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ABSTRACT 

Since the New Generation Pedagogical Research Center (NGPRC) of the National 

Institution (NIE) was established in 2019, it has provided teacher trainees with a master's 

degree of education in mentoring, under-supported and facilitated by Kampuchea Action 

to Promote Education (KAPE) and the Ministry of Education, Youth, and Sport (MoEYS) 

to the New Generation School (NGS) project in public schools. After the teacher trainees 

graduated with a master’s degree program in mentoring, they were assigned to work as 

school-based mentors and provide mentoring services to teachers as mentees in their 

targeted schools.  

This study aimed to determine the relationship between the quality of the 

mentoring services with the mentees' qualification support, the satisfaction of mentees' 

engagement with the mentoring services, and the well-being of mentoring relationships in 

NGSs to improve the quality of teaching and professional career support. 

The findings of this study showed that the quality of mentoring services provided 

with the degree of support for mentees' qualification, satisfaction in mentees' engagement, 

and well-being of mentor-mentee relationships are moderate positive correlations within 

each variable in which the school-based mentors have assisted them in NGSs in the 

academic year (2021-2022).  The Covid-19 pandemic in the Cambodian community 

posed challenges for the mentoring process in which the school-based mentors 

implemented their work. Otherwise, the mentoring framework is a new initiative for 

assisting mentees in the workplace, especially in NGSs, where they offer technical 

support for professional career development in some gaps on the processes of providing 

mentoring services between the school-based mentors and mentees.   
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Therefore, stakeholders should find procedures to run the mentoring program to 

achieve results and strengthen the quality of the education system.  

A limitation of this study is that it is based on mentees’ perspectives only. Future 

studies could also include mentors’ and mentees’ perspectives or studies on related topics 

relevant to the mentoring framework in the context of NGSs.  

Keywords:  Professional Development, Satisfaction, School-Based Mentoring, 

Mentee, School-based mentor, Mentor-Mentee Relationships, and Mentoring Program.  
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CHAPTER ONE: INTRODUCTION 
 

 Chapter One of the thesis introduces the background of the study, the problem 

statements, the purpose and objectives, the research hypotheses, the significance of the 

study, the definition of the key terms, and the theoretical framework.    

1.1 The background of study 

 To promote educational quality, the Royal Government of Cambodia has made 

efforts to provide education services in favorable and changeable circumstances and 

increase Cambodia's competitiveness (Háṅ, 2018). Consequently, previous studies have 

stated that the quality of education is determined by various factors such as teachers, 

schools, students, and their families (Glewwe, 2014). Because teachers are the most 

valuable resource and critical informants in qualifying for education (No & Heng, 2017), 

this study investigated how a mentoring program could help teachers improve their 

qualifications in their professional careers. Therefore, the mentoring program and its most 

recent effects on Cambodia's public school system; primarily it was recently implemented 

in NGSs in 2019 (MoEYS, 2020). 

           The practice of mentoring began in ancient Greece when the monarch entrusted his 

son's care to an old friend who served as a mentor while he was away (Carruthers, 2003; 

Yemez et al., 2021). The mentor provided the monarch's son with teaching, advice, and 

direction for his education and character development (Ferreres, 2018). Moreover, 

mentoring is a relationship between an older, more experienced mentor and a younger, 

less experienced mentee that aims to support and develop the mentee's career (Ragins & 

Kram, 2007; O'Neil & Marsick, 2009). Next, mentoring appeared in academic literature 

in the late 1970s and has since expanded to an unprecedented level of systematic and 

formal administration (Colley, 2002). Since mentoring has become a crucial part of 
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teacher education, it has provided a tool for enhancing reflective practice and improving 

school professional development (Sundli, 2007). Finally, mentoring was integrated into 

the teacher induction program to support pre-service and in-service teacher professional 

development programs in Bulloch County Georgia, USA (Sasser, 2018). 

           Moreover, the teacher may have some seniority in the profession and still be a new 

teacher in any specific field of educational context (NGPRC, 2020). Similarly, even 

experienced teachers who have been teaching for a long time are still struggling with 

classroom management (Bressman et al., 2018). Meanwhile, the teacher mentoring 

programs give newcomers a local guide, but the character and content of these programs 

also vary widely (Ingersoll & Strong, 2011). In this regard, mentoring has grown 

significantly in developing professional support for teachers (Sundli, 2007).  

           The mentoring program was established and implemented in the New Generation 

Schools (NGSs) in 2019, which has been supported by Kampuchea Action to Promote 

Education (KAPE) and the Ministry of Education, Youth and Sport (MoEYS), to run the 

NGS project in public schools in Cambodia to promote good governance, increase the 

professional standards to a high level and provide learning with quality (Háṅ, 2018; 

KAPE, 2021). According to MoEYS (2015), mentoring introduces as a policy in the 

Teacher Policy Action Plan (TPAP), related to article 3.2.1.2: create a mentoring system 

at schools. One of the program's significant achievements was the establishment of a new 

Master's Degree Program in Mentoring at the National Institute of Education, which 

supports New Generation School programming and was officially established in 2019 at 

the newly founded the New Generation Pedagogical Research Center (MoEYS, 2020), to 

confer a Master's Degree in Mentoring to its graduates who are then assigned to New 

Generation Schools (NGS) where they are working as school-based mentors—basing 
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mentors in schools in a new and innovative strategy introduced under NGS Reform to 

strengthen the professionalism of teachers (Bredenberg, 2022). 

           According to the Teacher's Policy of MoEYS (2013), the competencies required of 

teachers are in four areas: pedagogy, personal, social, and professional standards. 

Likewise, mentoring is intended to give good practical advantages for mentors on the 

same three levels as mentees: personal, emotional, and social support (Gray et al., 2013). 

In addition, mentoring supports the professional development of teachers in their careers 

and promotes excellence in teaching and learning (Rosemary et al., 2015). Consequently, 

the Royal Government of Cambodia (RGoC) made a concerted effort to implement 

teacher policy reform measures to upgrade teacher competencies and enhance school 

performance (Dy, 2017). The most notable aspect of this policy was its attempt to "re-

professionalize" teaching by offering teachers the necessary knowledge, skills, moral and 

professional integrity, and competencies. Thus, the mentoring program provides 

professional development that has benefited personal and professional achievement and 

recognizes the role of mentoring and coaching in accomplishing these goals (Trube, 

2021).   

1.2 The statement of problem 

 Teachers are the most valuable resource in any educational institution and the 

most critical informants in qualifying education (No & Heng, 2017). Therefore, quality 

education is often equated to the quality of teachers and school principals (Háṅ, 2018). 

The challenge is to reconcile the need to educate teachers about the current realities of 

their work with a vision of more progressive pedagogies. The teachers will face seriously 

overcrowded classes, which pose very different classroom management, lesson planning, 

and pedagogical demands for effective teaching (Razquin, 2009). Another challenge is 



17 

 

 

Cambodia's low-quality teachers, which attributes to teacher-training programs failing to 

give teachers enough practical professional experience to transition from learning to 

teaching (Donaher & Wu, 2020). The critical factors in developing teachers' 

qualifications are support for the profession, teacher preparation, and classroom 

instruction based on classroom observation, pedagogical content knowledge, and various 

stages of the teacher's career (World Bank, 2005; Tandon & Fukao, 2015). One of the 

drawbacks of such a significantly low salary in the teaching profession is that it 

contributes to the persistent teacher shortages that are a problem in schools. When 

teachers face a challenging situation, they feel in a terrible mood, unsuccess in their 

careers, and lack support (Fantilli & McDougall, 2009). These challenges concerned the 

weak points in supported education and the quality of education for new teachers (Alessa, 

2017). 

 This study argued that low-quality teachers depended on the teacher-training 

program quality; they faced overcrowded classes, a gap in classroom management, a lack 

of lesson plans, traditional teaching methods, and a lack of pedagogical support. Others, 

the challenge raised most frequently relates to the need for more time available for 

dialogues and for providing or receiving support. When the school-based mentor and 

mentee schedules do not coincide logistically, this might occasionally make things more 

challenging (Bezzina et al., 2016). Based on the study of KAPE (2021), the mentoring 

program in NGSs has a heavy workload, and dissatisfaction with relationships, among 

other factors, as causes for lower workplace productivity. 

1.3 The research purposes 

 This study aimed to determine the relationship between the quality of the 

mentoring services with the mentees' qualification support, the satisfaction of mentees' 
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engagement with the mentoring services, and the well-being of mentoring relationships in 

NGSs to improve the quality of teaching and professional career support. Thus, the 

school-based mentors have provided the crucial vital factors to provide support of ethics 

and mentoring, teaching methodology and classroom management, integration of digital 

education and technology into the classroom, and educational research to upgrade 

teachers' knowledge in schools. 

 Thus, this study can predict the quality of the mentoring program from three 

different variables: the support for mentees' qualifications, the degree of satisfaction with 

mentees' engagement, and the well-being of mentor-mentee relationships. 

1.4 The research objectives 

 This study focuses on the crucial elements to support the quality of the mentoring 

program in NGSs as below:   

1. To determine the support of mentees’ professional development in NGSs 

correlates with the effectiveness of the mentoring services,  

2. To determine the satisfaction of the mentees’ engagement correlates with the 

quality of the mentoring services in NGSs,  

3. To determine the connection between the quality of mentor-mentee relationships 

in NGSs and the effectiveness of the mentoring services,  

4. To find out if the support of mentees' professional development, the satisfaction of 

mentees’ engagement, and the well-being of mentor-mentee relationships are 

correlated with the quality of the mentoring program in NGSs.  

1.5 The research hypotheses 

 In this study, the researcher has examined the relationship between the key factors 

which support the quality of the mentoring program in NGSs with the school-based 
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mentors who have provided technical support for the mentoring program. To respond to 

the research objectives, the researcher has created four major hypothesizes as below:     

 Hypothesis 1: The degree of support of the mentees’ qualifications is statistically 

significant with the quality of the mentoring services.   

 Hypothesis 2: The degree of satisfaction of the mentees’ engagement on the 

mentoring services is statistically significant with the quality of the mentoring services.  

 Hypothesis 3: The degree of the well-being of the mentor-mentee relationships is 

statistically significant with the quality of the mentoring services. 

 Hypothesis 4: The quality of the mentoring program can be predicted/determined 

by (1) the degree of support for the mentee's qualification, (2) the degree of satisfaction in 

mentee's engagement on the mentoring services, and (3) the degree of well-being in 

mentor-mentee relationships. 

1.6 The significance of study 

 During the implementation of the mentoring framework in NGSs, this study will 

benefit the stakeholders such as below:  

           The New Generation Pedagogical Research Center (NGPRC) will use this study to 

improve the quality of the master's degree of education mentoring program to mentor 

trainees during pre-service training.  

Kampuchea Action to Promote Education (KAPE) might be able to use this study 

to reflect on the implementation of mentoring technical support to the school-based 

mentors and the mentees on the processing mentoring framework in their workplace. 

The study will be used by New Gene ration Schools (NGSs) to support or train 

school-based mentors to support the mentees' credentials and involvement to enhance the 

quality of education to align with the context of 21st-century education. 
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General Public Schools and other education-related partners will be used to 

improve education quality by using school-based mentors. Moreover, this study will be 

helpful to the mentors and mentees to consider what they have to build their capacity in 

developing their professional careers. 

           Therefore, the data collected from mentees in each New Generation School (NGS) 

will improve the mentoring program in schools and policymakers to ensure the quality of 

education for use and expand the mentoring program's scope to other targeted schools. 

1.7 The operational definition of key terms 

 The key terms of the mentoring program are defined in this study as the New 

Generation Pedagogical Research Center (NGPRC), which confers the master's degree of 

education in Mentoring to the trainees as the mentors and then places them in targeted 

schools. As a result, their key terms are defined in the context of Cambodian education 

and mentoring programs. 

 Professional Development refers to the mentoring services that provide 

transformational skills to support teachers as mentees in their workplaces. 

 Satisfaction refers to the mentoring process, psychosocial mentoring, job 

satisfaction, and perceived career achievement.    

 School-Based Mentoring is a mentoring service that assists teachers through one-

on-one professional development. The school-based mentors have been implementing 

mentoring services in NGSs.              

 A mentee is a teacher who receives advice, training, or guidance from a more 

experienced or skilled mentor. 
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 Mentoring is used specially selected and trained individuals to provide guidance, 

pragmatic advice, and continuing support to help the teachers as mentees in their learning, 

teaching, and development process. 

 A school-based mentor is a teacher who has obtained a master's degree in 

mentoring and has been assigned to work as a mentor in a selected school while also 

fulfilling regular teaching duties for a portion of his/her time (1/3) to maintain his/her 

teaching skills and thereby his/her credibility. 

 Mentor-Mentee Relationships are the connection between the more experienced 

mentor and less experienced mentee; these relationships are often thought to serve various 

purposes, such as developing the mentee's career support. 

 Mentoring Program is a program for implementation in NGSs to support the 

teachers’ professional development in their workplaces supported by KAPE and MoEYS. 

1.8 The theoretical framework 

 In this study, the researcher has sought the correlation between the quality of 

mentoring, which was supported by various variations such as the support of mentees' 

qualifications, the satisfaction of mentees' engagement, and the well-being of mentor-

mentee relationships. Upon the research reviews, the researcher drew the conceptualized 

framework to discover the crucial factors that correlate to the mentoring program's quality 

in the context of school-based mentors who have contributed their technical support to 

their mentees in New Generation Schools (NGSs) in Cambodia (See Table 1.8). 
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Table 1.8. 

The research framework for the Professional Development. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

1.9 The summary of chapter one 

 As stated above, Chapter One introduces the rationale of the study on how 

mentoring services have influenced the quality of education in NGSs. Then, the 

researcher used the hypotheses and theoretical framework to answer several preliminary 

problem statements and research objectives about the mentoring processes in NGSs. 
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CHAPTER TWO: LITERATURE REVIEW 

 In this chapter Two, the researcher reviews and discusses the literature, including 

national and international sources. The researcher is going to discuss the mentoring 

program, the mentoring relationships, the support of mentees’ qualifications, and 

satisfaction of mentees’ engagement.     

2.1 The mentoring programs  

2.1.1 The general perspective of mentoring program 

Mentoring is a term that generally refers to a relationship between a less 

experienced person, known as a mentee or protégé and a more experienced person, 

known as a mentor (Wai-Packard, 2009). Mentoring programs have become widely 

accepted in educational settings, with the widespread belief that mentors can effectively 

assist mentees (Portner, 2002). For example, the mentor may offer career behaviours that 

help the mentees learn and prepare them for hierarchical advancement within their 

organizations, providing psychosocial function-build on trust, intimacy, and interpersonal 

bonds in relationships which provide counselling, friendship, and role modelling. 

Therefore, mentorship for supporting professions such as teaching, where the practicum 

component is critical to one's formation and development as a part of professional career 

support (Ragins & Kram, 2007)—in addition, mentoring first appeared in academic 

literature in the late 1970s and have since expanded to an unprecedented level of 

systematic and formal administration (Colley, 2002).  

Likewise, the Mentoring program is one person's assistance to another in creating 

significant changes in knowledge, work, or thought. Mentoring can be short-term or long-

term, depending on the mentee's needs (Megginson et al., 2006). Therefore, mentoring is 

joint support for mentees who are new to teaching or have limited experience (Polikoff et 
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al., 2015; Dominguez & Kochan, 2020). The initiative to adapt mentorship focused on 

how mentees can form relationships with experienced teachers in schools to engage in 

professional practices and discuss their concerns with others who can provide mentoring, 

guidance, and support (Stansbury & Zimmerman, 2000). On the other hand, mentoring is 

discussed by Eby et al. (2007) as a way to help reduce school dropout rates, increase 

academic achievement, promote self-identity and positive self-image, reduce risky 

behaviours, and facilitate career development.  

There were many dealing with issues of teacher shortage and inadequate training, 

which educators face, so mentoring induction programs have grown in popularity in the 

educational sector (Fideler & Haselkorn, 1999). The mentoring characteristics include a 

caring individual who provides consistent companionship, support, and guidance to 

develop a professional career in any field (Eby et al., 2007). In addition, mentoring is a 

process in which a mentor collaborates with a mentee to share their knowledge and 

experience to assist a mentee or a group of mentees in developing and growing their 

professional careers (MoEYS, 2020). The significant components of the mentoring 

process, according to Cowin (2021), include, to begin with, group norms, also known as 

group agreements after discussion, giving reflection and feedback process, giving hope 

and concern, making self-assessments on communication and behavioural styles, 

respecting and completing a professional timeline activity, and constructing a self-

portrait. Furthermore, Mentors can provide advice and support based on their experience, 

which will assist in the growth of the individual and benefit the organization (Kram, 

1985). As a result, mentoring is an essential aid to staff development and focuses on 

career development, which many scholars agree plays an essential part (Trorey & 

Blamires, 2006). These factors have also significantly impacted the meaning of work and 
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careers and the form, function, and context of work relationships in the workplace 

(Rangins & Kram, 2007).  

2.1.2 NGPRC’s mentoring program 

 As for Cambodian education contexts, formal mentorship is still new, so the 

academic literature and research journal articles on this subject are gaps (KAPE, 2021). 

However, according to MoEYS (2015), mentoring was introduced as a policy in the 

Teacher Policy Action Plan (TPAP), related to article 3.2.1.2: create a mentoring system 

at schools. As a result, one of the program's significant achievements was the 

establishment of a new Master's Degree Program in Mentoring at the National Institute of 

Education, which supports New Generation School programming and was officially 

established in 2019, called New Generation Pedagogical Research Center (MoEYS, 

2020). According to KAPE (2022), the trainees who study at NGPRC, as known mentors, 

have to complete the one-year training program for a master’s degree of education in 

mentoring on the four streams such as:  

1. Professional Ethics and Mentoring: the trainees studied the basics of ethics in the 

teaching profession and used many interactive materials such as videos and 

software to frame provocative discussions. 

2. Education Research: the modules help acquaint trainees with the nature of 

research and to read the many articles they encounter as part of their reading 

assignments. 

3. ICT in Education: the modules introduce trainees to the many educational 

software programs used in the NGSs context, especially a new software called 

Observic that uses cutting-edge techniques to support teachers in improving their 

teaching practice. 
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4. Teaching Methodology: the modules help trainees to gain insight into how critical 

methodologies such as Constructivist Learning, Cooperative Learning, and Project 

Work are effectively used in NGSs setting.  

In addition, MoYES (2020), the function of a mentor can be the person who acts 

as a role model encouraging the mentees to internalize and live the values of a teacher, 

coach, career guide, and contract (Professional Learning Communities) PLCs and 

networks for exchange and learning, advocate, motivator, and encourager of the mentee 

giving feedback and assessing performance.  

 After the trainees’ graduate master’s degree of education in Mentoring from 

NGPRC, they are assigned as school-based mentors to work at assigned schools, 

especially NGSs, Resource Schools (RSs), and teacher training institutions (KAPE, 

2021). Moreover, NGPRC has provided ongoing support for posted school-based mentors 

through the establishment of the Cambodian Association for Mentoring (CAM), to follow 

up on the school-based mentors’ work monthly or depending on CAM’s committees. 

2.1.3 The mentoring program in NGSs 

 To qualify education in the school system in Cambodia, the Royal Government of 

Cambodia has put effort into providing education services in quality. The school factors 

are crucial principles for preparing school-based management (SBM), improving the 

school infrastructure, educating teachers’ performance, and involving communities, 

which can positively influence the quality of education, teaching, and learning (Háṅ, 

2018). The New Generation Schools (NGSs) have utilized the new governance models 

and provided high-quality education in the public schools. The first NGS was established 

in Kampong Cham in 2014. Then another NGSs was established, supported by KAPE, 

MoEYS, and World Education, which is a part of a new initiative in the education sector 
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(Háṅ, 2018). The New Generation School (NGS) initiative, launched by the government 

of Cambodia in 2015, aims to improve the quality of education, including raising teaching 

standards; improving student performance; innovating curriculum; and introducing 

accountability measures (Chankoulika, 2021).  

 Consequently, MoEYS has established the NGPRC to expand New Generation 

Schools, which are autonomous standards of the teachers that work there and to give the 

Cambodian school system to provide schools and policy-makers with evidence-based 

recommendations (KAPE, 2022). As a result, NGPRC has conferred a Master's degree of 

education in Mentoring upon graduates who complete one-year course studies and then 

has assigned them to work in NGSs as school-based mentors (KAPE, 2022). Based on the 

mentoring program provides professional development that has benefited personal and 

professional achievement and recognizes the role of mentoring and coaching in 

accomplishing these goals (Trube, 2021). Furthermore, to promote in-school coaches 

working with teacher colleagues and school-based mentors for inexperienced teachers, 

MoEYS (2019) reduced teaching hours and recognized CPD hours to support teachers' 

qualifications.   

2.2 The mentoring relationships 

 Mentoring takes place in the context of a working relationship, and the growth of 

that connection necessitates active engagement from both the mentor and the mentee 

(Portner, 2002). Although the aims of mentoring relationships vary depending on the 

setting and relationship, almost all mentorships involve acquiring knowledge (Eby et al., 

2007). The fact that the relationship benefits both parties make it essential and significant. 

According to Rangins and Kram (2007), mentors have three main tasks in supporting 

mentees: refining career skills, developing psychosocial abilities, and modeling desired 
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behaviors. Furthermore, effective mentoring requires the formation of a mutually 

respectful, trusting relationship between two or more people to meet the needs and 

develop the potential of the mentee while also taking into account the needs of the mentor 

and the context in which they both must function (Kochan, 2002, as cited in Knight, 

2021). Likewise, a mentoring relationship is a partnership between two or more people to 

bring about long-term change in them and their professional careers (Ramos-Diaz & 

Kochan, 2020).  

 The mentor and the mentee must be honest and open with each other. Honesty is a 

must for building trust, ultimately the glue that holds a mentoring relationship together 

(Moore, 2021). Furthermore, mentor and mentee interactions and role model-observer 

relationships can exist in various situations, have a broad potential scope of effect and be 

established in the formal or informal mentoring process (Eby et al., 2007). As a result, a 

mentoring relationship, like any other interpersonal relationship, is complicated since 

each person thinks, feels, acts, and pursues goals simultaneously. Based on the study of 

Reis et al. (2000), define a relationship as "a sequence of interdependent, reciprocal 

interactions throughout time in which each influences the other by exchanging 

information, expressing emotions, regulating behavior, and negotiating goals." According 

to Izadinia's (2015) research, there are three components of a healthy mentoring 

relationship: encouragement and support, open communication, and constructive 

feedback.  

 In the researcher's opinion, all of the preceding literature are relevant to mentoring 

relationships and fit into Kram and Isabella's (1985) study of career-supporting and 

psychosocial functions. Career-supporting functions include promoting visibility, giving 

sponsorship, providing feedback, protecting mentees from risks and challenges, and 

allocating demanding work tasks. In addition, acceptance, counseling, and relationships 
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are all psychosocial functions that assist mentees in establishing confidence and identity 

(Ragins & Kram, 2007). According to Kram (1985), mentors typically offer the most 

psychosocial and career support during the cultivating process. In addition, the separated 

process enables mentees to seek autonomy and independence from mentors. Finally, the 

mentors and mentees either transition into a different relationship or part ways.  

 Teachers can better integrate into the current cultural and pedagogical norms by 

receiving mentoring from the viewpoint of school-based mentors (Heikkinen et al., 2012). 

Moreover, mentoring for teachers is also a symbiotic relationship in which mentors 

benefit from the mentoring process. Therefore, mentoring is a crucial strategy for helping 

teachers navigate their way into the profession (Beutel & Spooner-Lane, 2009). 

According to Hunt and Michael (1983), mentoring relationships benefit all senior 

partners, including the senior partner, because they allow them to build a foundation of 

technical support and power they can draw upon in the future. For these reasons, the 

success of mentorship depends not only on a clear understanding of what it means but 

also on teachers’ openness to different sorts of mentors to share their material, classroom 

observations, discussions about their teaching and receiving professional support (KAPE, 

2021). Mentors should refrain from giving direct guidance during practice sessions. The 

mentors should instead provide several indirect suggestions so that the mentees can 

critically evaluate their beliefs and practices. Mentors must be tactful sometimes, so they 

must step aside and let the mentees take the lead (Fong et al., 2013). Thus, mentoring is a 

method for fostering professional development that relies on encouraging aspiring 

educators to consider new ways to engage with curricula and pedagogy. To do this, 

mentors must be willing to learn from their mentees in reciprocal relationships where 

both parties benefit, which includes being open to receiving constructive criticism and 

prepared to offer it as part of two-way relationships (Hudson, 2013).   
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2.2.1 The roles of mentor 

 A mentor may share with a mentee (or protege) information about his or her 

career path and provide guidance, motivation, emotional support, and role modeling. In 

addition, a mentor may help explore careers, set goals, develop contacts, and identify 

resources (Okurame & Balogun, 2005). Likewise, the mentor is an experienced teacher 

who assists the mentee in successfully integrating theoretical knowledge and practical 

skills, acquiring adequate practical teaching competencies as part of their entry into the 

profession (Gray, 2013, p. 15). As a result, a mentor assists the mentee in: 

1. Covert theoretical knowledge to practical abilities, especially during teaching 

practice;  

2. Adjust to institutional and organizational cultures and work effectively within 

them.  

 In practice, the mentor will frequently be required to: 

1. Allow the mentee to observe the role model while he/she teaches; 

2. Observe and provide constructive feedback to the mentee. 

 Moreover, the mentor will collaborate closely with other mentors throughout the 

mentoring process to ensure that the mentoring program encourages the development of 

practical teaching abilities. In addition, the mentor also assists the mentee in 

understanding the formal and informal norms of the organization's lifestyle and culture. 

Thus, mentors regularly provide professional modeling, personal guidance, and mentoring 

programs to their mentees (Abdelrahman et al., 2020). 

 According to KAPE (2021), the mentoring framework in Cambodian public 

schools is still being developed, as described by the New Generation Pedagogical 

Research Center's master of education in the mentoring program. Since they have 

completed a one-year training program at the NGPRC, where his course covers a wide 
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range of mentoring and leadership principles, mentors in this context are experienced 

teachers responsible for providing one-on-one professional support to other teachers. 

School-based mentoring means that mentors spend the majority of their time at a single 

school, where they may assist mentees every day. They can also co-teach, plan lessons, 

and organize pedagogical workshops, depending on the need of the school. In addition, 

the role of mentors in NGSs they provide their time in a single school where they are 

available to help teachers daily, continue to fulfil regular teaching duties for a portion of 

their time to maintain their teaching skills, follow up with several mentees at the same 

time, and they undertake classroom observations as their primary method of action 

(KAPE, 2021). 

According to Ragins and Kram (2007), mentors provide two types of functions to 

their mentees: career and psychosocial. In addition, they include mentoring behaviors 

such as acceptance and confirmation, counseling, friendship, and role modeling. 

Therefore, the mentors believe that the most beneficial element of the mentoring program 

was that it made them think about their relationships with their mentees and, in fact, their 

relationships with other teachers in their school (Beutel & Spooner-Lane, 2009).    

2.2.2 The roles of mentee 

 The mentees are primarily new. They are given a senior teacher who can provide 

them with recommendations, constructive criticism, and advice, which could affect how 

effective that teacher is, and teachers may also be the target (MoEYS, 2019; KAPE, 

2021).  

 Likewise, Hudson (2016) stated that mentees seek professional and personal 

qualities in their mentors, so they value positive relationships with them and the mentors' 

attributes (emotional intelligence, interpersonal skills) involved in the mentoring process. 
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According to the study of Ambrosetti et al. (2014, p. 230), indicates that the role of the 

mentee should follow as below:  

Table 2.2.2. 

The roles of the mentee 

Role Role description 

Contributor As a contributor the mentee works alongside the mentor by 

assisting and performing associate roles and tasks. 

Active participant Professional skills and knowledge. They initiate tasks, volunteer 

to undertake tasks and become involved in every aspect of the 

job. The mentee actively listens and acts on advice. 

Collaborator The mentee works alongside of the mentor in planning, 

implementing and reflecting on tasks. 

Reflector The mentee reflects orally and in written format on their own 

performance, actions and learning, and discuss these reflections 

with their mentor in order to clarify and develop professionally. 

Observer As an observer the mentee observes how tasks or actions are 

completed by their mentor and keeps observational notes. They 

discuss their observations in order to develop their skills and 

knowledge that pertains to the job and work environment.  

 

 In this regard, the mentees acted as supporters, active participants, collaborators, 

leaders, and role models. The frequency of the roles played suggests that collaboration 

serves as an inevitable practice in mentoring (Fong et al., 2013). Therefore, mentees gain 

knowledge and skills that help them work through difficulties and find solutions, 

positively impacting their personal and professional development (Beutel & Spooner-

Lane, 2008).  

2.3 The mentoring services support the mentees’ qualifications 

  According to Hobson (2017), it is critical to explain key phrases and concepts 

such as: non-hierarchical and off-line "from line management and supervision", non-
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evaluative and non-judgmental, psycho-social and well-being of mentees are supported, 

individualized and adapted to the mentee's individual and varied significantly "emotional 

and development". 

 More significantly, Mill Independent School and Rousseau Academy Federation 

identified to have several positive effects on both mentees and mentors, as well as school 

benefits (Hobson, 2020, pp. 521-545): 

1.  Impacts of participation on mentees: Socialization and entrance into the school; 

general pedagogical support (e.g., lesson planning assistance); topic pedagogy and 

material understanding; developing leadership or teaching skills; time and 

workload management; and career promotion and progression. 

2. Impacts of participation on mentors: Mentors' professional learning benefits are 

thought to include improved critical reflection on their practice, improved 

listening skills, improved knowledge and awareness of their organizations, and 

higher confidence in their mentoring or leadership skills. 

3. Wider impacts on school: Mentoring schemes had or were likely to have a broader 

impact on teaching practice, classroom management, mentoring sessions, 

discussion and feedback differently from other mentoring schemes, and workload. 

 The mentor's skills, knowledge, and guidance can significantly benefit the 

mentee's career growth. By receiving protection, mentoring, sponsorship, exposure, and 

other benefits, the mentee learns from the teacher-mentor and improves his or her career. 

A well-structured mentoring program improves qualification and work performance, 

promotes the careers of both mentees and mentors, and strengthens the group of 

applicants (Jyoti & Sharma, 2015).  
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 Mentoring programs are fundamentally linked to the professional growth of 

mentees (Alessa, 2017). In addition, mentoring is mentioned to decrease school dropout 

rates, increase academic achievement, promote self-identity and a positive self-image, 

reduce risky behaviors, and facilitate professional development (Eby et al., 2007). There 

has been much research done on mentoring and the roles influential mentors play in 

mentees' success based on four latent factors or domains: psychological and emotional 

support, goal-setting support, career path support, academic subject knowledge support, 

and the existence of a role model (Crisp & Cruz, 2009, as cited in Giggs, 2021). 

Therefore, an effective mentor will be a skilled advisor and teacher, a good listener and 

communicator, a sponsor, a protector, an opportunity maker, a model of scholarly 

research, a self-confident leader, and a lifelong learner (Heikkinen et al., 2012; Giggs, 

2021). 

2.4 The satisfaction of mentees’ engagement in the mentoring services 

 The transfer of leadership style to deliver mentoring services in the workplace is 

highly related to job satisfaction for mentors and mentees (Xu & Payne, 2014). According 

to Kram (1985), mentorship is a complicated and varied interpersonal relationship. 

Mentorship is defined by both positive and negative experiences that occur throughout 

time. Therefore, mentoring satisfaction varies depending on how many positive and 

negative mentoring experiences a person has had. Mentoring satisfaction is the mentees' 

overall assessment of and affective reactions to the mentoring relationship (Ragins et al., 

2000). It is a crucial predictor of mentoring success in the workplaces (Scandura & 

Pellegrini, 2007). 

 According to St-Jean and Audet (2009), several factors are likely to increase the 

satisfaction of mentees with the mentoring process, including: 
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1. Sharing knowledge and skills, exchanging work experiences, and providing 

constructive comments are all qualifications of the mentor. 

2. When evaluating the success of a mentoring relationship, Mullen (1994) pointed 

out that the mentor's attributes must be considered.  

3. The mentor and the mentee's psychosocial factors may influence their relationship 

(Armstrong et al., 2002). 

4. Mentoring increases the self-confidence and self-esteem of the mentee while also 

strengthening the mentee relationship (Waters et al. 2002). 

 A significant link to job attitudes, a prediction of positive outcomes and an 

effective mentorship process, and a strong relationship between mentors and mentees 

were documented in the publications (Xu & Payne, 2014). In addition, learning is 

increasingly seen as joint knowledge construction, the process in which learners construct 

knowledge based on their prior experiences and knowledge in social interaction. 

Mentoring has also been described as a transition toward constructivism (Heikkinen et al., 

2012). In addition, as noted by Okurane and Balogun (2005), mentoring fosters the 

constructive application of information, clear goals and roles, career success, career 

advancement, wage increases and promotions, and career and job satisfaction. The 

existence of a mentor is therefore linked to higher ratings of professional satisfaction 

since mentorship is linked explicitly to significant mentee benefits, such as enabling 

specialty choice, career development, and productivity (Clarke, 2019).  

2.5 The summary of chapter two 

 This chapter has reviewed four major sessions and four main sub-sessions: issues 

with the mentoring program, mentoring relationships, support of mentees' qualifications, 

and satisfaction of mentees' engagement. In the first section, the researcher reviewed the 
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general perspective of the NGPRC's mentoring program and mentoring framework in 

NGSs. The second session introduced the role of mentor and mentee. The third also 

showed the sources related to support of mentees' qualifications. Finally, the researcher 

also introduced crucial components that make mentees' engagement satisfied. 
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CHAPTER THREE: RESEARCH METHODOLOGY 
 

 This chapter three, the researcher describes the research design, population and 

sample, research instrument and measurements, data collection procedure, data analysis, 

and ethical considerations.   

3.1 The research designs 

The researcher used a quantitative correlation research design to collect and 

analyze data on the relationship between the mentees’ qualification support, the mentees’ 

satisfaction engagement in the mentoring services, and the well-being of mentor-mentee 

relationships with the quality of mentoring services in NGSs. The researcher also used 

descriptive analysis to describe the characteristics or behaviour of a sample population. 

Likewise, this research design is most appropriate to determine the degree of three 

factors: the support of the mentees’ qualifications, the satisfaction of the mentees’ 

engagement, and the well-being of the mentor-mentee relationships, which correlate with 

the quality of the mentoring program. According to Creswell (2012), the researcher used 

descriptive, correlation, and regression as the data analysis tools. For this study, the data 

collection was from mentees who have received mentoring services from school-based 

mentors in ten New Generation Schools (NGSs). As a result, the researcher created 

correlated score displays for the respondents, which displayed the data and correlation 

matrix tables to show the correlation between all variables. The researcher examined the 

positive or negative direction of the correlation scores, the degree of association between 

scores, and the strength of the association of the scores to interpret correlations. Then, the 

researcher could examine the multiple variable predictions that explain the outcome when 

the variables were correlated. 
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3.2 The population and sample 

 The mentees in ten New Generation Schools (NGSs) who received mentoring 

services from school-based mentors were the target population. The researcher used a 

census approach to collect data on the 269 mentees, a population obtained from ten NGS 

administrators and school-based mentors for the 2021-2022 school year. According to 

Lavrakas (2008), the census approach can provide detailed information on all or most 

elements in the population, allowing totals for rare population groups of mentees from ten 

NGSs in which the researcher collected the information using a survey questionnaire via 

Google Form. 

 In this study, the researcher sent a survey questionnaire to collect data from the 

mentees by sending the survey questionnaire via Google Form through the ten NGSs’ 

administrators, and they forwarded the survey questionnaire directly to 269 mentees with 

the returned 209. Among 209 respondents, only two were dropouts; approximately 207 

(76.97%) had valid responses (see Table 3.2).   

Table 3.2. 

The Mentees of Ten NGSs’ Population and Responses   

Participant 
Number of Mentees in Ten NGSs Total 

NGS1 NGS2 NGS3 NGS4 NGS5 NGS6 NGS7 NGS8 NGS9 NGS10  

No. of Pop.  44 40 27 24 33 27 12 35 14 13 269 

No. of Resp.  33 38 22 21 22 26 6 21 6 12 207 

Note. The number of participants (mentees) received from NGS Schools' administration and school-

based mentors in the academic year 2021-2022 
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3.3 The research instruments and measurements 

3.3.1. The research instruments 

 In the instrumentation for this study, the researcher revived the mentoring 

Functions Questionnaire (MFQ-9) and the survey questionnaire on the Influence of 

Mentoring Relationship Quality and Satisfaction on Novice Teacher’s Self-Efficacy 

(Scandura, 2004; Alessa, 2017). As a result, the researcher synthesized and combined 

these two survey questionnaires. In addition, the researcher removed some questions and 

added others to reflect the contents of the mentoring program offered by NGPRC's master 

training program in Mentoring. After the researcher received technical assistance from his 

supervisor and the master's mentoring program instructors, they discussed the contents of 

the mentoring program in detail which school-based mentors provided technical 

assistance to mentees in ten NGSs. 

 As previously stated, the researcher modified the research instrument to apply the 

relevant detail of mentoring services provided by school-based mentors to mentees in 

NGSs, allowing for this study on “The Correlation between Mentoring Program Quality 

and Developing Mentees Qualification, Satisfaction, and Well-being of Mentoring 

Relationships.” As a result, this study modified the new instrument of the survey 

questionnaire, which has five parts and consisted of ten demographic questions, twenty-

eight scale questions, and one question asking on rating score on the quality of the 

mentoring program in NGSs (see Appendix A). 

3.3.2. The research measurements 

 This study was adapted and developed to measure the investigated variables in the 

actual context of providing mentoring services to NGSs. The modified version used the 

scale questions, which were changed and modified. The following sections explain the 
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specific measurements and their operationalized items. In addition, these sections present 

the construction of the survey questionnaire. 

 Demographics consisted of five items to collect background information about 

mentees, including the participants' gender, age, Teaching Subject, Experiences, highest 

degree, and other mentee-related information. 

 The quality of Mentoring Program consisted of seven items that asked the mentees 

about their reflection on the quality of the mentoring program provided to NGSs. The 

statements were asked, "Please rate the score of your perception on the quality of the 

mentoring program in your New Generation Schools!" This scale was addressed (1 = 

Lowest Quality, 2 = Low Quality, 3 = Medium Quality, 4 = High Quality, 5 = Highest 

Quality).  

 Support of Mentees' Qualification consisted of seven items that asked mentees 

whether their school-based mentors provided mentoring services to support their careers. 

The statements were asked "The mentor was very supportive of my teaching career," 

"The mentor helps to streamline and design detailed curriculum studies," "The mentor 

shared his professional knowledge of mentoring," and "The mentor shares his experiences 

and educational research knowledge to upgrade the new knowledge," "The mentor shares 

technical knowledge of (ICT) in teaching in adopting the new context of society," and 

"The mentor shared his/her knowledge, teaching methods, and good teaching techniques 

with me." These scales were assessed on a 4-point Likert scale (1 = Strongly Disagree, 2 

= Disagree, 3 = Agree, 4 = Strongly Agree).  

 Satisfaction of Mentees' Engagement consisted of seven items asking mentees 

whether they were satisfied with the mentoring services NGSs provided. The statements 

were asked "I am happy when I get mentoring support," "I am pleased that my school is 
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implementing the mentoring program," "I appreciate the mentoring program that my NGS 

provides me," and "My mentor is a good role model for the teaching profession," "My 

mentor takes care of and dedicates time, especially to my professional work," "My 

mentor understands the teaching context and responds to my needs," and "This mentoring 

program is one that I would recommend to other teachers and schools." These scales were 

assessed on a 4-point Likert scale (1 = Strongly Disagree, 2 = Disagree, 3 = Agree, 4 = 

Strongly Agree). 

 The well-being of Mentor-Mentee Relationships consisted of seven items asking 

the mentees whether the school-based mentors had provided proper relationships with the 

mentoring services. The statements were asked "In terms of mentoring, the mentor and I 

have a good relationship," "Feedback from the mentor is helpful and constructs the 

teaching career," "My teaching has improved after receiving mentoring," and "I can 

handle teaching challenges and meet the needs of students after obtaining mentoring," 

"My mentor and I frequently meet to provide me with mentoring," "Apart from the 

mentoring work, my mentor and I still have a good relationship," and "The mentor and I 

confidently shared our professional experiences." These scales were assessed on a 4-point 

Likert scale (1 = Strongly Disagree, 2 = Disagree, 3 = Agree, 4 = Strongly Agree). 

 Because the instrument's psychometric properties are unknown, Cronbach's Alpha 

was used to measure its internal consistency to support its validity and reliability (Morgan 

et al., 2019). In contrast, construct validity was determined through factor analysis 

because the researcher removed some questions and added others to reflect the contents 

of the mentoring program offered by NGPRC's master training program in Mentoring. 

According to Humble (2020), the Kaiser-Meyer-Olkin (KMO) test is a measure for factor 

analysis to examine the strength of the partial correlation between the variables. KMO 
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values closer to 1.0 are considered ideal, while values less than 0.5 are unacceptable. 

Likewise, Cronbach's Alpha is a statistical measure for the reliability test. Generally, the 

alpha coefficient ranges in value from 0.0 to 1.0. Therefore, it may be used to describe the 

reliability of factors extracted from a dichotomous scale, and the reliability score of 

Alpha, α = 0.7 or higher to use a psychometric instrument (Morgan et al., 2019). 

3.3.2.1. The validity of measuring scales 

 Factor analysis was used to investigate unrelated items and assess the validity of 

the scales (Thompson, 2004; Morgan et al., 2019). In addition, it studied how these 

measures should examine the desired results based on the factor loading of the items and 

the correlational relationship. Three different scales were used in the analysis. The 

analysis focused on the support of mentees’ qualification, the satisfaction of mentee 

engagement, and the health of mentor-mentee relationships.  

 The first-factor analysis was related to the support of the mentees’ qualification. 

The results indicated that factor loading of commonalities ranged between 0.69 and 0.89, 

which examined that the item5 (The school-based mentor shares his experiences and 

academic research knowledge to upgrade the new knowledge.) is very good at 0.89, but 

item2 (the mentor helps to streamline and design detailed curriculum studies) is highly 

mediocre at 0.69. According to Humble (2020), the factor analysis confirmed that the 

KMO measure of sampling adequacy and Bartlett's test of sphericity: Kaiser-Meyer-Olkin 

measure of sampling adequacy was 0.91, above the commonly recommended value of 

0.60, and Bartlett's test of sphericity was significant𝜒2(207) = 796.81, 𝑝 < 0.01); 

therefore, the researcher can conclude that the seven items of the support of the mentees’ 

qualification were valid (see Table 4.2.1a). 
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Table 3.3.2.1a. 

Summary of the factors analysis for the mentees’ qualification scales. 

Items 

Factors Loading 

Support of Mentees’ 

Professional 

Development 

1. The mentor was very supportive of my teaching career. 0.75 

2. The mentor helps to streamline and design detailed 

curriculum studies. 
0.69 

3. The mentor shares how to manage and administrate a 

classroom. 
0.79 

4. The mentor shared his professional knowledge of mentoring. 0.85 

5. The mentor shares his experiences and educational research 

knowledge to upgrade the new knowledge. 
0.87 

6. The mentor shares technical knowledge of (ICT) in teaching 

in adopting the new context of society 
0.78 

7. The mentor shared his/her knowledge, teaching methods, 

and good teaching techniques with me. 
0.84 

Eigenvalue 4.44 

Variance 63.43 

Note: (N = 207, 1 = Strongly Disagree, 2 = Disagree, 3 = Agree, 4 = Strongly Agree) 

 The second factor analysis was used to examine the satisfaction of the mentees’ 

engagement scale. The study showed that the factor loading of commonalities ranged 

from 0.79 to 0.87, which indicated that the item1 (I am happy when I get mentoring 

support at 0.87 and item2 (I am pleased that my school is implementing the mentoring 

program at 0.86) are very good, but item7 (My mentor understands the teaching context 

and responds to my needs at 0.79) is good. In addition, according to Humble (2020), the 

factor analysis confirmed that the KMO measure of sampling adequacy and Bartlett's test 
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of sphericity: Kaiser-Meyer-Olkin measure of sampling adequacy was 0.9, above the 

commonly recommended value of 0.6, and Bartlett’s test of sphericity was significant 

𝜒2(207) = 1044.44; 𝑝 < 0.01); therefore, the researcher can conclude that the seven 

items of the satisfaction of the mentees’ engagement were valid. (See Table 4.2.1b)  

Table 3.3.2.1b. 

Summary of factor analysis for the satisfaction of mentees’ engagement scales. 

Items 

Factors Loading 

Satisfaction of Mentees’ 

Engagement 

1. I am happy when I get mentoring support. 0.87 

2. I am pleased that my school is implementing the 

mentoring program.  
0.86 

3. I appreciate the mentoring program that my NGS provides 

me.  
0.83 

4. My mentor is a good role model for the teaching 

profession. 
0.82 

5. My mentor takes care of and dedicates time, especially to 

my professional work.  
0.84 

6. My mentor understands the teaching context and responds 

to my needs. 
0.79 

7. This mentoring program is one that I would recommend to 

other teachers and schools.  
0.81 

Eigenvalue 4.85 

Variance 69.27 

Note. (N = 207, 1 = Strongly Disagree, 2 = Disagree, 3 = Agree, 4 = Strongly Agree) 

 The third-factor analysis examined the well-being of the scale of the mentor-

mentee relationships. The results showed that the factor loading of commonalities ranged 

from 0.72 to 0.84, which indicated that item3 (My teaching has improved after receiving 
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mentoring at 0.84) is very good, but item5 (My mentor and I frequently meet to provide 

me with mentoring at 0.72) is good. In addition, according to Humble (2020), the factor 

analysis confirmed that the KMO measure of sampling adequacy and Bartlett’s test of 

sphericity: Kaiser-Meyer-Olkin measure of sampling adequacy was 0.87, above the 

commonly recommended value of 0.6, and Bartlett’s test of sphericity was significant 

𝜒2(207) = 894.35; 𝑝 < 0.01); therefore, the researcher can conclude that the seven 

items of the satisfaction of the mentees’ engagement were valid (see Table 4.2.1c). 

Table 3.3.2.1c. 

Summary of factor analysis for mentor-mentee’s well-being relationships scales. 

Items 

Factors Loading 

Well-being of Mentor-

Mentee Relationships 

1. In terms of mentoring, the mentor and I have a good 

relationship.  
0.82 

2. Feedback from the mentor is helpful and constructs the 

teaching career.  
0.81 

3. My teaching has improved after receiving mentoring. 0.84 

4. I can handle teaching challenges and meet the needs of 

students after obtaining mentoring.  
0.81 

5. My mentor and I frequently meet to provide me with 

mentoring.  
0.72 

6. Apart from the mentoring work, my mentor and I still have a 

good relationship. 
0.77 

7. The mentor and I confidently shared our professional 

experiences.   
0.83 

Eigenvalue 4.48 

Variance 64.01 

Note. (N = 207, 1 = Strongly Disagree, 2 = Disagree, 3 = Agree, 4 = Strongly Agree) 
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3.3.2.2 The reliability of measuring scales 

 All scales underwent Cronbach's Alpha testing to confirm that they measured the 

intended characteristics. The researcher must examine the results of each factor's 

variables from reliable scales; Cronbach's alphas were computed. The support for mentee 

qualification scale had an alpha of α = 0.9, the satisfaction with mentee engagement scale 

had an alpha of α = 0.93, and the well-being of mentor-mentee relationships scale had an 

alpha of α = 0.91, indicating that the items would make up scales with very high internal 

consistency reliability (see Table 3.3.2.2). 

Table 3.3.2.2. 

Summary of Cronbach’s alpha for all measuring scales 

Scales Items Cronbach’s Alpha (α) 

1. The Support of Mentees’ Qualification 7 0.9 

2. The Satisfaction of Mentees’ Engagement 7 0.93 

3. The Well-being of Mentor-Mentee 

Relationships 
7 0.91 

Note.  (N = 207, 1 = Strongly Disagree, 2 = Disagree, 3 = Agree, 4 = Strongly Agree) 

3.4 The data collection procedure 

 After the researcher gave the permission letter from NGPRC’s Manager to NGSs 

principals, they allowed the mentees to respond to this study. First, the questionnaire was 

self-administrated by sending the survey questionnaire via Google Form through the ten 

NGSs administrators. Then they forwarded the questionnaire directly to 269 mentees who 

received mentoring services from the school-based mentors for the 2021-2022 school 

year. However, the researcher allowed the mentees to complete the survey questionnaire 

in Google Form for some time from May 5th to May 31st, 2022. Before responding to the 

survey questionnaire, the researcher provided clear guidance on the objectives and 

procedures for responding confidentially and anonymously. Furthermore, the mentees 
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responded to the survey questionnaire voluntarily and had the right to stop responding if 

they thought they did not want to continue to answer the questions. 

3.5 The data analysis 

 Data gathered from this instrument was downloaded to the Excel platform. Then, 

the researcher started cleaning and coding the data in the Excel platform before 

transferring it to SPSS version 22 to analyze the data and answer the research questions 

and hypotheses. Therefore, the researcher used statistical tools in SPSS version 22 for 

making data analyses. 

 Measures of central tendency such as mean, median, and standard deviation were 

used to analyze the data gathered from the survey instrument (Terrell, 2021).  

 Factor analysis was used to assess evidence for the validity of measuring scales by 

using the Kaiser-Meyer-Olkin (KMO) measure, and Cronbach’s Alpha was used to assess 

the internal consistency reliability of the items that were assumed to make up each 

construct or scale (Humble, 2020; Morgan et al., 2019). 

 A t-test analysis was used to determine if there was a significant difference 

between the means of the two groups and how they were related to compare males and 

females on the support of mentees' qualifications, the satisfaction of mentees' 

engagement, and the well-being of mentor-mentee relationships. 

 Correlation analysis was used to determine the degree of correlation between 

variables or sets of cores, with coefficient values ranging from - 1.0 to +1.0, with 0.0 

indicating no linear correlation at all. Furthermore, Creswell and Guetterman (2019), the 

coefficient value provided helpful information about the degree of correlation between 

the variables (see Table 3.5), below:  
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Table 3.5. 

Interpretation of the correlation between variables by Morgan et al. (2019) 

Correlation Coefficient (r) Description 

If r=1.0 the correlation is said to be perfect positive. 

If r=-1.0  the correlation is said to be perfect negative.  

If r=0.0 the variables X and Y are said to be uncorrelated. 

If 0 < r ≥ 0.4  Low/weak correlation. 

If 0.4 ≤ r < 0.7 moderate correlation. 

If 0.7 ≤ r < 1.0 high correlation.  

Note:  the coefficient values ranging from 0.70 or higher for good prediction 

 Morgan et al. (2019) the simple regression was used to predict a dependent 

variable (i.e., the quality of the mentoring program) from an independent variable (i.e., 

The degree of support for the mentees’ qualification) to answer the hypothesizes. 

Likewise, multiple regression was used to predict a dependent variable (i.e., the quality of 

the mentoring program) from a combination of several dichotomous independent 

variables (i.e., the degree of support for the mentees’ qualification, the degree of 

satisfaction in mentees’ engagement, and the degree of well-being in mentor-mentee 

relationships) to answer the hypothesis. 

3.6 The ethical considerations 

 The New Generation Pedagogical Research Center (NGPRC) approved this study 

and granted permission to conduct research in ten New Generation Schools (NGSs). The 

researcher then called the principals and sent them permission letters via telegram to 

explain the purpose of the study. After the principals approved this study, the researcher 

sent the survey questionnaire via Google Form through the ten NGSs administrators to 

forward directly to the 269 mentees. Furthermore, the mentees had the option to answer 

or decline to respond to the study at any time. The identity of the mentees who responded 

to the survey questionnaire was not revealed in this study, and the researcher only used 
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the personal data collected from the mentees to write his graduate thesis. Furthermore, all 

of the information in this study was useful for the researcher to write up, analyze, and 

interpret to create this thesis. 

3.7 The summary of chapter three 

 In this Chapter, the researcher used the quantitative study utilized a correlation 

research design. The research used the survey questionnaire via Google Forms to collect 

the data by sending the survey link directly to the mentees from NGSs. Moreover, the 

researcher used Excel to clean the data before transferring data to SPSS to analyze the 

KMO measure for the validity of measuring scales and Cronbach’s Alpha for the internal 

consistency and reliability of the items.  

This study was conducted to determine the quality of the mentoring program can 

be predicted using three different variables: support for mentee qualifications, satisfaction 

with mentee engagement, and the well-being of mentor-mentee relationships to improve 

the quality of teaching and professional career support in NGSs. The teachers are the 

mentees who have been investigated by using a survey questionnaire that the mentees 

rated their perceptions on seven statement scales on the support of the mentees' 

qualifications, the satisfaction of the mentees' engagement, and the well-being of mentor-

mentee relationships in which the school-based mentors who have provided them all to 

support the mentoring program's effectiveness. As part of the survey instrument, the 

statements synthesized from Sandura's (2004) Functions Questionnaire (MFQ-9), Alessa's 

(2017) survey questionnaire on the Influence of Mentoring Relationship Quality and 

Satisfaction on Novice Teacher's Self-Efficacy, and the researcher removed and added 

some contents reflected the NGPRC's training program.  
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Finally, the research would be destroyed the data collection after the thesis has 

been finally accepted, and the data would be kept confidential. The next Chapter will 

present the findings in Chapter Four of this study.   
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CHAPTER FOUR: RESULTS 

 In this Chapter, the researcher will show six main findings as the following: (1) 

demographics of mentees’ profile, (2) support of the mentoring program in NGSs, (3) 

support of mentees’ qualifications, (4) satisfaction of mentees’ engagement, (5) well-

being of mentor-mentee relationships, and (6) quality of mentoring program relationships.  

4.1 The demographics of mentees’ profile 

The researcher used descriptive statistics to display the mentees' demographic data 

in this finding related to the mentees' profile background. The finding showed that the 

demographic information about the mentees. The percentages of responses from male 

mentees (n = 108; 52.2%) and female mentees (n = 99; 47.8%), as well as the mentees' 

ages (M = 30.5; SD = 6.71) and work experiences (M = 7.55; SD = 6.94). Additionally, 

the majority of mentees (72.5%) received bachelor's degrees, (12.1%) received master's 

degrees, and (0.5%) received diplomas, according to the qualification degree of the 

mentees. 

The researcher observed that the mentees are primarily young because their age 

standard deviation is near their mean. In addition, the standard deviation of the mentees' 

teaching career experience is also near the mean year of their experiences, indicating that 

most are equally inexperienced educators (see Table 4.1). 
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4.2 The support of mentoring program in NGSs 

 In responses to the statements of the support of the mentoring program in NGSs, 

the results that involved the mentees’ perceptions in rating each statement are shown in 

Table 4.2a. Most of the responding mentees considered all items as highly supporting the 

mentoring program in NGSs, with (M = 3.37; SD = 0.57) agree (55.6%), and strongly 

agree (41.1%) on the statement “the mentoring program is significant for my NGS”. 

Moreover, the mentees did not support the statements that “the mentoring program was 

rigorous and put me under much pressure” (M = 1.99; SD = 0.57) disagree (73.9%) and 

strongly disagree (14.5%) and “the mentoring program frustrated and hindered my 

teaching career” (M = 1.84; SD = 0.55) disagree (71.5%) and strongly disagree (23.2%).  

 As a result, the researcher concluded that because mentoring has improved their 

teaching careers, most mentees in NGSs firmly support the mentoring program at their 

schools (see Table 4.2). 

Table 4.2a. 

Summary of support of mentoring program scales in NGSs 

Items M SD 
Strongly 

disagree 
Disagree Agree 

Strongly 

agree 

1. The mentoring program is significant for my 

NGSs.  
3.37 0.57 0.5% 2.9% 55.6% 41.1% 

2. The mentoring program supports the 

development of my teaching career. 
3.28 0.52 0.5% 1.9% 67.1% 30.4% 

3. The mentoring program was rigorous and 

put me under much pressure. 
1.99 0.57 14.5% 73.9% 9.7% 1.9% 

4. The mentoring program adapts to change the 

implementation of teaching methods. 
2.94 0.56 2.4% 11.6% 75.8% 10.1% 

5. The mentoring program adapts to change the 

administration classroom management. 
2.83 0.57 1.9% 20.3% 70.5% 7.2% 

6. The mentoring program brings technical 

knowledge (ICT) to practice. 
2.94 0.5 0.0% 15.5% 75.4% 9.2% 

7. The mentoring program frustrated and 

hindered my teaching career. 
1.84 0.55 23.2% 71.5% 3.9% 1.4% 

Note. (N = 207, 1 = Strongly Disagree, 2 = Disagree, 3 = Agree, 4 = Strongly Agree) 



54 

 

 

The mentees have responded positively to the program's level of support and rated 

their perception of the quality of the mentoring program (M = 3.88; SD = 0.74). The 

results showed that the mentees gave positive support to the mentoring program at its 

high-quality rate (60.4%) and highest quality rate (16.4%). Nevertheless, some of the 

mentees negatively impacted the mentoring program quality in their NGSs, which rated 

lowest quality (1.0%) and low quality (2.9%) (see Table 4.2b). 

Table 4.2b. 

The rate perception of support for quality of the mentoring program in NGSs. 

Scales M SD N % 

Rating perception of NGS Schools 3.88 0.74 -- -- 

    1. Lowest Quality -- -- 2 1.0 

     2. Low Quality -- -- 6 2.9 

     3. Medium Quality -- -- 40 19.3 

     4. High Quality -- -- 125 60.4 

     5. Highest Quality -- -- 34 16.4 

Total 3.88 0.74 207 100.0 

Note. (N = 207, 1 = Lowest Quality, 2 = Lowest Quality, 3 = Medium Quality, 4 = High Quality, 5 = Highest 

Quality) 

 

Independent t-test 

 An independent t-test was used to test the impact of male and female mentees on 

the support of mentees’ qualifications, the satisfaction of mentees’ engagement, and the 

well-being of mentor-mentee relationships. After conducting an independent t-test to 

assess the difference between male and female mentees, the results showed that there was 

not a significant difference between males and females in support of the mentees’ 

qualification, t(205) = -0.6, p = 0.55 > 0.05, which the mean of support of mentees’ 

qualification of male mentees (M = 3.01; SD = 0.4) and female mentees (M = 3.04; SD = 

0.33). Likewise, there was no a significant difference between male and female on the 
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satisfaction of mentees’ engagement, t(205) = -1.8, p = 0.07 > 0.05, which the mean of 

satisfaction of mentees’ engagement of male mentees (M = 3.06; SD = 0.33) and female 

mentees (M = 3.14; SD = 0.33). Additional, there was also no a significant difference 

between male and female mentees on the well-being of mentor-mentee relationships, 

t(205) = -1.27, p = 0.21 > 0.05, which the mean of the well-being of mentor-mentee 

relationships of male mentees (M = 3.07; SD = 0.34) and female mentees (M = 3.16; SD = 

0.32) (see Table 4.2c) 

Table 4.2c. 

Summary of t-test analysis for comparing male and female on the support of mentoring 

program 

Variable  
Male Female 

t-test 
M SD M SD 

The support of the mentees’ professional 

development 
3.01 0.4 3.04 0.33 -0.6 

The satisfaction of the mentees’ engagement 3.06 0.36 3.14 0.33 -1.8 

The well-being of mentor-mentee 

relationships 
3.06 0.34 3.12 0.32 -1.27 

Note: (N = 207, Male = 108, Female = 99, **p < 0.05, ** p < 0.01, 1 = Strongly Disagree, 2 = Disagree, 3 

= Agree, 4 = Strongly Agree) 

4.3 The mentoring services support on the mentees’ professional Development  

 In responses to the statements of the mentoring services support on the mentees’ 

qualifications, the results that showed the mentees’ perceptions in rating each statement 

are shown in Table 4.3a. Most of the responding mentees considered all items as highly 

the mentoring services support their qualifications. As the results, the statement “the 

mentor shared his professional knowledge of mentoring” with (M = 3.05; SD = 0.41) 

agree (84.5%), and strongly agree (10.6%) and then the statement “the mentor shared how 

to manage and administrate a classroom” with (M = 3.07; SD = 0.43) agree (81.2%) and 

strongly agree (13.3%). Moreover, the other statements the mentees rated highly positive, 
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that the mentoring services provided them fruitfully to improve their technical support in 

their professional teaching (see Table 4.3a). 

Table 4.3a.  

Summary of support of mentees’ professional development scales 

Variables M SD 
Strongly 

disagree 
Disagree Agree 

Strongly 

agree 

1. The mentor was very supportive of my 

teaching career 
3.14 0.44 0.0% 3.4% 79.2% 17.4% 

2. The mentor helps to streamline and design 

detailed curriculum studies 
2.88 0.51 0.5% 17.9% 74.4% 7.2% 

3. The mentor shares how to manage and 

administrate a classroom 
3.07 0.43 0.0% 5.8% 81.2% 13.0% 

4. The mentor shared his professional 

knowledge of mentoring 
3.05 0.41 0.5% 4.3% 84.5% 10.6% 

5. The mentor shares his experiences and 

educational research knowledge to upgrade the 

new knowledge 

3.0 0.46 0.5% 9.2% 80.2% 10.1% 

6. The mentor shares technical knowledge of 

(ICT) in teaching to align with the new 

context of society 

2.91 0.52 1.9% 12.6% 77.8% 7.7% 

7. The mentor shared his/her knowledge, 

teaching methods, and good teaching 

techniques with me 

3.08 0.49 1.0% 5.3% 78.7% 15.0% 

Note: (N = 207, 1 = Strongly Disagree, 2 = Disagree, 3 = Agree, 4 = Strongly Agree) 

  

 A Pearson Correlation test was used, and a statistical correlation between 

investigated variables was found. The results showed that the correlation between each 

scale ranged from r (205) = 0.45 to 0.69, p <0.01; these scales were a moderate 

correlation between each variable in the statements. (See table 4.3b). 
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Table 4.3b. 

Summary of Cronbach’s alpha for supporting the mentees’ professional development 

measuring scales. 

Variable 
r 

1 2 3 4 5 6 7 

1. The mentor was very 

supportive of my teaching career 
--       

2. The mentor helps to 

streamline and design detailed 

curriculum studies 

.49** --      

3. The mentor shares how to 

manage and administrate a 

classroom 

.49** .46** --     

4. The mentor shared his 

professional knowledge of 

mentoring 

.59** .45** .64** --    

5. The mentor shares his 

experiences and educational 

research knowledge to upgrade 

the new knowledge 

.56** .54** .64** .69** --   

6. The mentor shares technical 

knowledge of (ICT) in teaching 

to alight with the new context of 

society 

.48** .49** .53** .63** .66** --  

7. The mentor shared his/her 

knowledge, teaching methods, 

and good teaching techniques 

with me 

.61** .49** .62** .69** .69** .54** -- 

Note: (N = 207), ** Correlation is significant at the .01 level (2-tailed), *Correlation is significant at the .05 

level (2-tailed) 

Hypothesis 1: The degree of support of the mentees’ professional development is 

statistically significant with the quality of the mentoring services.   
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 The result found a significant correlation (p < 0.01) between the support of 

mentees’ qualifications and the quality of the mentoring services (𝑅2= 0.32, F (1, 205) = 

95.96,           r = 0.57). The coefficient of determination by squaring Pearson’s r value 

from the correlation, the coefficient tells us that 32% of the change in the criterion 

variable (the mentoring program’s quality) is caused by the predictor variable (the degree 

of support for mentees’ qualification). According to Morgan et al. (2019), it is a positive 

moderate correlation if 0.4 ≤ r = 0.57 < 0.7 (see Table 4.3c). 

Table 4.3c. 

The mentees’ professional development’s support predicts the mentoring services’ quality.   

Variable B SE 

95% CI 

β t P Lower 

Bound 

Upper 

Bound 

Constant -.52 7.07 -14.45 13.41  -0.07 0.94 

The degree of support for 

the mentees' professional 

development 

22.75 2.32 18.17 27.33 0.57 9.80 0.00 

Note. (N = 207, 1 = Strongly Disagree, 2 = Disagree, 3 = Agree, 4 = Strongly Agree) 

 

4.4 The satisfaction of mentees’ engagement on mentoring services 

 In responses to the statements the section of satisfaction of mentees’ engagement 

on the mentoring services, the results that showed the mentees’ perceptions in rating each 

statement are shown in Table 4.4a. Most of the responding mentees considered all items 

as highly satisfaction on the mentoring services in their schools. As the results, the 

statement “My mentor understands the teaching context and responds to my needs” with 

(M = 3.05; SD = 0.4) agree (85.1%), and strongly agree (10.1%) and then the statement “ 

My mentor is a good role model for the teaching profession” with (M = 3.12; SD = 0.4) 

agree (84.1%) and strongly agree (12.6%). Another statement “I will recommend this 
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mentoring program to other teachers and schools” with (M = 3.07; SD = 0.39) agree 

(84.1%) and strongly agree (11.6%). Therefore, most of the mentees were satisfied and 

participated in the mentoring services the mentors provided (see Table 4.4a). 

Table 4.4a. 

Summary of satisfaction of mentees’ engagement 

Variables M SD 
Strongly 

disagree 
Disagree Agree 

Strongly 

agree 

1. I am happy when I get mentoring support 3.14 0.42 0.0% 2.9% 80.2% 16.9% 

2. I am pleased that my school is 

implementing the mentoring program 
3.17 0.48 0.5% 2.9% 75.4% 21.3% 

3. I appreciate the mentoring program that my 

NGS provides me 
3.12 0.4 0.0% 2.9% 82.6% 14.5% 

4. My mentor is a good role model for the 

teaching profession 
3.09 0.41 0.5% 2.9% 84.1% 12.6% 

5. My mentor takes care of and dedicates time, 

especially to my professional work 
3.06 0.4 0.0% 5.3% 83.6% 11.1% 

6. My mentor understands the teaching context 

and responds to my needs 
3.05 0.4 0.5% 4.3% 85.0% 10.1% 

7. I will recommend this mentoring program 

to other teachers and the school 
3.07 0.39 0.0% 4.3% 84.1% 11.6% 

Note. (N = 207, 1 = Strongly Disagree, 2 = Disagree, 3 = Agree, 4 = Strongly Agree) 

A Pearson Correlation test was used, and statistical correlation between 

investigated variables was found. The results showed that the correlation between each 

scale ranged from r (205) = 0.51 to 0.81, p <0.01; these scales were ranged from 

moderate correlation to high correlation. The study has noted that the two variables were 

high correlation between “I am happy when I get mentoring support” with “I am pleased 

that my school is implementing the mentoring program,” r (205) = 0.81, p <0.01. 

Furthermore, “I am pleased that my school is implementing the mentoring program” with 

“My mentor understands the teaching context and responds to my needs” were moderate 

correlation, r (205) = 0.51, p < 0.01.  (See Table 4.4b) 
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Table 4.4b. 

Summary of Cronbach's alpha for the satisfaction of mentees’ engagement measuring scales. 

Variable 
R 

1 2 3 4 5 6 7 

1. I am happy when I get mentoring 

support 
--       

2. I am pleased that my school is 

implementing the mentoring program 
.81** --      

3. I appreciate the mentoring program 

that my NGS provides me 
.73** .77** --     

4. My mentor is a good role model for 

the teaching profession 
.63** .64** .59** --    

5. My mentor takes care of and 

dedicates time, especially to my 

professional work 

.67** .63** .62** .68** --   

6. My mentor understands the teaching 

context and responds to my needs 
.61** .51** .54** .65** .67** --  

7. I will recommend this mentoring 

program to other teachers and the school 
.61** .63** .59** .59** .65** .65** -- 

Note. (N = 207), ** Correlation is significant at the .01 level (2-tailed), *Correlation is significant at the .05 level 

(2tailed) 

Hypothesis 2: The degree of satisfaction of the mentees’ engagement on the mentoring 

services is statistically significant with the quality of the mentoring services.  

The result found a significant correlation (p < 0.01) between the satisfaction of the 

mentees’ engagement and the quality of the mentoring services (𝑅2= 0.35, F(1, 

205)=111.18, r = 0.59). The coefficient of determination by squaring Pearson’s r value 

from the correlation, the coefficient tells us that 35% of the change in the criterion 

variable (the mentoring program’s quality) is caused by the predictor variable (the degree 

of satisfaction with the mentees’ engagement). According to Morgan et al. (2019), it is a 

positive moderate correlation if 0.4 ≤ r = 0.59 < 0.7 (see Table 4.4c). 
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Table 4.4c. 

The satisfaction of mentees’ engagement predicts the mentoring program’s quality 

Variable B SE 

95% CI 

β t p Lower 

Bound 

Upper 

Bound 

Constant -10.51 7.51 -25.31 4.30  -1.40 0.16 

The degree of satisfaction 

with the mentees’ 

engagement 

25.39 2.41 20.64 30.13 0.59 10.54 0.00 

Note: (N = 207, 1 = Strongly Disagree, 2 = Disagree, 3 = Agree, 4 = Strongly Agree) 

 

4.5 The well-being of mentor-mentee relationships 

 In response to the claims made in the section about the well-being of the mentor-

mentee relationship, the results that indicated the mentees’ perceptions in rating each 

statement are shown in Table 4.5a. The majority of mentees who responded thought that 

all items were positive relationships in their interactions with the mentoring process in 

their schools. As the results, the statement “I can handle teaching challenges and meet the 

needs of my students after obtaining mentoring” with (M = 3.02; SD = 0.37) agree 

(87.4%), and strongly agree (7.7%) and then the statement “The mentor and me 

confidently shared our professional experiences” with (M = 3.08; SD = 0.41) agree 

(82.6%) and strongly agree (12.6%). Moreover, the other statements the mentees rated 

highly positive, that the mentoring services provided them good communication to 

improve their technical support in their professional teaching (see Table 4.5a). 
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Table 4.5a. 

Summary of well-being of mentor-mentee relationships scales 

Variables M SD 
Strongly 

disagree 
Disagree Agree 

Strongly 

agree 

1. In terms of mentoring, the mentor and me 

have a good relationship 
3.18 0.42 0.0% 1.4% 79.2% 19.3% 

2. Feedback from the mentor is helpful and 

constructs the teaching career 
3.14 0.44 0.5% 1.9% 80.2% 17.4% 

3. My teaching has improved after receiving 

mentoring 
3.06 0.42 0.0% 5.8% 82.1% 12.1% 

4. I can handle teaching challenges and meet 

the needs of students after obtaining mentoring 
3.02 0.37 0.5% 4.3% 87.4% 7.7% 

5. My mentor and me frequently meet to 

provide me with mentoring   
2.94 0.45 0.0% 13.0% 79.7% 7.2% 

6. Apart from the mentoring work, my mentor 

and me still have a good relationship with each 

other 

3.16 0.41 0.0% 1.4% 80.7% 17.9% 

7. The mentor and me confidently shared our 

professional experiences 
3.08 0.41 0.0% 4.8% 82.6% 12.6% 

Note. (N = 207, 1 = Strongly Disagree, 2 = Disagree, 3 = Agree, 4 = Strongly Agree) 

A Pearson Correlation test was used, and statistical correlation between 

investigated variables was found. The results showed that the correlation between each 

scale ranged from r (205) = 0.47 to 0.80, p < 0.01; these scales were also ranged from 

moderate correlation to high correlation. The study has noted that the two variables were 

high correlation between “My teaching has improved after receiving mentoring” with “I 

can handle teaching challenges and meet the needs of students after obtaining 

mentoring,” r (205) = 0.80, p < 0.01. Furthermore, “In terms of mentoring, the mentor 

and I have a good relationship” with “I can handle teaching challenges and meet the 

needs of students after obtaining mentoring” were moderate correlation, r (205) = 

0.47, p < 0.01 (see Table 4.5b). 
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Table 4.5b.  

Summary of Cronbach's alpha for the well-being of mentor-mentee relationships measuring scales. 

Variable 

R 

1 2 3 4 5 6 7 

1. In terms of mentoring, the mentor and I 

have a good relationship 
--       

2. Feedback from the mentor is helpful and 

constructs the teaching career 
.70** --      

3. My teaching has improved after receiving 

mentoring 
.57** .66** --     

4. I can handle teaching challenges and meet 

the needs of students after obtaining 

mentoring 

.47** .57** .80** --    

5. My mentor and I frequently meet to 

provide me with mentoring   
.52** .41** .51** .59** --   

6. Apart from the mentoring work, my 

mentor and I still have a good relationship 

with each other 

.68** .57** .54** .48** .48** --  

7. The mentor and I confidently shared our 

professional experiences 
.62** .61** .62** .62** .55** .59** -- 

Note. (N = 207), ** Correlation is significant at the .01 level (2-tailed), *Correlation is significant at the .05 level (2-tailed) 

Hypothesis 3: The degree of the well-being of the mentor-mentee relationships is 

statistically significant with the quality of the mentoring services. 

The result found a significant correlation (p < 0.01) between the well-being of 

mentor-mentee relationships and the quality of the mentoring program (𝑅2= 0.36, F(1, 

205)=116.36, r =0.6). The coefficient of determination by squaring Pearson’s r value 

from the correlation, the coefficient tells us that 36% of the change in the criterion 

variable (the mentoring program’s quality) is caused by the predictor variable (the degree 

of well-being in mentor-mentee relationships). According to Morgan et al. (2019), it is a 

positive moderate correlation if 0.4 ≤ r = 0.6< 0.7 (see Table 4.5c). 
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Table 4.5c. 

The well-being of mentor-mentee relationships predicts the mentoring program’s 

quality 

Variable B SE 

95% CI 

β t p Lower 

Bound 

Upper 

Bound 

Constant -14.56 7.71 -29.77 0.65  -1.89 0.06 

The degree of well-being 

in mentor-mentee 

relationships 

26.82 2.49 21.92 31.72 0.60 10.79 0.00 

Note. (N = 207, 1 = Strongly Disagree, 2 = Disagree, 3 = Agree, 4 = Strongly Agree) 

 

4.6 The relationships of mentoring service quality  

A Pearson Correlation test was used, and statistical correlation between 

investigated variables was found. The results showed that the correlation between each 

scale ranged from r (205) = 0.74 to .84, p < 0.01; these scales were high correlation (see 

Table 4.6a).  

Table 4.6a. 

Summary of Cronbach's alpha for the support of the mentees’ qualification, the 

satisfaction of the mentees’ engagement, and the well-being of the mentor-mentee 

relationships measuring scales. 

Variables 
r 

1 2 3 

1. The support of the mentees’ professional development --   

2. The well-being of the mentor-mentee relationships .77** --  

3. The satisfaction of the mentees’ engagement .74** .84** -- 

Note. (N = 207), ** Correlation is significant at the .01 level (2-tailed), *Correlation is significant at the .05 

level (2-tailed) 

Hypothesis 4: The quality of the mentoring program can be predicted/determined by (1) 

the degree of support for the mentee's professional development, (2) the degree of 
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satisfaction in mentee's engagement on the mentoring services, and (3) the degree of well-

being in mentor-mentee relationships.  

 The result showed that the support of mentees’ professional development (B=7.86, 

t(205)=2.22, p<0.05), the satisfaction of the mentees’ engagement (B=9.95, t(205)=2.24, 

p<0.05), and the well-being of the mentor-mentee relationships (B=11.48, t(205)=2.38, 

p<0.05) were significantly predicted the quality of the mentoring program. Therefore, 

they also explained a significant proportion of variances in the quality of the mentoring 

program score (𝑅2= 0.40, F(1, 205)=45.66, p<0.01, r = 0.64). This study indicates that 

they were explained (40%) of the variances in the mentoring program quality; thus, they 

were also positive moderate correlation if 0.4 ≤ r = 0.64 < 0.7 (Morgan et al., 2019) (See 

Table 4.6b). 

Table 4.6b. 

The degree of support for mentees’ professional development, the degree of satisfaction 

with mentees’ engagement, and the degree of well-being in mentor-mentee relationships 

predict the mentoring program's quality 

Variable B SE 

95% CI 

β t p Lower 

Bound 

Upper 

Bound 

Constant -21.80 7.75 -37.09 -6.52  -2.81 0.005 

The degree of support for the 

mentees’ professional 

development  

7.86 3.54 0.87 14.85 0.20 2.22 0.03 

The degree of satisfaction 

with the mentees’ 

engagement  

9.95 4.44 1.19 18.71 0.23 2.24 0.03 

The degree of well-being in 

mentor-mentee relationships 
11.48 4.82 1.97 20.99 0.26 2.38 0.02 

Note.  (N = 207, 1 = Strongly Disagree, 2 = Disagree, 3 = Agree, 4 = Strongly Agree) 
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4.7 The summary of chapter four 

 The demographical information showed that most mentees are between 21 and 30 

years old and are new teachers based on their teaching experience of only one to five 

years. Among the Mentees who participated in responses to the survey questionnaire via 

the link, about (21.7%) were primary school teachers, and about 26.6% were primary 

school teachers; in social sciences, about (26.6%) and in science subjects, about (37.2%).  

Most Mentees support the mentoring program in their NGSs and are satisfied 

participating in the mentoring services provided by school-based mentors. The 

relationship between mentor and mentee is positive in sharing teaching experiences, new 

technical teaching methods, and classroom management with each other. However, a few 

mentees are not satisfied with this mentoring service; the process of providing mentoring 

services is still smooth and fruitful in contributing to the quality of teaching and 

managing the class after the mentees have received mentoring.  

 Therefore, the researcher concluded that many factors, such as school principals, 

education development partners, school-based mentors, and the community, also 

contributed to a positive change in the quality of education. However, the findings 

predicted that the mentoring services that school-based mentors provide are still the 

moderate implementation of the mentoring process in the contribution of their work to 

NGSs. In addition, the type of mentoring in NGSs is mostly informal but contributes 

positively and significantly to the mentees’ career development. Thus, mentoring services 

can bring about higher job satisfaction and improve the quality of education, even though 

it is still new in schools, especially in NGSs contexts. 
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CHAPTER FIVE: DISCUSSION 

In this chapter, the researcher showed the discussion of the study based on the 

finding and literature reviews.    

5.1 The importance of mentoring support on mentees’ qualifications 

 The mentoring program has provided mentoring services through school-based 

mentors, which is crucial in improving the quality of education in target schools, 

especially in NGSs. Based on discussions on the findings, most mentees support 

mentoring programs in their schools and the development of a teaching career, such as 

making positive changes in teaching methods—recent responses to the digital education 

context and effective classroom management. These findings responded to the study of 

Ojokuku and Sajuyigbe (2015) that mentoring leads to the development of teachers' 

professional knowledge and respond to the Teacher Policy Action Plan of MoEYS (2015) 

introduce the mentoring to implement in Public Schools in Article 3.2.1.2 to support 

teacher qualifications in schools as well. 

 Therefore, mentoring support for mentees' professional development and 

professional ethics through mentoring services by school-based mentors is essential to 

change the quality of education for the targeted schools positively. In addition, the 

mentoring supports sharing effective teaching methods in classroom management with 

mentees or with limited experience in their teaching careers. 

5.2 The satisfaction of the mentees with mentoring services   

Teachers like to learn, research, and develop knowledge regularly to share new 

knowledge in an era where society tends towards digital education. Based on the study, 

the researcher found that most mentees were satisfied with the mentoring services 

provided by the school-based mentors at their schools. In addition, mentees are satisfied 
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with sharing new teaching methods from the school-based mentor to respond to current 

educational contexts. This study reflected that mentoring services allowed to share 

professional knowledge with mentees and put it into practice (Okurame & Balogun, 

2005). On the other hand, satisfaction with work behaviour leads to positive results in the 

process of providing effective mentoring services and leads to a closer relationship 

between mentors and mentees (Xu & Payne, 2014). Moreover, the professional and 

psychosocial support for mentors and mentees is part of improving the mentoring process 

(Ragins & Kram, 2007). 

Thus, the satisfaction of the mentoring services is adequate if the participation 

encourages sharing of knowledge and experience between mentors and mentees to 

strengthen their professional knowledge. In addition, mentors need to find time to share 

personal experiences and professional work to meet mentees' needs so that they can 

participate with satisfaction.  

5.3 The importance of mentoring communication   

The relationship between mentor and mentee is significant in sharing professional 

knowledge and teaching profession. The study showed that after mentees receive 

mentoring services, they manage the challenges of teaching methods to meet the needs of 

their students in the learning and teaching process. The mentors and mentees maintain 

their communication well even when not at work, and they still confidently share their 

professional experiences. This point also answers the study of Eby et al. (2007), which 

has shown that mentoring relationships are on the context and conditions of mutually 

beneficial communication (Moore, 2021). In a sense, communication focuses on goals 

that share common interests on specific issues, such as mentoring services to improve 

teacher qualifications related to the teaching profession (MoEYS, 2019).  
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In addition, the good communication is the sustainable mentoring program in 

NGSs, so the school-based mentors play critical roles in building trusting relationships 

between the school administration committees and the mentees. Consequently, the 

school-based mentors have to be flexible in all situations. However, they should maintain 

their values as mentors to ensure that the mentoring program is supported and wisely used 

in the education sector, especially in targeted schools. 

5.4 The effectiveness of mentoring services   

Mentoring quality is related to three key variables: 1) mentees' qualification 

support through the provision of mentoring services, 2) mentees' satisfaction with 

engagement in mentoring services, and 3) the well-being of mentor-mentee of mentoring. 

These three variables determined the quality of the mentoring services in the NGSs. The 

results show that the relationship in the provision of mentoring services of school-based 

mentors is still moderate in the past school year, especially the school year 2021-2022. 

According to a KAPE study (2021), the provision of mentoring services poses a challenge 

to the spread of Covid-19 infection in the Cambodian community, which is why the 

provision of mentoring services is still limited. Despite the challenges associated with the 

spread of Covid-19 infection, the school-based mentor used information technology 

knowledge, such as online mentoring sessions, to provide mentoring services to Mentees 

to share digital education knowledge to solve problems. However, they were also faced 

with the spread of Covid-19 infection in the community. 

Thus, the researcher concluded that the involvement of School-based mentors and 

mentees through mentoring services and the sharing of teachers' professional knowledge, 

professional practices, professional study, and professional ethics, which respond to the 

Teacher Professional Standard (MoEYS, 2016), improved the quality of education at the 

target schools.   
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CHAPTER SIX: CONCLUSION, LIMITATIONS, AND 

RECOMMENDATIONS 

6.1 The conclusion 

The mentoring program is a particular program to support the qualifications of 

teachers in schools. This study showed that the status of the mentoring program in NGSs 

is that most mentees support mentoring services provided by school-based mentors in 

their workplaces. Furthermore, the type of mentoring in NGSs is mostly informal but 

contributes positively and significantly to the mentees' career development. In addition, 

the study found that the mentees positively perceived the school-based mentors who have 

been provided mentoring services in NGSs. Therefore, mentoring can bring about higher 

job satisfaction and improvement in the quality of education.  

Thus, the provision of mentoring services has also helped mentees effectively use 

teaching methods and classroom management. In addition, mentees satisfy mentoring 

services because it helps them develop their teaching careers regularly in response to the 

Teacher Professional Standards policy.  

6.2 The limitation of the study 

 This study has recruited the mentees from ten New Generation Schools (NGSs) 

who participated in the mentoring program, which school-based mentors provided. 

Therefore, it will be gagged and not expected to show the generalization of the mentoring 

program, such as:  

1. The Covid-19 pandemic in the Cambodian community posed challenges for the 

mentoring process in which the school-based mentors implemented their work. 
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2. Participants were recruited from varied New Generation Schools, from primary to 

upper secondary schools, from different perspectives on the quality of the 

mentoring program. 

3. The self-administered survey may introduce bias in the accuracy of scale 

measurement questions and the honesty of responses to accurate answers. 

4. The timeframe of collecting data is long for allowing the mentees to respond to 

the survey questionnaire, so there may be some gaps.  

5. The data were collected in 26 days, from May 05th, 2022, to May 31st, 2022, 

which may increase the dropout rate of mentees' responses through telegram and 

Google Form questionnaire survey by self-administrated. When data collection 

processing reached the dateline, the researcher stopped collecting data from the 

mentee. 

6.3 The recommendations 

 Recommendation from analyzing the results 

1. MoEYS, NGPRC, and KAPE should independently provide mentor trainees at the 

primary teacher level, lower teacher secondary level, and upper teacher secondary 

level.  

2. NGSs’ school principals should work closely to allow the school-based mentors to 

match with the mentees to support their career development via mentoring 

services.  

3. The school-based mentors should strive to express their ability, not be 

disappointed, and dare to face problems to be recognized as school-based mentors.  

4. The mentoring scheme should also be wisely promoted in all schools so that 

school principals and teachers can understand its scope and purpose.  

5. The mentoring program should be promoted in PTTC, RTTC, and TEC.      
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APPENDIX A: QUESTIONNAIRE 
 

Survey Questionnaire: The Nexus between Mentoring Program Quality and 

Mentees’ Professional Development, Satisfaction, and Well-being of Mentoring 

Relationships  

I am Sok Thoeurn, a student pursuing a master’s degree in Mentoring in the third 

cohort at the New Generation Pedagogical Research Center of the National Institute of 

Education. I am studying the topic: The Nexus between Mentoring Program Quality and 

Mentee’s Professional Development, Satisfaction, and Well-being of Mentoring 

Relationships. To collect the related information for writing my graduate thesis for a 

master’s degree of education in Mentoring. 

The purpose of this study was to find out the relationship between the quality of 

the mentoring program with support of mentees’ professional Development, satisfaction 

of mentees’ engagement, and well-being of mentoring relationships in the New 

Generation Schools (NGSs). I would like to inform you that all information will be kept 

confidential and the identity of the informant will not be disclosed.  

If you agree to respond to this survey questionnaire, please tick (✔) in the box: 

 Yes, I Agree.  No, I do not agree. ➔ End the Reply.  

Part 1. Demographic Information 

1. How are you? _______years old.  

2. Gender:  Male  Female 

3. How long have you been teaching experiences? _________years 

4. Which New Generation School do teach?  
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 NGS Preah Sisowath H. School   NGS Prek Leab H. School 

 NGS Prek Anchanh H. School   NGS Kampong Cham H. School 

 NGS Peam Chikang H. School   NGS Kork Pring H. School 

 NGS Angkor Ban P. School   NGS Akamohasei P. School 

 NGS Svay Brohout P. School   NGS Kampong Cham P. School  

5. What is the highes level of your qualification? 

 Grade-9 Diploma   High School Diploma  Associate Degree 

 Bachelor Degree   Master Degree   P.hD   

6. What major subject do you teach? 

 Primary (All subjects)  Khmer  Moral-civics  

 History    Geography  Home Economic 

 Earth Science   Math  Physic 

 Chemistry    Biography  English 

 French    Sport  Other_______  

Part 2. Support of Mentoring Program  

7. The following statements are the teacher's perception as a mentee on the support 

of mentoring programs in the New Generation School (NGS). Do you agree or 

disagree with these views? Please tick (✔) in each answer box. 

Indicators: 1 = Strongly disagree 2 = Disagree 3 = Agree 4 = Strongly agree 

The Support of Mentoring Program 1 2  3 4  

1. The mentoring program is significant for my NGS. 1 2 3 4 

2. The mentoring program supports the development of  

my teaching career. 1 2 3 4 
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3. The mentoring program was rigorous and put me under a lot of  

pressure. 1 2 3 4 

4. The mentoring program adapts to change the implementation of teaching  

methods.  1 2 3 4 

5. The mentoring program adapts to change the administration classroom  

management. 1 2 3 4 

6. The mentoring program brings technical knowledge (ICT) to practice.  1 2 3 4 

7. The mentoring program frustrated and hindered my teaching career.  1 2 3 4 

Part 3. Support of Mentees’ Professional Development 

8. The following statements are the teacher's perception as a mentee on the support 

of mentees’ professional development in the New Generation School (NGS). Do 

you agree or disagree with these views? Please tick (✔) in each answer box. 

Indicators: 1 = Strongly disagree 2 = Disagree 3 = Agree 4 = Strongly agree 

The Support of Mentees’ Professional Development 1 2   3  4  

1. The mentor was very supportive of my teaching career 1 2 3 4 

2. The mentor helps to streamline and design detailed curriculum studies 1 2 3 4 

3. The mentor shares how to manage and administrate a classroom 1 2 3 4 

4. The mentor shared his professional knowledge of mentoring  1 2 3 4 

5. The mentor shares his experiences and educational research knowledge  

to upgrade the new knowledge 1 2 3 4 

6. The mentor shares technical knowledge of (ICT) in teaching to alight with 

 the new context of society  1 2 3 4 

7. The mentor shared his/her knowledge, teaching methods, and good teaching  
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techniques with me  1 2 3 4 

Part 4. The Well-being of Mentoring Relationships 

9. The following statements are the teacher's perception as a mentee on the well-

being of mentoring relationships in the New Generation School (NGS). Do you 

agree or disagree with these views? Please tick (✔) in each answer box. 

Indicators: 1 = Strongly disagree 2 = Disagree 3 = Agree 4 = Strongly agree 

The Support of Mentees’ Professional Development 1   2   3 4  

1. In terms of mentoring, the mentor and I have a good relationship 1 2 3 4 

2. Feedback from the mentor is helpful and constructs the teaching career 1 2 3 4 

3. My teaching has improved after receiving mentoring 1 2 3 4 

4. I can handle teaching challenges and meet the needs of students after  

obtaining mentoring  1 2 3 4 

5. My mentor and I frequently meet to provide me with mentoring 1 2 3 4 

6. Apart from the mentoring work, my mentor and I still have a good  

relationship with each other  1 2 3 4 

7. The mentor and I confidently shared our professional experiences  1 2 3 4 

Part 5. Satisfaction of Mentees’ Engagement 

10. The following statements are the teacher's perception as a mentee on the 

satisfaction of mentees’ engagement in the New Generation School (NGS). Do 

you agree or disagree with these views? Please tick (✔) in each answer box. 

Indicators: 1 = Strongly disagree 2 = Disagree 3 = Agree 4 = Strongly agree 
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The Satisfaction of Mentees’ Engagement 1    2  3 4  

1. I am happy when I get mentoring support 1 2 3 4 

2. I am pleased that my school is implementing the mentoring program 1 2 3 4 

3. I appreciate the mentoring program that my NGS provides me 1 2 3 4 

4. My mentor is a good role model for the teaching profession  1 2 3 4 

5. My mentor takes care of and dedicates time, especially to  

my professional work 1 2 3 4 

6. My mentor understands the teaching context and responds to my needs  1 2 3 4 

7. I will recommend this mentoring program to other teachers and  

the school  1 2 3 4 

Part 6. Scoring on the Quality of Mentoring Program 

11. Please rate your perceptions and considerations for the quality of the mentoring 

program in your NGS. Please tick (✔) in the box (only one). 

 0 – 20 (Lowest Quality)   21 – 40 (Low Quality)  

 41 – 60 (Medium)    61 – 80 (High Quality)   

 81 – 100 (Highest Quality)   Others_____ 
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ឧរសម្ព័ន B ៖ កប្ម្ងសណួំរសកងេត្ 

ទំនាកទ់ំនងរវាងគណុភាពកម្មវធិីប្រឹកាគរកុោសល្យ នងិោរអភិវឌ្ឍសម្ត្ថភាព
ោរកពញចិត្តនិងសខុមុាល្ភាពននោរទនំាក់ទនំងោរប្រកឹាគរកុោសល្យររសប់្គូ

ទទលួ្ប្រឹកាគរកុោសល្យ 

ជប្មារសរួ៖ ខ្្ុ ំបាទ្យក ម្ ុះ សខុ កធឿន ាគរុនិសសតិថ្នន ក្់បរញិ្ញា បស្រតានខ់្ពស់អប់រ ំឯក្កទ្យស
ស្របឹក្ាគរុកោសលយជ្ំនានទ់្យី៣សិក្ាកៅម្ជឈម្ណឌ ល្ប្ាវប្ជ្ជវគរកុោសល្យជំនានថ់្មីននវទិា
ាថ នជ្ជត្ិអរ់រ។ំ ខ្្ុកំ្ំពុ្សិក្ាកលីស្របធានបទ្យ“ទនំាកទ់ំនងរវាងគណុភាពកម្មវិធីប្រឹកាគរ ុ
កោសល្យ និងោរអភវិឌ្ឍសម្ត្ថភាព ោរកពញចិត្ត នងិសខុុមាល្ភាពននោរទំនាក់
ទំនងោរប្រឹកាគរកុោសល្យររសប់្គូទទលួ្ប្រកឹាគរកុោសល្យ”កដីមបសី្របមូលព័តា៌ន/
ទ្យិននន័យពាក្ព់័នធ សស្រាប់សរកសរារណ្ដបទ្យបញ្ចប់ថ្នន ក្ប់រញិ្ញា បស្រតាន់ខ្ពស់អប់រ ំឯក្កទ្យសស្របឹក្ាគរុកោស
លយ។  

កោល្រណំង៖ ោរសិក្ាកនុះគឺកដមីបដីសវ្ រក្ទ្យនំាក្់ទ្យនំ្រវា្គុណ្ភាពននក្មមវធិ្សី្របឹក្ា
គរុកោសលយ ាមយួនឹ្ោរអភិវឌ្ឍសមតាភាព ោរកពញចិតតននោរចូលរមួ និ្សុខុ្ាលភាពននទ្យំនាក្់ទ្យំន្
ោរស្របឹក្ាគរុកោសលយរបសស់្រគូទ្យទ្យួលស្របឹក្ាគរុកោសលយកៅក្នុ្ាលាជ្ំនាន់ថ្មី (NGSs)។ ខ្្ុ ំសូមជ្ស្រាប
ជូ្ន កលាក្ស្រគូ-អនក្ស្រគូថ្ន រាលព់័ត៌ានកឆ្លយីតប នឹ្ ស្រតូវបានរក្ាទុ្យក្ាោរសាា ត់ និ្មិនបកញ្ចញអតត
សញ្ញា ណ្របសអ់នក្ផ្ដល់ព័តា៌នាដាច់ខាត។  

ប្រសនិករើកោកប្គូ-អនកប្គ ូ(ប្គូទទលួ្ប្រកឹាគរកុោសល្យ)៖ យល់ស្រពមកឆ្លីយតបក្ស្រម្សណួំ្រ
ស្រាវស្រាវកនុះ សូមគូសសញ្ញា  (✔)កៅក្នុ្ស្របអប់ខា្កស្រោមកនុះ៖ 

បាទ្យ/ចាា៎ , យល់ស្រពម  កទ្យ, មិនយល់ស្រពម =>  បញ្ចប់ោរកឆ្លីយតប។  

ផ្ននកទី១ ព័ត្៌មានប្រជ្ជាស្រសត 

1. សូមកលាក្ស្រគូ-អនក្ស្រគូានអាយុប៉ាុនាម នឆ្ន ?ំ ___________ ឆ្ន  ំ 

2.  កភទ្យ៖ ស្របុស ស្រសី   

3. កតីកលាក្ស្រគូ-អនក្ស្រគាូន បទ្យពិកាធ្ន៍បកស្រ្ៀនប៉ាុនាម នឆ្ន ៖ំ __________ឆ្ន  ំ

4. កតីកលាក្ស្រគូ-អនក្ស្រគូបកស្រ្ៀនកៅាលាករៀនជ្នំាន់ថ្មមីួយណ្ដ? 

NGS ស្រពុះសុសុីវតា ិ NGS ដស្រពក្កលៀប NGS ដស្រពក្អញ្ញច ញ  
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NGS ក្ំព្់ចាម NGS ពាមជ្ីក្្ NGS កគក្ស្រពី្  

NGS អ្គរបាន  NGS អគគមក ស ី NGS ាវ យស្រប ូត  

 NGS ប. អនុវតតន៍. ស. ក្ំព្់ចាម កផ្ស្ៗ________ 

5. កតីកលាក្ស្រគូ-អនក្ស្រគូានសញ្ញា បស្រតក្ស្រមតិណ្ដខ្ពស់បផុំ្ត? 

សញ្ញា បស្រតឌ្ីបលូម សញ្ញា បស្រតទុ្យតយិភូម ិ បរញិ្ញា បស្រតរ្  បរញិ្ញា បស្រត  

បរញិ្ញា បស្រតាន់ខ្ពស ់ បណ្ឌិ ត  កផ្ស្ៗ__________________ 

6. កតីកលាក្ស្រគូ-អនក្ស្រគូបកស្រ្ៀនមុខ្វាិា អវខី្លុះ? (ចកមលីយអាចកលីសពីមួយ) 

 ក្ស្រមិតបឋម (ស្រគប់មុខ្វាិា ) ភាាដខ្មរ សីលធ្ម៌-ពលរដឋវាិា  ស្របវតតិវទិ្យា  

ភូមិវទិ្យា កគ ក្ិចចវទិ្យា ដផ្នដីវទិ្យា  គណិ្តវទិ្យា  

រូបវទិ្យា គីមីវទិ្យា  ជ្ីវវទិ្យា  ភាាអ្់កគលស 

ភាាបារាំ្  ក្ីឡា  កផ្ស្ៗ____________________ 

ផ្ននកទី២ គណុភាពននកម្មវធិីប្រកឹាគរកុោសល្យ 

7. ស្របកោគខា្កស្រោមកនុះ ាទ្យសសនៈយល់ក ញីរបស់កលាក្ស្រគូ-អនក្ស្រគូដដលាស្រគូទ្យទ្យលួស្របឹក្ាគរុកោស
លយចំកពាុះគុណ្ភាពននក្មមវធិ្ីស្របឹក្ា គរុកោសលយកៅា លាករៀនជ្ំនាន់ថ្ម។ី កតីកលាក្ស្រគូ-អនក្ស្រគូយល់ស្រសប 
ឬមិនយល់ស្រសបចំកពាុះ ទ្យសសនៈទំ្ កនុះ ដដរ ឬកទ្យ? សូមគូសសញ្ញា  (✔) កៅក្នុ្ស្របអប់ចកមលីយនមីួយៗ។ 

ក្ស្រមិតច្អុល៖ 1=មិនយល់ស្រសបដាច់ខាត 2=មិនយល់ស្រសប 3=យល់ស្រសប 4=យល់ស្រសបខាល ំ្ បំផុ្ត 

ោរោបំ្ទកម្មវធិីប្រឹកាគរកុោសល្យ 1 2  3 4  

1. ក្មមវធិ្ីស្របកឹ្ាគរុកោសលយពតិាានារៈសំខាន់សស្រាបា់លាករៀនជ្ំនាន់ថ្មីរបស់ខ្្ុ ំ 1 2 3 4 

2. ក្មមវធិ្ីស្របឹក្ាគរុកោសលយគសំ្រទ្យដល់ោរអភិវឌ្ឍសមតាភាពវាិា ជ្ីវៈបកស្រ្ៀនរបស់ខ្្ុ ំ 1 2 3 4 

3. ក្មមវធិ្ីស្របកឹ្ាគរុកោសលយានភាពតឹ្ រុ ឹ្  និ្កធ្វីឱ្យខ្្ុ ំានសាព ធ្ផ្លូវចិតត 1 2 3 4 

4. ក្មមវធិ្ីស្របកឹ្ាគរុកោសលយកធ្វីឱ្យដស្របស្របលួដល់ោររអនុវតតន៍វធិ្ីាស្រសតបកស្រ្ៀន  1 2 3 4 

5. ក្មមវធិ្ីស្របឹក្ាគរុកោសលយកធ្វីឱ្យានដស្របស្របួលោរស្រគបស់្រគ្រដឋបាលថ្នន ក្់ករៀន 1 2 3 4 
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6.  ក្មមវធិ្ីស្របឹក្ាគរុកោសលយបាននាយំក្ចំកណ្ុះដឹ្ បកចចក្កទ្យស (ICT) មក្អនុវតតន៍  1 2 3 4 

7. ក្មមវធិ្ីស្របកឹ្ាគរុកោសលយបានកធ្វីឱ្យខ្្ុ ំខ្ក្ចិតត និ្ រា ំ្ សទុះដលោ់រងារបកស្រ្ៀនរបសខ់្្ុ  ំ 1 2 3 4 

ផ្ននកទី៣ ោរោបំ្ទអភវិឌ្ឍនជ៍ំនាញវិជ្ជា ជីវៈ 

8. ស្របកោគទំ្ កនុះាទ្យសសនៈយល់ក ញីរបស់កលាក្ស្រគូ-អនក្ស្រគូដដលាស្រគូទ្យទ្យួលស្របឹក្ាគរុកោសលយ 
ចំកពាុះសុខ្ភាពននោរទ្យំនាក្ទ់្យំន្រវា្ស្រគូស្របកឹ្ាគរុកោសលយ-ស្រគទូ្យទ្យួលស្របឹក្ាគរុកោសលយ។ កតីកលាក្ស្រគូ-
អនក្ស្រគយូល់ស្រសប ឬមិនយល់ស្រសបចំកពាុះទ្យសសនៈទំ្ កនុះដដរឬកទ្យ? សូមគូសសញ្ញា  (✔) កៅក្នុ្ស្របអប់
ចកមលីយនីមយួៗ។ 

ក្ស្រមិតច្អុល៖ 1=មនិយលស់្រសបដាចខ់ាត 2=មិនយលស់្រសប 3=យល់ស្រសបខ្លុះ 4=យល់ស្រសបខាល ំ្ បំផុ្ត 

ោរោបំ្ទអភិវឌ្ឍន៍ជនំាញវជិ្ជា ជីវៈ  1 2  3 4  

1. ស្រគូស្របកឹ្ាគរុកោសលយបានគសំ្រទ្យោ៉ា ្យក្ចតិតទុ្យក្ដាក្់កលីោរងារវាិា ជ្ីវៈបកស្រ្ៀន 

របស់ខ្្ុ ំ   1 2 3 4 

2. ស្រគូស្របកឹ្ាគរុកោសលយជ្ួយខ្្ុ ំសស្រមលួ និ្ករៀបចំក្មមវធិ្ីសកិ្ាលំអិត 1 2 3 4 

3.  ស្រគូស្របកឹ្ាគរុកោសលយបានដចក្រដំលក្រកបៀបស្រគប់ស្រគ្ថ្នន ក្់ករៀន និ្រដឋបាលថ្នន ក្់ករៀន 1 2 3 4 

4. ស្រគូស្របកឹ្ាគរុកោសលបានដចក្រដំលក្ចំកណ្ុះដឹ្ វាិា ជ្ីវៈសដីពីោរស្របឹក្ាគរុកោសលយ 

ដល់ខ្្ុ ំ   1 2 3 4 

5. ស្រគូស្របកឹ្ាគរុកោសលបានដចក្រដំលក្ចំកណ្ុះដឹ្ ស្រាវស្រាវអប់រ ំ 

កដីមបកីឈវ្ យលច់ំកណ្ុះដឹ្ ថ្មីៗ  1 2 3 4 

6. ស្រគូស្របកឹ្ាគរុកោសលយបានដចក្រដំលក្ចំកណ្ុះដឹ្ បកចចក្កទ្យស (ICT)  

ក្នុ្ោរបកស្រ្ៀនក្នុ្បរបិទ្យថ្ម ី 1 2 3 4 

7. ស្រគូស្របកឹ្ាគរុកោសលយបានដចក្រដំលក្ចំកណ្ុះដឹ្ វធិ្ីាស្រសត និ្តចិនិក្បកស្រ្ៀន 

លអៗ ដលខ់្្ុ ំ          1 2 3 4 
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ផ្ននកទី៤ ោរទំនាកទ់ំនងប្រឹកាគរកុោសល្យ 

9. ស្របកោគខា្កស្រោមកនុះ ាទ្យសសនៈយល់ក ញីរបស់កលាក្ស្រគូ-អនក្ស្រគូដដលាស្រគូទ្យទ្យលួស្របឹក្ា គរុកោស
លយ ចំកពាុះទ្យំនាក្ទ់្យំន្របសស់្រគូស្របឹក្ាគរុកោសលយាមយួអនក្ (ស្រគូទ្យទ្យលួស្របឹក្ាគរុកោសលយ)។ កតីកលាក្
ស្រគូ-អនក្ស្រគូយលស់្រសប ឬមិនយល់ស្រសបចំកពាុះទ្យសសនៈ ទំ្ កនុះដដរឬកទ្យ? សូមគូសសញ្ញា  (✔) កៅក្នុ្
ស្របអបច់កមលីយនមីួយៗ។ 

ក្ស្រមិតច្អុល៖ 1=មនិយលស់្រសបដាចខ់ាត 2=មនិយល់ស្រសប 3=យល់ស្រសប 4=យល់ស្រសបខាល ំ្ បំផុ្ត 

ទំនាកទ់ំនងប្រឹកាគរកុោសល្យ 1 2  3 4  

1. ស្រគូស្របឹក្ាគរុកោសលយ និ្ ខ្្ុ ំ ានទ្យនំាក្់លអាមួយគន ក្នុ្ោរផ្ដល់ស្របឹក្ាគរុកោសលយ 1 2 3 4 

2. មតិដក្លមអរបសស់្រគូស្របឹក្ាគរុកោសលយ គឺានស្របកោជ្ន៍ និ្ាា បនាអាជ្ពីបកស្រ្ៀន 

របស់ខ្្ុ ំ   1 2 3 4 

3. ោរបកស្រ្ៀនរបស់ខ្្ុ ំបានលអា្មុន បនាទ ប់ពទី្យទ្យួលបានោរស្របឹក្ាគរុកោសលយ 1 2 3 4 

4. ខ្្ុ ំអាចកដាុះស្រាយបញ្ញា បកស្រ្ៀន និ្កឆ្លីយតបចំតស្រមូវោររបស់សសិសបនាទ ប ់

ពីទ្យទ្យួលបានោរស្របឹក្ាគរុកោសលយ       1 2 3 4 

5. ខ្្ុ ំ និ្ស្រគសូ្របឹក្ាគរុកោសលយបានជ្បួគន ាញឹក្ញាប់ក្នុ្ោរផ្ដល់ស្របឹក្ាគរុកោសលយ 

ដល់ខ្្ុ ំ   1 2 3 4 

6. កស្រៅពីោរងារស្របឹក្ាគរុកោសលយ ខ្្ុ ំនិ្ស្រគូស្របឹក្ាគរុកោសលយកៅដតាន 

ទ្យំនាក្់ទ្យនំ្លអាមួយគន  1 2 3 4 

7. ស្រគូស្របកឹ្ាគរុកោសលយ និ្ ខ្្ុ ំបានផ្លល ស់បដូរបទ្យពិកាធ្នោ៍រងារឱ្យគន កៅវញិកៅ 

មក្កដាយានទ្យំនុក្ចិតត 1 2 3 4 
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ផ្ននកទី៥ ោរកពញចតិ្តកសវាកម្មប្រកឹាគរកុោសល្យ 

10. ស្របកោគទំ្ កនុះាទ្យសសនៈយល់ក ញីរបស់កលាក្ស្រគ-ូអនក្ស្រគូដដលាស្រគូទ្យទ្យលួស្របឹក្ាគរុកោសលយ 
ចំកពាុះោរកពញចិតត និ្ ោរទ្យទ្យួលបានោរស្របកឹ្ាគរុកោសលយ។ កតីកលាក្ស្រគូ-អនក្ស្រគូយល់ស្រសប ឬមិនយល់
ស្រសបចំកពាុះទ្យសសនៈទំ្ កនុះដដរឬកទ្យ? សូមគូសសញ្ញា  (✔) កៅក្នុ្ស្របអប់ចកមលយីនីមយួៗ។ 

ក្ស្រមិតច្អុល៖ 1=មិនយល់ស្រសបដាចខ់ាត 2=មនិយល់ស្រសប 3=យល់ស្រសប 4=យល់ស្រសបខាល ំ្ បំផុ្ត 

ោរកពញចិត្តកសវាកម្មប្រឹកាគរកុោសល្យ 1 2  3 4  

1. ខ្្ុ ំសបាយរកី្រាយកៅកពលដដលខ្្ុ ំទ្យទ្យួលបានកសវាស្របឹក្ាគរុកោសលយ 1 2 3 4 

2. ខ្្ុ ំកពញចិតតដដលាលាករៀនរបស់ខ្្ុនំាយំក្ក្មមវធិ្ីស្របឹក្ាគរុកោសលយមក្អនុវតតន ៍ 1 2 3 4 

3. ខ្្ុ ំកពញចិតតក្មមវធិ្សី្របឹក្ាគរុកោសលយដដលាលាករៀនជ្នំាន់ថ្មីរបសខ់្្ុ ំបានផ្ដល ់

មក្ឱ្យខ្្ុ ំ 1 2 3 4 

4.  ស្រគូស្របឹក្ាគរុកោសលយរបស់ខ្្ុ ំ គឺាគស្រមលូអាន ក្់ក្នុ្ោរអនុវតតោរងារអាជ្ីពា 

ស្រគូបកស្រ្ៀន 1 2 3 4 

5.  ស្រគូស្របកឹ្ាគរុកោសលយរបស់ខ្្ុ ំយក្ចិតតទុ្យក្ដាក្់ និ្ ផ្ដលក់ពលកវលាាពិកសសកល ី

ោរងារអាជ្ីពបកស្រ្ៀនរបស់ខ្្ុ ំ       1 2 3 4 

6. ស្រគូស្របកឹ្ាគរុកោសលយរបសខ់្្ុ ំយល់ពបីរបិទ្យននោរបកស្រ្ៀន និ្កឆ្លីយតបកៅនឹ្ 

តស្រមូវោររបស់ខ្្ុ ំ 1 2 3 4 

7. ខ្្ុ ំនឹ្ដណ្នាកំ្មមវធិ្ីស្របឹក្ាគរុកោសលយកនុះ កៅោន់ស្រគបូកស្រ្ៀន/ាលាករៀនកផ្ស្កទ្យៀត 1 2 3 4 

ផ្ននកទី៦ ោរដាកព់ិនទុកល្ើគណុភាពកម្មវិធីប្រកឹាគរកុោសល្យ 

11. ចូរកលាក្ស្រគូ-អនក្ស្រគូដាក្ព់និទុតមោរយល់ក ញី និ្ោរគិតពិចារណ្ដរបស់កលាក្ស្រគូ-អនក្ស្រគចូំកពាុះ 
គុណ្ភាពននក្មមវធិ្ីស្របឹក្ាគរុកោសលយ កៅាលាករៀនជ្ំនាន់ថ្មីរបស់កលាក្ស្រគូ-អនក្ស្រគូ។ សូមគូសសញ្ញា  
(✔) កៅក្នុ្ស្របអបច់កមលីយបានដតមួយគត់ (០១) ។ 

 ០-២០ ពនិទុ (គុណ្ភាពទបបំផុ្ត)   ២១-៤០ ពិនទុ (គុណ្ភាពទប) 
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 ៤១-៦០ ពនិទុ (គុណ្ភាពមធ្យម)  ៦១-៨០ ពនិទុ (គុណ្ភាពខ្ពស់) 

 ៨១-១០០ ពិនទុ (គុណ្ភាពខ្ពស់បផុំ្ត)  កផ្ស្ៗ_______ 
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APPENDIX B: PERMISSION LETTERS 
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