoring services 

Teachers who have     

received mentoring services 

A            78                34              44 

B            78             45              33 

C            65             32              33 

D            12              0              12 

E            35              0              35 

Total           268            111             157 

Note.  Data are surveyed from the mentors who are working at their organizations. The 

organizations are school-based mentoring and New Generation Schools. 
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3.3 Research Instrument 

A survey instrument was distributed to all participants through an online survey 

(self-administrated) by the researcher and school principals who served as the gatekeeper 

for survey administration. The mentee survey consisted of thirty-nine items and measured 

mentees’ perceptions of two separate variables: Emotional support and Methodological 

support in mentoring activities (see Appendix A). Among the thirty-nine items on the 

survey, thirteen questions in section one asked participants to state their demographical 

information; twelve items in section two were on a five-point Likert scale of degree of 

agreement (1 = Strongly Disagree, 2 = Disagree, 3 = Uncertain, 4 = Agree, 5 = Strongly 

Agree); and twelve items in section three are on a five-type Likert scale of degree of 

frequency (1 = Never, 2 = 1-3 times in a month, 3 = 4-6 times in a month, 4 = 7-9 times in 

a month, and 5 = over ten times in a month). The five-point Likert scale is considered an 

interval scale. The mean is very significant. From 1 to 1.8, it means strongly disagree. 

From 1.81 to 2.60, it means disagree. From 2.61 to 3.40, it means neutral; from 3.41 to 

4.20, it means agree; from 4.21 to 5, it means strongly agree. 

The instrument, Mentees’ Perception on the Impact of Mentoring Support 

Activities (MPIMSA), was adapted from studies conducted by Van Ginkel (2015) and 

Bird (2012). Ginkel sought to articulate four mentoring activities by mentors: emotional 

and psychosocial support, construction of personal, practical knowledge about teaching, a 

favorable context for novice teacher learning, and changing novice teacher behavior. Bird 

sought to measure the impact of the mentoring received by mentees (student teachers) on 

student teaching experience. The Bird study focused on the impact of mentoring on 

student teaching through five parts: personal attributes, system requirements, pedagogical 

knowledge, modeling, and feedback. In addition, the study focused solely on the mentee’s 
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perception of mentoring on two scales: Emotional support included twelve items, and 

Methodological support included twelve items (see Table 2). 

Table 2 showed that a reliability analysis was conducted using the participant’s 

data. The two sections of questions regarding the parts of MPMSA were separately 

calculated using the reliability analysis tool within Statistical Package for the Social 

Sciences, Version 26. The results from the reliability analysis are shown in table 2. The 

alpha coefficient ranged from 0 to 1 (the closer a scaled coefficient is to 1, the greater the 

reliability of the instrument). The results of the overall reliability of the MPMSA 

were .941, which is used for reliability testing, so all elements of the survey were well.        

Table 2 

Reliability Scores of the Research Instrument  

Items Cronbach’s alpha N of items N of cases 

Emotional support .946 12 93 

Methodological support .952 12 93 

Note. The overall alpha coefficient was .941; indicating good reliability for MPMSA 

instrument. 

3.4 Data Collection Procedure 

  Data collection occurred during May-June of the 2021-2022 school year. The 

researcher contacted all principals to secure permission for their schools to participate in 

May 2022 and summited the requisition consent letter signed by the NGPRC manager 

and the letter of aims of the study to the principals for data collection. Mentees 

participating in the study were given an informed consent letter through the online survey 

link. Surveys were collected after the mentees indicate they are finished through an online 

survey. 
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  Data were collected by administering the management information system (MIS) 

utilization survey to mentees in two ways. The first method consisted of sending the 

survey utilization telegram through principals to teachers (mentees). The second method 

consisted of distributing the survey utilization electronic telegram to the remaining 

mentees on the name list. This strategy incorporated sending the consent form to the 

mentees through electronic telegram. Within the message was the universal resource 

locator (Shorten URL) address of the online survey form 

(https://forms.gle/XGs8EPVtd2NKmC3a9). The mentee gave consent by visiting the 

URL and completing the online survey. Once the online survey was completed and 

submitted for processing, the results were automatically entered into an online database 

running on the Google Form sever utilizing Google server software.  

  The survey measured mentees’ perceptions of the mentoring activities related to 

emotional support and methodological support provided by the mentors. In addition, the 

mentees were asked to apply their survey questions to mentoring activities they have 

received mentoring service during their working years in New Generation Schools. 

        After the data collection procedure was finished, 94 surveys were returned; one of 

the surveys was eliminated due to abnormal response data or abnormal response. In the 

survey, the teacher provided answers to many questions that were the same as the sections 

two and three. After the elimination of this one survey, 93 surveys were found to be 

accurately completed by the participants and used in the analysis. Each school had a 

different number of completed surveys due to the size of the mentees’ population (see 

Table 3). One school had a low participation rate due to the busyness of teachers. A total 

of 157 surveys were sent to participating schools online, and 94 surveys were returned. 

The overall returned rate based on the 93 surveys was 59.24% return.  



27 
 

Table 3 

Sample Size and Completion Rates for Each Data Collection Site  

 NGS school     Surveys sent              Survey returned          Percent completed    

A  44   11   25.00 

B  33   23   69.69 

C  33   25   75.75 

D  12   10   83.33 

E  35   24   68.57 

         Total  157   93   59.24 

Note.  Data are surveyed from NGS school principals and school-based mentors who are 

working at their organizations.  

 

3.5 Data Analysis 

The researcher entered the data collected from the surveys into a spreadsheet and 

exported it into SPSS 26 (Statistical Package for the Social Sciences, Version 26). The 

data were examined for missing values and rechecked by the researcher to avoid input 

errors. Each question was labeled from 1.1 to 1.13 in section one about demographic 

information, from 2.1 to 2.12 in section two about mentoring activities related to 

emotional support, and from 3.1 to 3.12 in section three about mentoring activities related 

to methodological support.  

All statistics were analyzed by using SPSS software. The descriptive statistics 

(minimum, maximum, mean and standard deviation) were used to analyze the Mentoring 

Activities related to Emotional Support (MAES) and the Mentoring Activities related to 

Methodological Support (MAMS) dimensions. The frequency statistics (frequency and 

percentage) were used to analyze the demographic information. 
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3.6 Ethical Considerations 

The researcher followed the standard described in the American Psychological 

Association's (APA) Code of Conduct. Participants' participation was based on teachers' 

availability and willingness to participate in the study. Race, gender, religion, or any 

status mentioned was not considered. The only criteria for this study were that 

participants were teachers at five New Generation Schools in Cambodia. Additionally, it 

is necessary to gain approval from school principals before collecting data (see Appendix 

E). The consent letter included a statement explaining the aims and objectives of the 

study and the participant's role. Prior to gathering data, any questions from the 

participants were addressed. The researcher considered for privacy and confidentiality. 

The questionnaire survey was distributed by the researcher directly online. Participants 

were not paid or rewarded for their work. Finally, this study project did not produce any 

physical, psychological, or sociological risks. The ethical guidelines for research 

involving human subjects served as a guide. 

3.7 Chapter Summary  

The research method for this study was a quantitative study employing a survey of 

NGS teachers who have received mentoring services in five New Generation Schools in 

Cambodia. This method was used to broadly encapsulate the impact of mentoring 

activities related to emotional and methodological support. The participants were chosen 

through a stratified random sample of five New Generation Schools in Cambodia. First, 

the selection of the 93-participant sample from the target population was discussed. Next, 

a Cronbach’s Alpha test was performed on the scaled score data to determine the 

reliability of the data was presented. Then, the data collection procedures and response 

rates were also discussed in this chapter. Next, ethical considerations and a work plan for 
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this study were presented. Finally, the data analysis methods for each research question 

were presented, followed by a discussion of statistical analysis. Results of the data 

analysis are presented in the following chapter. 
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CHAPTER 4: RESULTS 

This study focused on mentees' perceptions of mentoring activities and considered 

two scales for evaluation: emotional support and methodological support. The purpose of 

the study was achieved by explaining the impact of mentoring activities related to 

emotional and methodological support on the teachers teaching in five New Generation 

Schools in Cambodia. The chapter presents the results of the data analysis for the two 

stated research questions. 

4.1 Background Information of the Participants 

In section I of the MPMSA instrument, the respondents were required to answer 

questions intended to produce specific demographic data about the NGS mentees within 

each participating school. The demographic data collected on the MPMSA included 

information as follow:  

• gender and age and marital status 

• workplace, level of teaching, teaching experience, and hours per week of teaching 

• highest academic qualification and pre-service certificate  

• number of the mentors which mentees have consulted with, type of mentor 

intervention, and mentor teaching duty.  

Gender and Age Distribution of Mentees 

  Figure 1 showed that the sample contained 45 (48.4%) male and 48 (51.6%) 

female respondents. The result indicated that the study is well balanced between gender 

groups. In addition, most of the respondents were between 24-29 years; however, more 

than 90% of respondents were between 21-42 years old. Moreover, the median age of 

these respondents were 29 years (SD = 7.89), with the youngest being 20 years old and 

the oldest 54.  
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Figure 2 

Age and Gender of Mentees 

Note. n refers to total numbers of the respondents (n = 93). 

Marital Status Distribution of Mentees 

  Figure 2 showed that the sample contained 53 (57%) of the respondents who 

reported they were married at the time of the survey, 38 (41.9%) were single, and 2 

(2.2%) were not preferred their marital status.  

Figure 3 

Marital Status of Mentees 

 
Note. n refers to total numbers of the respondents (n = 93). 
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Workplace of Mentees  

  Figure 3 showed that the respondents' workplaces in their respective schools that 

25 (26.9%) are teaching at school C, 24 (25.8) are teaching at school E, and 23 (24.7%) 

are teaching at school B, respectively. Of the other 21 respondents, 11 (11.8%) are 

teaching at school A, and 10 (10.8%) are teaching at school D. Overall, the result showed 

that 64.5% and 35.5% of respondents are teaching at both lower and upper secondary 

schools and primary schools. 

Figure 4 

New Generation Schools Taught by Mentees  

 

Note. n refers to total numbers of the respondents (n = 93). There are three high schools 

(school A, B and C) and two primary school (school D and E) for this study.  

Levels of Teaching of Mentees  

  Figure 4 showed that 22 (23.7%) of the respondents indicated they are teaching at 

the upper secondary level, 33 (35.5%) at the primary level, 19 (20.4%) at the lower 

secondary, and 19 (20.4%) at both lower and secondary level. The result showed that the 

respondents are teaching at the primary level are high among the four teaching level 

groups. 
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Figure 5 

Level of Teaching of Mentees 

Note. n refers to total numbers of the respondents (n = 93). 

Teaching Experience of Mentees 

  Figure 5 showed that 45 (48.4%) respondents have 1-5 years in teaching, 22 

(23.7%) have 6-10 years in teaching, and 26 (27.9%) have 11-15 or above years in 

teaching. In addition, the median years of teaching of the respondents were 6 years (SD = 

7.78). The result showed that the most respondents are not yet well experienced.  

Figure 6 

Teaching Experience of Mentees 

Note. n refers to total numbers of the respondents (n = 93). 
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Highest Academic Qualification of Mentees 

  Figure 6 showed that the sample indicated their highest academic qualification, 1 

(1.1%) had a secondary diploma, while 22 (23.7%) of the respondents had a high school 

diploma. Regarding graduate qualifications, 64 (68%) of the respondents had a bachelor’s 

degree, and only 6 (6.5%) had a master’s degree. Interestingly, no respondents held a 

doctorate. The result indicated that most respondents are well educated, as more than 74% 

have at least bachelor’s degrees. 

Figure 7 

Highest academic qualification of mentees 

Note. n refers to total numbers of the respondents (n = 93). 

Pre-service Certificate of Mentees 

  Figure 7 showed that the majority of the 87 respondents indicated their pre-service 

certificate in professional teaching education; namely, 39 (41.9%) of respondents held an 

NIE certificate, while 30 (32.3%) held a PTTC certificate and 18 (19.4%) for RTTC 

certificate. 3 (3.2%) of these six respondents held RTTC and NIE certificates, 1 (1.1%) 

for PTTC and NIE certificates, and 1 (1.1%) for NIE certificates and others. The result 

indicated that respondents are qualified, as more than 48% have at least NIE certificates. 
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Figure 8 

Pre-service Certificate of Mentees 

Note. n refers to total numbers of the respondents (n = 93). 

Type of Mentor’s Intervention  

  Figure 8 showed that the results indicated most of 67 (72.1%) respondents who 

indicated their mentor intervention types, namely pre-observation conference, post-

observation conference, and individualized support (23.7%); post-observation conference 

(18.3%); post-observation conference and individualized support (17.2%); and pre-

observation conference and post-observation conference (12.9%). Moreover, 14 

respondents indicated they involved pre-observation conference (5.4%); pre-observation 

conference, pre-observation conference, and others (4.3%); pre-observation conference, 

pre-observation conference, individualized support, and co-teaching (3.2%); pre-

observation conference, individualized support, and co-teaching (3.2%); and 

individualized support (only 2.2%). Overall, the result indicated that most of the 

respondents indicated as more than 46% of the respondents were involved mostly in pre-

observation conferences and post-observation conferences. 
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Figure 9 

Type of Mentor Intervention  

 

Note. n refers to total numbers of the respondents (n = 93). 

Number of the Mentors Which Mentees Have Consulted with   

  Figure 9 showed that 44 (47.3%) respondents have consulted with one mentor, 26 
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with four mentors, 4 (4.3%) have consulted with three mentors, 1 (1.1%) has consulted 
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respondents were highly consulted with one or two mentors, as more than 75% of the 
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Figure 10 

Number of the Mentors Which Mentees Have Consulted with    

 

 

 

 

 

 

 

Note. n refers to total numbers of the respondents (n = 93). 

Mentor Teaching Duty, The Same Subject, and The Same Level 

  Figure 10 showed that 57 (61.3%) of respondents stated their mentors had a class 

to teach, while 36 (38.7%) stated their mentors did not have any class to teach. 

Additionally, the majority of respondents, 60 (64.7%), indicated their mentors did not 

teach the same subject as them, while 24 (25.8%) taught the same subject as them and 9 

(9.7%) missed to report. Lastly, 57 (61.3%) of respondents indicated their mentors had 

not taught at the same level as them, while 27 (29%) for the same level and 9 (9.7%) 

missed reporting. Overall, the result indicated that most respondents reported that their 

mentors had a class for teaching as more than 61%, in which they reported as 29% and 

more than 25% of their mentors teach the same level and the same subject. 
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Figure 11 

Mentor Teaching Duty, The Same Subject, and The Same Level  

 

 

 

 

 

 

 

 

 

 

 

 

Note. n refers to total numbers of the respondents (n = 93). 

4.2 Mentee Perceptions of Mentoring Support Activities Results 

The purpose of this study was to explain mentees’ perceptions of mentoring 

support activities in the New Generation Schools in Cambodia. The two frameworks were 

identified for the study: emotional support and methodological support. The study was a 
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instrument’s five-point Likert scale (i.e., strongly disagree = 1, disagree = 2, uncertain = 
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Within the frame of studying mentee perceptions, two research questions were 

addressed: (1) What are the mentees’ perceptions of their experience of mentoring-related 

activities in terms of emotional supports at five New Generation Schools in Cambodia? 

(2) What are the mentees’ perceptions of their experience of mentoring-related activities 

in terms of methodological supports at five New Generation Schools in Cambodia? 

Results will be presented with descriptive statistics (minimum, maximum, mean and 

standard deviations, see Appendix A) for each of the survey questions. Results from each 

of the research questions indicated the following: 

4.2.1 Mentoring Activities Related to Emotional Support  

Descriptive statistics were calculated on the emotional support using SPSS 

software. Mentee perceptions (n = 93) reported their mentors’ the Mentoring Activities 

related to Emotional Support (MAES) on the MPMSA instrument. The mean variable 

score range was 3.80 to 4.23; the SD range was .53 to .83 (see Table 4). The five-point 

Likert scale is considered an interval scale. The mean is very significant. From 1 to 1.8, it 

means strongly disagree. From 1.81 to 2.60, it means disagree. From 2.61 to 3.40, it 

means neutral; from 3.41 to 4.20, it means agree; from 4.21 to 5, it means strongly agree.  

The data presented in Table 4 showed there were three of the items in the 

Mentoring Activities related to Emotional Support (MAES) indicated high levels of 

agreement when questioned about the mentors were friendly to the mentees in the 

mentoring environment (M = 4.24, SD = .65), the mentors often showed the mentees 

positive intent in providing feedback (M = 4.15, SD = .51), and the mentors seemed 

comfortable in taking with the mentees about teaching (M = 4.13, SD = .54). Lower levels 

of the agreement occurred among two survey items: the mentors prevented the mentees 
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from feeling isolated and alienation at work (M = 3.80, SD = .83) and the mentors cared 

the mentees how they felt (M = 3.87, SD = .65). 

In conclusion, the descriptive statistics for Mentoring Activities related to 

Emotional Support (MAES) revealed an overall mean score of 4.07 (SD = .62). This 

showed a positive perception of MAES amongst the mentees as in an agreement that the 

mentees' opinions showed their mentors provided emotional support as often. 

Table 4 

Mentoring Activities Related to Emotional Support  

Variables Min Max M SD 

My mentor… 

1) was friendly to me. 

 

3 

 

5 

 

4.24* 

 

.65 

2) cared how I feel. 3 5 3.87 .65 

3) made me feel personally connected with him/her in sharing  

    personal experience. 

3 5 4.03 .56 

4) prevented me from feeling isolated and alienation at work. 1 5 3.80 .83 

5) made me feel more confident as a teacher. 3 5 4.03 .58 

6) was easy to approach when I needed help. 3 5 4.02 .55 

7) seemed comfortable in taking with me about teaching. 3 5 4.13* .54 

8) listened to me attentively on teaching matters. 3 5 4.09 .58 

9) showed me positive intent in providing feedback.  3 5 4.15* .53 

10) made me feel no doubts about his level of competence. 3 5 4.03 .58 

11) indicated specially what I did well to make me aware of  

      my strengths and capabilities. 

3 5 4.00 .53 

12) assisted me to reflect on improving my teaching practices. 3 5 4.01 .54 

Note. 5 = strongly agree, 4 = agree, 3 = neutral, 2 = disagree, 1 = strongly disagree  
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4.2.2 Mentoring Activities Related to Methodological Support 

Descriptive statistics were calculated on the methodological support using SPSS 

software. Mean scale scores on mentee perceptions (n = 93) of the Mentoring Activities 

related Methodological Support (MAMS) on the MPMSA instrument. The mean variable 

score range was 1.95 to 2.15; the SD range was .43 to .70 (see Table 5). The five-point 

Likert scale is considered an interval scale. The mean is very significant. From 1 to 1.8, it 

means never. From 1.81 to 2.60, it means 1-3 times per month. From 2.61 to 3.40, it 

means 4-6 times per month; from 3.41 to 4.20, it means 7-9 times per month; from 4.21 to 

5, it means over ten times per month.  

The data presented in Table 5 showed there were three of the items in the 

Mentoring Activities related to Methodological Support (MAMS) indicated high levels of 

frequency when questioned about the mentor assisted mentees in implementing teaching 

strategies (M = 2.15, SD = .57), the mentor provided mentees oral feedback on their 

teaching (M = 2.11, SD = .43), and the mentor discussed the evaluation of mentees’ 

teaching (M = 2.10, SD = .53). Lower levels of the frequency occurred among three 

survey items: the mentors guided the mentees with lesson preparation (M = 1.96, SD = 

.72), the mentors reviewed the mentees’ lesson plans before teaching (M = 1.96, SD = 

.62), and the mentors gave the mentees clear guidance for planning to teach (M = 1.97, 

SD = .67). 

In conclusion, the descriptive statistics for Mentoring Activities related to 

Methodological Support (MAMS) revealed an overall mean score of 2.04 (SD = .48). 

This showed a significant perception of MAMS amongst the mentees as in the frequency 

that their mentors provided methodological support between 1-3 times per month.  It is 

assumed that the mentees did not seem to be overly often received the methodological 

support provided by their mentors. 
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Table 5 

Mentoring Activities Related to Methodological Support  

Variables Min Max M SD 

My mentor… 

1) guided me with lesson preparation. 

 

1 

 

5 

 

1.96 

 

.72 

2) assisted me in implementing teaching strategies. 1 5 2.15* .57 

3) guided me with classroom management strategies. 1 5 2.06 .57 

4) showed me how to assess students’ learning. 1 5 2.08 .57 

5) discussed with me the content knowledge I needed for     

    teaching. 

1 5 1.94 .66 

6) gave me clear guidance for planning to teach. 1 5 1.97 .67 

7) provided strategies for me to solve my teaching problems. 1 5 2.06 .55 

8) discussed the evaluation of my teaching. 1 5 2.10* .53 

9) reviewed my lesson plans before teaching. 1 5 1.96 .62 

10) observed me teach before providing feedback. 1 5 2.08 .42 

11) provided oral feedback on my teaching. 

12) provided me with written feedback on my teaching. 

2 

1 

5 

5 

2.11* 

2.02 

.43 

.53 

Note. 5 = over ten times per month, 4 = 7-9 times per month, 3 = 4-6 times per month, 2 = 

1-3 times per month, 1 = never  
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4.3 Chapter Summary  

This quantitative study aimed to explain the degree of agreement that mentees 

perceived mentoring activities related to emotional support and the degree of frequency 

with that they perceived mentoring activities related to methodological support in the 

field. The findings indicated a positive perception of mentoring activities related to 

emotional support among the mentees, who agreed with their mentors providing 

emotional support in mentoring. Moreover, the findings showed a perception of 

mentoring activities related to methodological support among the mentees, indicating the 

mentor provided mentoring activities related to methodological support to the mentee 

between one to three times per month. Finally, the next chapter highlights the study 

discussion. 
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CHAPTER 5: DISCUSSION 

The purpose of the study was to explain the impact of mentoring activities related 

to emotional and methodological support. The study data were obtained using an online 

survey distributed to all mentees in five New Generation Schools in Cambodia. After 

responses were obtained, data was downloaded, sorted, and analyzed. The results of each 

of these findings will be discussed in detail in this chapter.  

5.1 Mentees’ Perceptions of Emotional Support 

The first research objective was to explain the specific mentoring activities related 

to emotional support. In the present study, twelve constructs were used in the mentee 

survey to evaluate the mentoring activities related to emotional support: friendly, caring, 

connecting, competent, confident, approachable, comfortable, attentively listening, 

positive intent, indicating growth, and reflective. Mentee perception data were analyzed 

by using a 5-point Likert scale. The research objective analyzed the data from mentees’ 

perceptions and revealed an overall mean value of 4.07 (SD = .62).  

Quantitative data analysis from the present study generated the twelve constructs 

of emotional support. There were high scores for all twelve constructs, in which the mean 

value range was 3.80 to 4.23 and the standard deviation (SD) range was .53 to .83. The 

results were significant and indicated that mentees who received mentoring services 

responded with their positive perceptions of mentoring activities related to emotional 

support. The results of the present study were consistent with previous research findings 

that mentees often received emotional support (Judy, 2004). This confirms the research of 

Odell and Ferraro (1992), who reported that mentees most valued the emotional support 

they received from a mentor during their first year of teaching. Interestingly, Van Ginkel 

et al. (2015) simplified that those emotional support activities may function to enhance 

mentees’ sense of continuity and growth in learning to teach. Moreover, Hadia & 
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Rudiyanto (2017) mentioned that those activities might make mentoring interactions safer 

for the mentees by establishing a specific place and time to discuss more emotionally 

laden matters while simultaneously protecting mentors from being overtaxed in providing 

emotional support. Significantly, mentees can find teaching jobs enjoyable when they are 

accessible to support, guidance, and assistance in dealing with their teaching difficulties. 

Furthermore, the mentees who gain a positive environment will likely find the 

highway to develop their skills and knowledge, gain expertise, raise their confidence, and 

enhance personality development and professional growth (Hadia & Rudiyanto, 2017). 

This is consistent with Shapiro (2020) claiming that psychosocial or expressive, or 

relational mentoring appears necessary for virtually everyone, as the person develops a 

sense of self and builds his/her identity and self-confidence. As mentoring is about human 

relations (Hadia & Rudiyanto, 2017), emotional support in the form of professional 

development is important. Mentors should exemplify the following characteristics: 

altruistic, honest/trustworthy, active listeners, experience in mentoring, accessibility, and 

ability to identify the mentee’s strengths and weaknesses (Straus et al., 2013).    

However, the findings contrasted with the previous findings that focused on 

feelings may lead mentors to create a community of compassion rather than an inquiry 

with mentees (Young et al., 2005). There is no indication in the present study that 

provides such emotional support because the study is descriptive.  The findings in the 

present study indicated that the mentors were friendly (M = 4.24, SD = .65) and had a 

positive intent in providing feedback to their mentees (M = 4.15, SD = .53), were the two 

high mean scores of the items in emotional support (see Table 4). The findings showed 

the mentors who prevented their mentees’ feelings isolated and alienation at work (M = 

3.80, SD = .83) was the lower mean score.  
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It is not assumed that the immediate reaction in education is to support teachers by 

providing guidance through mentoring programs. Caring for how mentees feel and 

preventing mentees from feelings isolated at work are significant indicators that 

mentoring activities are necessary that perhaps meeting the needs of mentees in emotional 

support better than friendly behavior to mentees. Therefore, mentors were the focus of 

this finding to see how they perceive their function as support for mentees because 

mentees are vulnerable to pressures of inadequacy and feelings of isolation. Mentees who 

meet the emotional support of a highly effective mentor come to possess the attributes for 

teaching success; thus, it is imperative that mentors offer mentoring services to ensure the 

continued success of these mentees.  

5.2. Mentees’ Perceptions of Methodological Support 

The second research objective was to focus on the specific mentoring activities 

related to methodological support. Twelve constructs were used in the mentee survey to 

evaluate the mentoring activities related to methodological supports: lesson preparation, 

teaching strategies, classroom management strategies, assessing students’ learning, 

content knowledge, teaching planning, teaching problem solving, teaching evaluation, 

lesson plan review, teaching observation, oral feedback, and written feedback. Mentee 

perception data were analyzed for 93 mentees using a 5-point scale.  

The results revealed an overall mean value of 2.04 (SD = .48) and indicated that 

the provision of methodological support by the mentor occurred around 1-3 times per 

month. This is consistent with the Teacher Support Framework (TSF), which suggests 

that the mentor be a part of their continuous professional development that should 

observe or conference with experienced teachers at a rate of about once a month and with 

new teachers around once a week (KAPE, 2020b). Interestingly, the TSF suggested 

mentors should schedule at least two one-on-one conferences with teachers throughout 
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the academic year if they arrange to join the classroom observation and provide teacher 

feedback for professional development.   

As mentoring stresses practice more than theory (NGPRC, 2021). Based on the 

work of Weisling & Gardiner (2018), the authors identified that the mentor must also be 

capable of providing certain kinds of methodological support, such as helping mentees 

review lesson plans, assisting students’ learning, and identifying and analyzing critical 

problems of practice. Additionally, the effective mentor needs to be proficient in 

providing meaningful and frequent feedback to the mentees and promoting self-reflection 

(Hall et al., 2017) because the mentor helps to provide mentees with opportunities to 

‘reflect’ on their teaching (KAPE, 2020b). This leads mentees directly engage in their 

assessments of teaching improvement.  

Quantitative analysis of the data from the present study generated the twelve 

constructs of the mentoring activities related to methodological support. There were 

extremely low scores for all twelve constructs, in which the mean value range was 1.96 to 

2.15 and the standard deviation (SD) range was .42 to .72. The findings from the present 

study promoted the researcher to look for mentee perceptions of the methodological 

support activities. While the results in the present study provided information about 

methodological support, the study did not get the same kinds of results as the first 

research objective (Mentoring Activities related to Emotional Support). The results 

inferred that the mentees did not overwhelmingly support or not support the items in each 

of the constructs. The mentee’s perceptions may assist the mentor in practicing the 

mentoring activities related to methodological support more than this or beyond. Further 

investigation of this theme could include more questions in an effort to dig deeper into 

understanding how often the methodological support the mentors should provide to the 

mentees. 
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It was clear that methodological support was more academic. An interesting trend 

from data on methodological support was how often the mentor provided the 

methodological support. It would be taken into consideration and studied for its 

frequency.  It would be difficult because some factors such as the workload of mentors, 

the ambivalent attitudes of educators, bureaucratic drift, modifying course content in line 

with teachers’ perceived needs, intensive for mentors, ongoing support for mentors, and 

so on (Väänänen et al., 2021). Moreover, the school-based mentoring system piloted in 

Cambodia is scarce, and there is evidence to suggest that school-based mentoring 

activities impact mentoring endeavors in various ways and can have positive and negative 

effects.  

5.2 Chapter Summary 

In summary, in this chapter, it is evident that mentoring is an effective means of 

supporting teachers not only through continuous professional development but also 

through emotions at their sites. It is also clear that although it is primarily the mentees 

working in the New Generation Schools, there is also scope for other mentees in school-

based mentoring such as the resource schools. Finally, this research has revealed 

particular insight into the topic. Thus, the following chapter provides the conclusions to 

the study, the limitations of the study, recommendations for practice, and 

recommendations for further research.   
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CHAPTER 6: CONCLUSION, LIMITATIONS, AND 

RECOMMENDATIONS 

This chapter consists of the conclusion of the study, the limitations of the study, 

the recommendations for practice, and the recommendations for further research.   

6.1 Conclusion 

The study aimed to explain the mentees’ perceptions of mentoring activities 

regarding emotional and methodological support. The research was conducted in five 

New Generation Schools in Cambodia. There were 93 NGS teachers as the subject of this 

study. The data were gathered by questionnaire. The descriptive method was used to 

analyze the problems. In the current research, some theories were contributed to covering 

the topic of the impact of mentoring activities supporting mentees. It was based on two 

indicators: Mentoring Activities of Emotional Support (MAES) and Mentoring Activities 

of Methodological Support (MAMS). The results indicated that a positive perception of 

MAES revealed an overall mean score of 4.07 (SD = .62). Significantly, MAES1 had the 

highest mean value (M = 4.24, SD = .65), indicating the mentor was friendly to the 

mentee in the mentoring environment. In contrast, MAMS revealed an overall mean score 

of 2.04 (SD = .48), indicating 1-3 times per month as the mentor provided MAMS to the 

mentee. Interestingly, MAMS2 had the highest mean value (M = 2.15, SD = .57), 

indicating that the mentor assisted the mentee in implementing teaching strategies. The 

data from this study may indicate issues to be resolved within the specific mentoring 

support activities if the words of the mentees are taken seriously. The findings indicated 

the mentees did not seem to be overly often about the methodological support provided 

by their mentors, but were more inclined to show strong opinions about the emotional 

support in the mentoring service.  
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6.2 Limitations of the Study 

As with any research, the present study faced several limitations in relations to the 

instrument, sample, self-administrated data, and researcher. One clear limitation was the 

instrument of the study that it focused on only two components of mentoring support 

activities related to emotional support and methodological and its results therefore could 

not be generalized to other critical mentoring support activities for the mentor. 

The second limitation of this study was associated with the use of purposive 

sampling procedures and sample size. All participants who are mentees received 

mentoring services in five New Generation Schools. They were selected for the survey to 

gain their perceptions of mentoring activities related to emotional and methodological 

support. Therefore, the study was limited by the small sample size which may have 

affected the results. The small sample of participants may also contribute to the lack of 

power in finding significant differences. The sample size was good for this quantitative 

research, even though it was only a tiny fraction of all NGS mentees in Cambodia. 

The third limitation was that the type of self-administrated data gathered in the 

survey is potentially subject to bias, which should be noted as limitations: (a) mentees 

may be unable to respond accurately due to poor self-motivation and time; (b) when 

asked about their experience in a particular setting, mentees recalled events that had 

occurred at one time as if they occurred at another time; and (c) mentees may provide 

responses that make their mentor look better (For example, they may tend to portray 

him/her as a good mentor in the organization). Being aware of such limitations and bias in 

self-administrated data, using the consent form to mentees alongside the survey link was 

helpful to a certain extent. Moreover, the analytic process involving mentee profiles also 

mitigates these biases and limitations.     
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The last limitation was that only one researcher conducted the study. Therefore, it 

may be subject to personal bias, affecting the study's credibility, which was unavoidable, 

as the study was a self-funded research project in partial fulfillment of the requirement for 

a master's degree of education in mentoring, which was subject to limited resources, 

especially financial support and human resources such as research assistants. However, 

the study was discussed frequently with the supervisor and the leading instructor in the 

research stream. In conclusion, the extension of this study to other contexts or settings 

should consider all the possible limitations highlighted above.     

6.3 Recommendations for Practice 

Taking into account the discussions and analysis regarding the specific mentoring 

activities, as determined in both primary and secondary studies, has led to the following 

recommendations. These can apply to practitioners and organizations hoping to enhance 

the mentoring support activities in Cambodia to support teachers and increase students’ 

achievement directly. In addition, some suggestions can be made for improving practice: 

mentor, New Generation School (NGS), New Generation Pedagogical Research Center 

(NGPRC), Non-New Generation School (Non-NGS), Private Schools, and national 

policy. 

Mentor. The research findings contribute to mentors who want to become 

mentoring professionals in Cambodia. Actively engaging mentors who apply the 

mentoring activities outlined will serve to ensure highly effective support for the 

development of mentees. In addition, the two factors can serve as a standard for mentors 

to measure their practice. Moreover, if the mentors wish to grow professionally, these 

research findings may help them to achieve it.   
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New Generation Pedagogical Research Center (NGPRC). This study provides 

a framework for mentoring and may be used as a benchmark for mentoring practices of 

those working with teachers (mentees). In addition, these research findings can inform 

program developers and NGPRC, the mentors' training center, about ways to improve 

their services for mentors.  

New Generation Schools (NGS). Mentoring program is needed for teachers. 

NGS must ensure that teachers are provided the tools to survive through a solid mentoring 

program that allows emotional needs to be met. NGS school managers must ensure that 

teachers are not isolated as they embark on this noble profession. Additionally, school 

managers could remember to include guidance in their instructional performance without 

being overwhelming. This can take shape through structures such as observations, peer 

observations, and more.  

Non-NGS and private schools. School systems and their principals need to 

validate and understand the needs of teachers and be prepared to support those needs. 

School principals need to realize that support can draw teachers to a knowing that they 

will receive what is needed to become to a successful educator. This care will help 

teacher find their teaching job enjoyable in the profession. However, as this study 

showed, the support has to be what teachers perceive as most important.  

National policy. Mentoring in Cambodia and other similar contexts could develop 

a policy that encourages and supports mentors who could grow professionally in 

mentoring support activities that could be more supportive and sustainable by any 

individual mentor.  
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6.4 Recommendations for Further Research  

Findings from this study represent a step towards identifying promising practices 

for mentors. It would be more helpful if additional studies could spring from this study to 

further the investigation into mentees’ perceptions of mentoring support activities.   

First, the results could be deemed one-sided since only self-reported perceptions 

of mentees were used to define the practice of the mentors who served in the mentoring 

support activities. Mentees may bring a biased impression of the mentors. Further studies 

should include the mentors’ assessment of their practice. Compared with mentees’ 

perceptions of their mentoring experience, the mentors’ perception will permit the 

researcher to dig deeper into the mentoring practice. It will allow for further analysis of 

what happens between the mentors and mentees. 

Second, all New Generation Schools could be surveyed to get a more accurate 

view of mentees' perceptions throughout Cambodia. This survey was limited to five 

specific New Generation Schools in Cambodia; it would be interesting to sample mentees 

from larger populations to get a more accurate picture of mentee thinking. Moreover, 

further research should include qualitative data to better understand the meaning behind 

participants' responses.    

Finally, it would be interesting to examine mentee groups from NGS and resource 

schools to determine if there are different perceptions of mentoring support activities 

across school environments. For example, do mentee expectations about emotional and 

methodological support differentiate from one type of institution to another? Moreover, it 

is essential to individually examine an alternative survey instrument in the study to 

improve mentoring services and practices of mentors  
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APPENDIX A: QUESTIONNAIRE IN ENGLISH 
 

RESEARCH 

MENTEES’ PERCEPTIONS ON THE IMPACT OF MENTORING SUPPORT 

ACTIVITIES AT THE NEW GENERATION SCHOOLS IN CAMBODIA 

Dear Participant, 

My name is Sambath Theareak. I am studying at the New Generation Pedagogical 

Research Center of the National Institute of Education. I am currently conducting 

research entitled: "Mentees’ Perceptions on the Impact of Mentoring Support Activities 

at five New Generation Schools in Cambodia" which is a mini-thesis of the fulfillment 

of my master’s degree. 

The survey questionnaire is designed to get the opinions about perceptions of mentees on 

the mentoring support activities regarding emotional support and methodological support 

as provided by the mentor to mentee”. Your answers are very important. Please answer all 

questions truthfully because only true and completed answers will be allowed to take full 

advantage of this research. Please read each question carefully and tick the answer which 

best indicates your feelings on each question. Your answer will be kept confidential, and 

it will be used for research purposes only.  

The following statements are concerned with your experiences with your mentor during 

your field experience (teaching support). Please indicate the degree to which you agree or 

disagree with each statement below by marking () only one response to the right of 

each statement. 

Thank you for participating in this potentially beneficial study. In completing this survey, 

you must be a mentee at the New Generation School (NGS mentee). If you have any 

concerns, please contact the researcher via 097 22 61 355/sambath0203@gmail.com.  

Please mark () "YES" below to participate in this study. If not, please mark () "NO" 

and return this survey to the person administering it. 

 Yes, I agree to participate.    No 
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SURVEY QUESTIONNAIRE 

Section I: Demographic Information 

1.1 What is your gender?          

 a.  male     b.  female              c.  other______________            

1.2 What is your marital status? 

 a.  single     b.  married              c.  other_____________ 

1.3 How old are you now? _____________years old. 

1.4 What is the name of the new generation school you are teaching in?  

  Preah Sisowath High School  Preah Reach Akamohesey Primary School      

  Prek Leap High School                        Hun Sen Kempong Cham Primary School   

  Hun Sen Peam Chikong High School  

1.5 At what level do you teach? 

 a.  primary               c.  upper secondary                         

 b.  secondary            d.  both lower and upper secondary 

1.6 How long have you been teaching? ________________years 

1.7 What grade have you taught in? (Can select more than one choice) 

  grade 1                grade 2                 grade 3             grade 4              grade 5 

  grade 6               grade 7                   grade 8              grade 9            grade 10   

  grade 11             grade 12               

1.8 How many hours do you teach per week? ________________hours per week. 
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1.9 What is your highest academic qualification? 

 a.  High school diploma                    d.  Doctoral degree 

 b.  Bachelor’s degree                          e.  Other _____________ 

 c.  Master’s degree           

1.10 What is your pre-service certificate? 

 a.  PTTC                       c.  NIE                      

 b.  RTTC                      d.  Other __________           

1.11 How many mentors have been involved in your field experiences?  

____________mentors 

1.12 What is the kind of interventions of the mentors? (Can select more than one choice) 

 a.  pre-observation conference    

 b.  post-observation conference   

 c.  individualized support 

 d.  co-teaching 

 e.  other_____________ 

1.13 Do your mentor(s) have a class for teaching?       YES      NO     

       1.13.1 If YES, does your mentor teach the same subject as you?    YES     NO 

       1.13.2 If YES, does your mentor teach at the same level as you?    YES     NO 
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Section II: Mentoring Activities Related to Emotional Support 

The following statements are a list of mentoring activities related to the emotional support 

that your mentor provides to you as a mentee during your field experience. Please 

indicate the degree to which you agree or disagree with each statement below by 

marking () only one response to the right of each statement. 

               1                         2                            3                             4                         5 

 Strongly Disagree         Disagree                  Uncertain                    Agree              Strongly Agree 

Items Degree of Agreement 

During my field experience, my mentor… 

2.1 was friendly to me. 1   2    3    4    5 

2.2 cared how I feel 1   2    3    4    5 

2.3 made me feel personally connected with him/her in 

sharing personal experiences.  

1   2    3    4    5 

2.4 prevented me from feeling isolated and alienation at 

work. 

1   2    3    4    5 

2.5 made me feel more confident as a teacher. 1   2    3    4    5 

2.6 was easy to approach when I needed help. 1   2    3    4    5 

2.7 seemed comfortable in talking with me about 

teaching. 

1   2    3    4    5 

2.8 listened to me attentively on teaching matters. 1   2    3    4    5 

2.9 showed me positive intent in providing feedback. 1   2    3    4    5 

2.10 made me feel no doubts about his level of 

competence. 

1   2    3    4    5 
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2.11 indicated specifically what I did well to make me 

aware of my strengths and capabilities. 

1   2    3    4    5 

2.12 assisted me to reflect in improving my teaching 

practices. 

1   2    3    4    5 

 

Section III: Mentoring Activities Related to Methodological Support 

The following statements are a list of mentoring activities related to methodological 

support that your mentor provides to you as a mentee during your field experience. Please 

indicate the degree to which you agree or disagree with each statement below by 

marking () only one response to the right of each statement. 

          1                        2                           3                             4                        5 

         Never           1-3 times per month       4-6 times per month    7-9 times per month   Over 10 times per month 

Items Degree of Frequency 

During my field experience, my mentor… 

3.1 guided me with lesson preparation. 1   2    3    4    5 

3.2 assisted me towards implementing teaching strategies. 1   2    3    4    5 

3.3 guided me with classroom management strategies. 1   2    3    4    5 

3.4 showed me how to assess students’ learning.  1   2    3    4    5 

3.5 discussed with me the content knowledge I needed for 

teaching. 

1   2    3    4    5 

3.6 gave me clear guidance for planning to teach. 1   2    3    4    5 

3.7 provided strategies for me to solve my teaching 

problems. 

1   2    3    4    5 
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3.8 discussed evaluation of my teaching. 1   2    3    4    5 

3.9 reviewed my lesson plans before teaching. 1   2    3    4    5 

3.10 observed me teacher before providing feedback.  1   2    3    4    5 

3.11 provided oral feedback on my teaching. 1   2    3    4    5 

3.12 provided me with written feedback on my teaching. 1   2    3    4    5 

 

Thank you for your cooperation! 
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APPENDIX B: QUESTIONNAIRE IN KHMER 
 

ការយលឃ់ ើញរបសគ់្រទូទលួគ្បឹក្សាររឃុកាសលយឃៅឃលើសក្សម្មភាពគ្បឹក្សា
ររឃុកាសលយឃៅសាលាឃរៀនជាំនានថ់្មីក្សនងុគ្បឃទសក្សម្ពុជា 

ជ្ទ្មារសួរកលាកទ្គូ-អនកទ្គូ!  

ខ្ុាំបារក ម្ ោះ សម្បត្តិ ធារៈ ជាគរនិុសសតិ្ថាន ក់ររញិ្ញា រទ្ត្ជាន់ខពស់ ឯកករសទ្រឹកា
គរកុោសល្យកៅម្ជ្ឈម្ណឌ ល្ស្រសាវទ្ជាវគរកុោសល្យជ្ាំនាន់ថ្មីននវរិាសាា នជាតិ្អរ់រ ាំ។ ខ្ុាំបារ
កាំពុរក្វើោរសិកាស្រសាវទ្ជាវកល្ើទ្រធានររ “ការយលឃ់ ើញរបសគ់្រទូទលួគ្បកឹ្សា
ររឃុកាសលយឃៅឃលើសក្សម្មភាពគ្បឹក្សាររឃុកាសលយឃៅសាលាឃរៀនជាំនាន់ថ្មីចាំនួនគ្រ ាំ
ក្សនងុគ្បឃទសក្សម្ពុជា” ដែល្ជាសារណារញ្ច រ់ថាន ក់ររញិ្ញា រទ្ត្ជាន់ខពស់ររស់ខ្ុាំបារ។ 

កទ្ម្រសាំណួរស្រសាវទ្ជាវខារកទ្ោម្ទ្ត្ូវបានករៀរចាំកែើរកែើម្បរីរួល្បានម្តិ្អាំពីោរ
យល់្ក ើញររស់កលាកទ្គ-ូអនកទ្គូដែល្ជាទ្គរូរួល្ទ្រឹកាគរកុោសល្យ (Mentee) កៅកល្ើ
សកម្មភាពទ្រឹកាគរកុោសល្យទក់ររនឹរោរគាំទ្រកល្ើដផនកសាម រតី្ និររកចចកករសរកទ្រៀនតាម្
រយៈោរឆ្រ្ោត់្ររពិកសា្ន៍កនរ្ម្កកៅសាលាករៀនជ្ាំនាន់ថ្មី។  

ចកម្្ើយររស់កលាកទ្គ-ូអនកទ្គូមានសារៈសាំខាន់ណាស់សទ្មារ់ោរស្រសាវទ្ជាវកនោះ។ សូម្
កឆ្្ើយសាំណួរទាំរអស់កោយោរពិត្ ពីកទ្ពាោះមានដត្ចកម្្ើយពិត្និរកពញកល្ញរ ុកណាណ ោះ ដែល្
អនកស្រសាវទ្ជាវ អាចទញយកអត្ាទ្រកោជ្ន៍កពញកល្ញពីោរស្រសាវទ្ជាវកនោះ។ សូម្អានសាំណួរ
នីមួ្យៗកោយទ្រុរទ្រយ័ត្ន ក ើយគូស()ចកម្្ើយដែល្ល្អរាំផុត្ចាំកពាោះសាំណួរនីមួ្យៗ។ ចកម្្ើយ
ររស់កលាកទ្គូ អនកទ្គនឹូរទ្ត្ូវបានរការុកជាសមាា ត់្ ក ើយវានឹរទ្ត្ូវបានកទ្រើសទ្មារ់កគល្
រាំណរស្រសាវទ្ជាវដត្រ ុកណាណ ោះ។  

 សូម្អរគុណកលាកទ្គ-ូអនកទ្គចូាំកពាោះោរចូល្រមួ្កនុរោរសិកាស្រសាវទ្ជាវែ៏មានសារៈ
សាំខាន់មួ្យកនោះ។ សូម្កលាកទ្គូ អនកទ្គគូូសសញ្ញា  () "បារ/ចស ខ្ុាំយល់្ទ្ពម្ចូល្រមួ្" ខារ
កទ្ោម្ កែើម្បចូីល្រមួ្កនុរោរសិកាស្រសាវទ្ជាវកនោះ។ ទ្រសិនករើកលាកទ្គូ អនកទ្គូមិ្នយល់្ទ្ពម្ចូល្
រមួ្ករ សូម្គូសសញ្ញា  () "ករ ខ្ុាំមិ្នយល់្ទ្ពម្" ក ើយទ្រគល់្កទ្ម្រសាំណួរកៅអនកស្រសាវទ្ជាវឬ
អនកទ្គរ់ទ្គរ។ 

 បារ/ចស ខ្ុាំយល់្ទ្ពម្ចូល្រមួ្           ករ ខ្ុាំមិ្នយល់្ទ្ពម្ 
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ក្សគ្ម្ងសាំណួរគ្សាវគ្ជាវ 

ផ្ននក្សទី ១: ព័ត្៌មានគ្បជាសាស្រសដ 

១.១ កភរ        

 ក. ទ្រុស                ខ. ស្រសី                  គ. កផសរៗ ____________      

១.២ កត្ើកលាកទ្គ-ូអនកទ្គមូានអាយុរ ុនាម នឆ្ន ាំ? _____________ឆ្ន ាំ 

១.៣ កត្ើកលាកទ្គ-ូអនកទ្គសូាិត្កៅកនុរសាា នភាពអវី? 

 ក. កៅលី្វ              ខ. មានទ្គួសារ            គ. កផសរៗ ____________                                          

១.៤ កត្ើកលាកទ្គូ-អនកទ្គូរកទ្រៀនកៅសាលាករៀនជ្ាំនាន់ថ្មីអវី? 

 ក. វរិាល័្យទ្ពោះសីុសុវត្ាិ     . រឋម្សិកា   ុន ដសន អនុវត្ត កាំពរ់ចម្                    

 ខ. វរិាល័្យដទ្ពកកល្ៀរ រ. រឋម្សិកាទ្ពោះរាជ្អគាម្ក សី 

 គ. វរិាល័្យ   ុន ដសន ពាម្ជី្ករ                                                   

១.៥ កត្ើកលាកទ្គូ-អនកទ្គូរកទ្រៀនកៅកទ្មិ្ត្អវី? 

 ក. កទ្មិ្ត្រឋម្សិកា          ខ. កទ្មិ្ត្អនុវរិាល័្យ                       

 គ. កទ្មិ្ត្វរិាល័្យ             . ទាំរកទ្មិ្ត្អនុវរិាល័្យ និរវរិាល័្យ     

១.៦ កត្ើកលាកទ្គូ-អនកទ្គូរកទ្រៀនសិសសកទ្មិ្ត្ថាន ក់រីរ ុនាម ន? (ចកម្្ើយអាចកល្ើសពីមួ្យ)  

 ក. ថាន ក់រី ១                 ខ. ថាន ក់រី ២              គ. ថាន ក់រី ៣                . ថាន ក់រី ៤ 

 រ. ថាន ក់រី ៥                 ច.  ថាន ក់រី ៦             ឆ្. ថាន ក់រី ៧               ជ្.  ថាន ក់រី ៨                  

   ឈ. ថាន ក់រី ៩              ញ. ថាន ក់រី ១០           ែ. ថាន ក់រី ១១             ឋ. ថាន ក់រី ១២                

១.៧ កត្ើកលាកទ្គ-ូអនកទ្គមូានររពិកសា្ន៏រកទ្រៀនរយៈកពល្រ ុនាម នឆ្ន ាំ?  _____________ ឆ្ន ាំ 

១.៨ កត្ើកលាកទ្គូ-អនកទ្គូរកទ្រៀនរ ុនាម នកមា រកនុរមួ្យសបាដ  ៍? _______កមា រកនុរមួ្យសបាដ  ៍ 
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១.៩ កត្ើកលាកទ្គូ-អនកទ្គូមានកទ្មិ្ត្សញ្ញា រទ្ត្ចុរកទ្ោយកទ្មិ្ត្អវី? 

 ក. សញ្ញា រទ្ត្រឋម្ភូមិ្  . សញ្ញា រទ្ត្ររញិ្ញា រទ្ត្ជាន់ខពស់                       

 ខ. សញ្ញា រទ្ត្ម្្យម្សិការុតិ្ភូមិ្ រ. សញ្ញា រទ្ត្រណឌិ ត្                      

 គ. សញ្ញា រទ្ត្ររញិ្ញា រទ្ត្                        ច. កផសរៗ_____________ 

១.១០ កត្ើកលាកទ្គូ-អនកទ្គមូានគុណវឌិុ្ឍរណដុ ោះរណាដ ល្វជិាជ ជី្វៈកទ្មិ្ត្អវី? (ចកម្្ើយអាចកល្ើសពី
មួ្យ) 

 ក. សញ្ញា រទ្ត្ទ្គូរកទ្រៀនកទ្មិ្ត្រឋម្សិកា       គ. សញ្ញា រទ្ត្ទ្គរូកទ្រៀនកទ្មិ្ត្ឧត្តម្                      

 ខ. សញ្ញា រទ្ត្ទ្គូរកទ្រៀនកទ្មិ្ត្មូ្ល្ោា ន            . កផសរៗ _____________ 

១.១១ តាម្រយៈររពិកសា្ន៍កនរ្ម្ក កត្ើកលាកទ្គូ-អនកទ្គរូរួល្កសវាទ្រឹកាពីទ្គូទ្រឹកា
គរកុោសល្យរ ុនាម ននាក់? _____________នាក់ 

១.១២ កត្ើទ្គូទ្រឹកាគរកុោសល្យររស់កលាកទ្គ-ូអនកទ្គូផដល់្ោរអនដរាគម្ន៍អវីខ្ោះកនរ្ម្ក? 
(ចកម្្ើយអាចកល្ើសពីមួ្យ) 

 ក.  ជួ្រពិភាកា និរគាំទ្រមុ្នោរសករេត្ថាន ក់ករៀន (pre-observation conference)                      

 ខ.  ជួ្រពិភាកា និរគាំទ្រកទ្ោយោរសករេត្ថាន ក់ករៀន (post-observation conference)             

 គ.  គាំទ្រកឆ្្ើយត្រតាម្ត្ទ្ម្ូវោរ (individualized support) 

  .  ស ោររកទ្រៀនរមួ្គន  (co-teaching)    

 រ.  កផសរៗ_____________          

១.១៣ កត្ើទ្គទូ្រឹកាគរកុោសល្យររស់កលាកទ្គូ-អនកទ្គូមានថាន ក់រកទ្រៀនដែរឬករ?    

     ក. បារ/ចស គត់្មានថាន ក់រកទ្រៀន ខ. ករ មិ្នមាន 

១.១៣.១ ទ្រសិនករើ គត់្មានថាន ក់រកទ្រៀន កត្ើគត់្រកទ្រៀនមុ្ខវជិាជ ែូចកលាកទ្គូ-អនកទ្គដូែរ
ឬករ?        ក. បារ/ចស          ខ. ករ 

១.១៣.២ ទ្រសិនករើ គត់្មានថាន ក់រកទ្រៀន កត្ើគត់្រកទ្រៀនកទ្មិ្ត្ថាន ក់ ែូចកលាកទ្គូ-អនកទ្គដូែរ
ឬករ?        ក. បារ/ចស          ខ. ករ 
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ផ្ននក្សទី ២: សក្សម្មភាពគ្បឹក្សាររឃុកាសលយទាក្សទ់ងនងឹការគាំគ្ទឃលើផ្ននក្សសាម រត្ ី

ទ្រកោគខារកទ្ោម្កនោះ ជាសកម្មភាពទ្រឹកាគរកុោសល្យទក់ររនឹរោរគាំទ្រកល្ើដផនកសាម រតី្
ដែល្ទ្គូ ទ្រឹកាគរកុោសល្យ (Mentor) ផដល់្កៅទ្គរូរួល្ទ្រឹកាគរកុោសល្យ (Mentee) ឆ្្រោត់្
តាម្រយៈររពិកសា្ន៍កនរ្ម្ក។ សូម្កលាកទ្គូ អនកទ្គគូូសសញ្ា (✓) មួ្យកៅកនុរទ្រអរ់
នីមួ្យៗដែល្ជាចកម្្ើយែ៍ល្អរាំផុត្ចាំកពាោះទ្រកោគខារកទ្ោម្កនោះ  ដែល្រង្ហា ញពីកទ្មិ្ត្ននភាព
កពញចិត្ត។ 

                1                        2                            3                             4                          5 

មិ្នយល់្ស្រសរោច់ខាត្   មិ្នយល់្ស្រសរ                   ្ម្មតា                      យល់្ស្រសរ       យល់្ស្រសរខ្ាាំររាំផុត្ 

 

ពិពណ៌នា កទ្មិ្ត្ននភាពកពញចិត្ត 

តាម្រយៈររពិកសា្ន៍កនរ្ម្ក ទ្គទូ្រឹកាគរកុោសល្យររស់ខ្ុាំ… 

២.១ មានភាពរសួរាយរាក់ទក់ចាំកពាោះខ្ុាំ។ 1   2    3    4    5 

២.២ បារម្ភខវល់្ខាវ យពីអារម្មណ៍ររស់ខ្ុាំ។ 1   2    3    4    5 

២.៣ ក្វើឱ្យខ្ុាំមានអារម្មណ៍ចរ់ផារភាជ រ់រាំនាក់រាំនរជាមួ្យគត់្
កនុរោរដចករ ាំដល្កររពិកសា្ន៍ដទ ល់្ខ្ួន។         

 

1   2    3    4    5 

២.៤ ក្វើឱ្យខ្ុាំមិ្នមានអារម្មណ៍ថាឯកោ និរមិ្នមានគម្ាត្កៅ
កដន្រក្វើោរ។ 

1   2    3    4    5 

២.៥ ក្វើឱ្យខ្ុាំមានរាំនុកចិត្តោន់ដត្ខ្ាាំរកនុរនាម្ជាទ្គរូកទ្រៀនមាន ក់ 1   2    3    4    5 

២.៦ ង្ហយស្រសួល្កៅជួ្រគត់្ កៅកពល្ខ្ុាំទ្ត្វូោរជ្ាំនួយ។ 1   2    3    4    5 

២.៧ ផដល់្ភាពកក់កដដ កនុរោរជ្ដជ្កជាមួ្យខ្ុាំអាំពីោររកទ្រៀន។        1   2    3    4    5 

២.៨ សាដ រ់ខ្ុាំោ រយកចិត្តរុកោក់ចាំកពាោះរញ្ញា កផសរៗកនុរោរ
រកទ្រៀនររស់ខ្ុាំ។ 

1   2    3    4    5 
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២.៩ រង្ហា ញកចត្នាល្អកនុរោរផដល់្ម្តិ្ទ្ត្ែរ់។  1   2    3    4    5 

២.១០ ក្វើឱ្យខ្ុាំមិ្នមានោរសរស័យអាំពីកទ្មិ្ត្សម្ត្ាភាពររស់គត់្។ 1   2    3    4    5 

២.១១ ចរអុល្រង្ហា ញចាំៗនូវចាំណុចខ្ុាំក្វើបានល្អ ដែល្ក្វើឱ្យខ្ុាំសាា ល់្
ភាពខ្ាាំរនិរសម្ត្ាភាពររស់ខ្ួន។ 

 

1   2    3    4    5 

២.១២ ជួ្យខ្ុាំឆ្្ុោះរញ្ញច ាំរចាំកពាោះោរក ើ្វឱ្យទ្រកសើរកែើរនូវោរ
រកទ្រៀនររស់ខ្ុាំ។ 

1   2    3    4    5 

 

ផ្ននក្សទី ៣: សក្សម្មភាពគ្បឹក្សាររឃុកាសលយទាក្សទ់ងនងឹការគាំគ្ទឃលើផ្ននក្សបឃចេក្សឃទស
បឃគ្ងៀន 

ទ្រកោគខារកទ្ោម្កនោះ ជាសកម្មភាពទ្រឹកាគរកុោសល្យទក់ររនឹរោរគាំទ្រកល្ើដផនក
រកចចកករសរកទ្រៀនដែល្ទ្គូទ្រឹកាគរកុោសល្យ (Mentor) ផដល់្កៅទ្គរូរួល្ទ្រឹកាគរកុោសល្យ 
(Mentee) ឆ្្រោត់្តាម្រយៈររពិកសា្ន៍កន្រម្ក។ សូម្កលាកទ្គូ អនកទ្គគូូសសញ្ា (✓) មួ្យ
កៅកនុរទ្រអរ់នីមួ្យៗដែល្ជាចកម្្ើយែ៍ល្អរាំផុត្ចាំកពាោះទ្រកោគខារកទ្ោម្កនោះ  ដែល្រង្ហា ញពី
កទ្មិ្ត្ននភាពញឹកញារ់ររស់កលាកទ្គូ អនកទ្គកូន្រម្ក។ 

         1                        2                            3                             4                         5 

   មិ្នធ្ារ់    ១-៣ែរកនុរមួ្យដខ    ៤-៦ែរកនុរមួ្យដខ    ៧-៩ែរកនុរមួ្យដខ      ចរ់ពី១០ែរកែើរកៅ 

ពិពណ៌នា កទ្មិ្ត្ននភាពញឹកញារ់ 

តាម្រយៈររពិកសា្ន៍កនរ្ម្ក ទ្គទូ្រឹកាគរកុោសល្យររស់ខ្ុាំ… 

 

៣.១ ជួ្យដណនាាំខ្ុាំអាំពីោរករៀរចាំកម្ករៀនដែល្ទ្ត្វូរកទ្រៀន។ 
         

1.  មិ្នធ្ារ់ 
2.  ១-៣ ែរកនុរមួ្យដខ    

3.  ៤-៦ ែរកនុរមួ្យដខ   
4.  ៧-៩ ែរកនុរមួ្យដខ  
5.  ពី១០ែរកែើរកៅកនរ១ដខ 
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៣.២ ជួ្យខ្ុាំកៅកល្ើោរអនុវត្តវ ិ្ ីសាស្រសដរកទ្រៀន។ 
 

1.  មិ្នធ្ារ់ 
2.  ១-៣ ែរកនុរមួ្យដខ    

3.  ៤-៦ ែរកនុរមួ្យដខ   
4.  ៧-៩ ែរកនុរមួ្យដខ  
5.  ពី១០ែរកែើរកៅកនរ១ដខ 

 
៣.៣ ជួ្យដណនាាំខ្ុាំអាំពីវ ិ្ ីសាស្រសដទ្គរ់ទ្គរ់ថាន ក់ករៀន ។   
 

1.  មិ្នធ្ារ់ 
2.  ១-៣ ែរកនុរមួ្យដខ    

3.  ៤-៦ ែរកនុរមួ្យដខ   
4.  ៧-៩ ែរកនុរមួ្យដខ  
5.  ពី១០ែរកែើរកៅកនរ១ដខ 

 
 
៣.៤ រង្ហា ញខ្ុាំពីរករៀរជួ្យសិសសកនុរោរសិកា។ 
 

1.  មិ្នធ្ារ់ 
2.  ១-៣ ែរកនុរមួ្យដខ    

3.  ៤-៦ ែរកនុរមួ្យដខ   
4.  ៧-៩ ែរកនុរមួ្យដខ  
5.  ពី១០ែរកែើរកៅកនរ១ដខ 

 
 
៣.៥ ពិភាកាជាមួ្យខ្ុាំអាំពីចាំកណោះែឹរខ្ឹម្សារកម្ករៀន
សទ្មារ់ោររកទ្រៀន។ 
 

1.  មិ្នធ្ារ់ 
2.  ១-៣ ែរកនុរមួ្យដខ    

3.  ៤-៦ ែរកនុរមួ្យដខ   
4.  ៧-៩ ែរកនុរមួ្យដខ  
5.  ពី១០ែរកែើរកៅកនរ១ដខ 

 
 
៣.៦ បានផដល់្ខ្ុាំនូវោរដណនាាំចាស់ៗកនុរោរក្វើកិចចដត្រ
ោររកទ្រៀន។ 
 

1.  មិ្នធ្ារ់ 
2.  ១-៣ ែរកនុរមួ្យដខ    

3.  ៤-៦ ែរកនុរមួ្យដខ   
4.  ៧-៩ ែរកនុរមួ្យដខ  
5.  ពី១០ែរកែើរកៅកនរ១ដខ 
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៣.៧ ផដល់្ឱ្យខ្ុាំនូវវ ិ្ ីសាស្រសដជាកទ្ចើនសទ្មារ់កោោះស្រសាយ
រញ្ញា រកទ្រៀនររស់ខ្ុាំ។ 
 

1.  មិ្នធ្ារ់ 
2.  ១-៣ ែរកនុរមួ្យដខ    

3.  ៤-៦ ែរកនុរមួ្យដខ   
4.  ៧-៩ ែរកនុរមួ្យដខ  
5.  ពី១០ែរកែើរកៅកនរ១ដខ 

 
 
៣.៨ ពិភាកាវាយត្នម្្កល្ើោររកទ្រៀនររស់ខ្ុាំ។ 
          
 

1.  មិ្នធ្ារ់ 
2.  ១-៣ ែរកនុរមួ្យដខ    

3.  ៤-៦ ែរកនុរមួ្យដខ   
4.  ៧-៩ ែរកនុរមួ្យដខ  
5.  ពី១០ែរកែើរកៅកនរ១ដខ 

 
 
៣.៩ ទ្ត្ួត្ពិនិត្យកិចចដត្រោររកទ្រៀនររស់ខ្ុាំមុ្នោររកទ្រៀន។ 
          

1.  មិ្នធ្ារ់ 
2.  ១-៣ ែរកនុរមួ្យដខ    

3.  ៤-៦ ែរកនុរមួ្យដខ   
4.  ៧-៩ ែរកនុរមួ្យដខ  
5.  ពី១០ែរកែើរកៅកនរ១ដខ 

 
 
៣.១០ បានសករេត្ោររកទ្រៀនររស់ខ្ុាំ។ 
             
 
 

1.  មិ្នធ្ារ់ 
2.  ១-៣ ែរកនុរមួ្យដខ    

3.  ៤-៦ ែរកនុរមួ្យដខ   
4.  ៧-៩ ែរកនុរមួ្យដខ  
5.  ពី១០ែរកែើរកៅកនរ១ដខ 

 
 
៣.១១ បានផដល់្ម្តិ្ទ្ត្ែរ់ដទ ល់្មាត់្កល្ើោររកទ្រៀនររស់ខ្ុាំ។ 
             
 
 

1.  មិ្នធ្ារ់ 
2.  ១-៣ ែរកនុរមួ្យដខ    

3.  ៤-៦ ែរកនុរមួ្យដខ   
4.  ៧-៩ ែរកនុរមួ្យដខ  
5.  ពី១០ែរកែើរកៅកនរ១ដខ 
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៣.១២ បានសរកសរផដល់្ម្តិ្ទ្ត្ែរ់កល្ើោររកទ្រៀនររស់ខ្ុាំ។ 
 

1.  មិ្នធ្ារ់ 
2.  ១-៣ ែរកនុរមួ្យដខ    

3.  ៤-៦ ែរកនុរមួ្យដខ   
4.  ៧-៩ ែរកនុរមួ្យដខ  
5.  ពី១០ែរកែើរកៅកនរ១ដខ 

សមូ្អររុណឃគ្ចើនឃលាក្សគ្រូ អនក្សគ្រូសគ្មាប់ការចូលរមួ្! 
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APPENDIX C: REQUISITION LETTER FOR DATA COLLECTION 

IN ENGLISH  
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APPENDIX D: REQUISITION LETTER FOR DATA COLLECTION 

IN KHMER 
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APPENDIX E: CONSENT LETTER FORMAT IN ENGLISH  
 

RESEARCH 

MENTEES’ PERCEPTIONS ON THE IMPACT OF MENTORING SUPPORT 

ACTIVITIES AT THE NEW GENERATION SCHOOLS IN CAMBODIA 

Dear Participant, 

My name is Sambath Theareak. I am studying at the New Generation Pedagogical 

Research Center of the National Institute of Education. I am currently conducting 

research entitled: "Mentees’ Perceptions on the Impact of Mentoring Support Activities 

at five New Generation Schools in Cambodia" which is a mini-thesis of the fulfillment 

of my master’s degree. 

The survey questionnaire is designed to get the opinions about perceptions of mentees on 

the mentoring support activities regarding emotional support and methodological support 

as provided by the mentor to mentee”. Your answers are very important. Please answer all 

questions truthfully because only true and completed answers will be allowed to take full 

advantage of this research. Please read each question carefully and tick the answer which 

best indicates your feelings on each question. Your answer will be kept confidential, and 

it will be used for research purposes only.  

The following statements are concerned with your experiences with your mentor during 

your field experience (teaching support). Please indicate the degree to which you agree or 

disagree with each statement below by marking () only one response to the right of 

each statement. 

Thank you for participating in this potentially beneficial study. In completing this survey, 

you must be a mentee at the New Generation School (NGS mentee). If you have any 

concerns, please contact the researcher via 097 22 61 355/sambath0203@gmail.com.  

Please mark () "YES" below to participate in this study. If not, please mark () "NO" 

and return this survey to the person administering it. 

 Yes, I agree to participate.    No 
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APPENDIX F: CONSENT LETTER FORMAT IN KHMER  
 

ការយលឃ់ ើញរបសគ់្រទូទលួគ្បឹក្សាររឃុកាសលយឃៅឃលើសក្សម្មភាពគ្បឹក្សា
ររឃុកាសលយឃៅសាលាឃរៀនជាំនានថ់្មីក្សនងុគ្បឃទសក្សម្ពុជា 

ជ្ទ្មារសួរកលាកទ្គូ-អនកទ្គូ!  

ខ្ុាំបារក ម្ ោះ សម្បត្តិ ធារៈ ជាគរនិុសសតិ្ថាន ក់ររញិ្ញា រទ្ត្ជាន់ខពស់ ឯកករសទ្រឹកា
គរកុោសល្យកៅម្ជ្ឈម្ណឌ ល្ស្រសាវទ្ជាវគរកុោសល្យជ្ាំនាន់ថ្មីននវរិាសាា នជាតិ្អរ់រ ាំ។ ខ្ុាំបារ
កាំពុរក្វើោរសិកាស្រសាវទ្ជាវកល្ើទ្រធានររ “ការយលឃ់ ើញរបសគ់្រទូទលួគ្បកឹ្សា
ររឃុកាសលយឃៅឃលើសក្សម្មភាពគ្បឹក្សាររឃុកាសលយឃៅសាលាឃរៀនជាំនាន់ថ្មីចាំនួនគ្រ ាំ
ក្សនងុគ្បឃទសក្សម្ពុជា” ដែល្ជាសារណារញ្ច រ់ថាន ក់ររញិ្ញា រទ្ត្ជាន់ខពស់ររស់ខ្ុាំបារ។ 

កទ្ម្រសាំណួរស្រសាវទ្ជាវខារកទ្ោម្ទ្ត្ូវបានករៀរចាំកែើរកែើម្បរីរួល្បានម្តិ្អាំពីោរ
យល់្ក ើញររស់កលាកទ្គ-ូអនកទ្គូដែល្ជាទ្គរូរួល្ទ្រឹកាគរកុោសល្យ (Mentee) កៅកល្ើ
សកម្មភាពទ្រឹកាគរកុោសល្យទក់ររនឹរោរគាំទ្រកល្ើដផនកសាម រតី្ និររកចចកករសរកទ្រៀនតាម្
រយៈោរឆ្រ្ោត់្ររពិកសា្ន៍កនរ្ម្កកៅសាលាករៀនជ្ាំនាន់ថ្មី។  

ចកម្្ើយររស់កលាកទ្គ-ូអនកទ្គូមានសារៈសាំខាន់ណាស់សទ្មារ់ោរស្រសាវទ្ជាវកនោះ។ សូម្
កឆ្្ើយសាំណួរទាំរអស់កោយោរពិត្ ពីកទ្ពាោះមានដត្ចកម្្ើយពិត្និរកពញកល្ញរ ុកណាណ ោះ ដែល្
អនកស្រសាវទ្ជាវ អាចទញយកអត្ាទ្រកោជ្ន៍កពញកល្ញពីោរស្រសាវទ្ជាវកនោះ។ សូម្អានសាំណួរ
នីមួ្យៗកោយទ្រុរទ្រយ័ត្ន ក ើយគូស()ចកម្្ើយដែល្ល្អរាំផុត្ចាំកពាោះសាំណួរនីមួ្យៗ។ ចកម្្ើយ
ររស់កលាកទ្គូ អនកទ្គនឹូរទ្ត្ូវបានរការុកជាសមាា ត់្ ក ើយវានឹរទ្ត្ូវបានកទ្រើសទ្មារ់កគល្
រាំណរស្រសាវទ្ជាវដត្រ ុកណាណ ោះ។  

 សូម្អរគុណកលាកទ្គ-ូអនកទ្គចូាំកពាោះោរចូល្រមួ្កនុរោរសិកាស្រសាវទ្ជាវែ៏មានសារៈ
សាំខាន់មួ្យកនោះ។ សូម្កលាកទ្គូ អនកទ្គគូូសសញ្ញា  () "បារ/ចស ខ្ុាំយល់្ទ្ពម្ចូល្រមួ្" ខារ
កទ្ោម្ កែើម្បចូីល្រមួ្កនុរោរសិកាស្រសាវទ្ជាវកនោះ។ ទ្រសិនករើកលាកទ្គូ អនកទ្គូមិ្នយល់្ទ្ពម្ចូល្
រមួ្ករ សូម្គូសសញ្ញា  () "ករ ខ្ុាំមិ្នយល់្ទ្ពម្" ក ើយទ្រគល់្កទ្ម្រសាំណួរកៅអនកស្រសាវទ្ជាវឬ
អនកទ្គរ់ទ្គរ។ 

 បារ/ចស ខ្ុាំយល់្ទ្ពម្ចូល្រមួ្           ករ ខ្ុាំមិ្នយល់្ទ្ពម្ 
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APPENDIX G: QUESTIONNAIRE CONDING FRAME  
 

Question Code  Identifier 

Q1.1 Gender 

0 

1 

Male 

Female 

Q1.3 Marital status 

1 

2 

3 

Single 

Married 

Other 

Q1.4 Workplace 

1 

2 

3 

4 

5 

Preah Sisowath High School 

Prek Leap High School 

Hun Sen Peam Chikong High School 

Aknowath Kompong Cham Primary School 

Preah Reach Akak Mohessei Primary School 

Q1.5 Level of teaching 

1 

2 

3 

4 

Primary  

Secondary  

Upper secondary 

Both lower and upper secondary 

Q1.6 Grade  
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1 

2 

3 

4 

5 

6 

7 

8 

9 

10 

11 

12 

13 

14 

15 

16 

17 

18 

19 

20 

21 

23 

24 

25 

26 

27 

Grade 1 

Grade 2 

Grade 3 

Grade 4 

Grade 5 

Grade 6 

Grade 7 

Grade 8 

Grade 9 

Grade 10 

Grade 11 

Grade 12 

Grade 7, 8 

Grade 7, 8, 9, 10 

Grade 7, 9 

Grade 7, 10 

Grade 7, 11 

Grade 7, 12 

Grade 7, 8, 9, 10, 12 

Grade 8, 10 

Grade 8, 11 

Grade 8, 12 

Grade 9, 10 

Grade 9, 11 

Grade 10, 11, 12 

Grade 10, 11 
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28 

29 

30 

31 

Grade 10, 12 

Grade 11, 12 

Grade 7, 8, 10 

Grade 9, 10, 11 

Q1.9 Highest academic qualification 

1 

2 

3 

4 

5 

6 

Secondary diploma 

High school diploma 

Bachelor’s degree 

Master’s degree 

Doctoral degree 

Other 

Q1.10 Pre-service certificate 

1 

2 

3 

4 

5 

6 

7 

8 

PTTC 

RTTC 

NIE 

Other 

1, 2, 3 (PTTC, RTTC, NIE) 

1, 3 (PTTC, NIE) 

2, 3 (RTTC, NIE) 

3, 4 (NIE, Other) 

Q1.12 The kind of interventions of the mentor 

1 

2 

3 

4 

Pre-observation conference (Pre) 

Post-observation conference (Post) 

Individualized support (IS) 

Co-teaching (CT) 
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5 

6 

7 

8 

9 

10 

11 

12 

13 

14 

15 

16 

17 

Other (O) 

1, 2 (Pre, Post) 

1, 2, 3 (Pre, Post, IS) 

1, 2, 3, 4 (Pre, Post, IS, CT) 

1, 2, 3, 5 (Pre, Post, IS, O) 

1, 2, 5 (Pre, Post, Other) 

1, 3, 4 (Pre, IS, CT) 

1, 4 (Pre, CT) 

2, 3 (Post, IS) 

2, 4 (Post, CT) 

2, 3, 4 (Post, IS, CT) 

1, 3 (Pre, IS) 

1, 2, 4 (Pre, Post, CT) 

Q1.13 Mentor taught  

1 

2 

Yes 

No 

Q1.13.1/ Q1.13.2 The same subject/level taught as the mentor 

1 

2 

Yes 

No 

Q2.1 to Q2.12 Mentoring activities related to emotional support 

1 

2 

3 

4 

5 

Strongly disagree 

Disagree 

Neutral 

Agree 

Strongly agree 
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Q3.1 to Q3.12 Mentoring activities related to methodological support 

1 

2 

3 

4 

5 

Never 

1-3 times per month 

4-6 times per month 

7-9 times per month 

Over 10 times per month 
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