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Foreword
Vince Bustamante, Tim Cusack, and Wayne Davies have written a book that
details strategies to support novice educators and encourage their successful
transition into teaching. The school leader who recognizes the need for an
effective and organized mentoring process yet must delegate the responsi-
bility to an educator closer to the classroom will find this book especially
beneficial. Concurrently, The Mentor’s Guidebook serves the mentor who has
achieved success as a teacher and wants to continue to grow and become
exceptional in a supportive role. This kind of mentor is a committed lifelong
learner who seeks enhanced professional development for personal
improvement in addition to facilitating the growth of any teacher they
mentor. Additionally, the mentor has genuine compassion for new teachers
and understands that supporting them fosters their students’ growth and
their school’s stability. Thus, the guidance offered in this book attends to the
need of mentors’ personal high expectations for their own continued
success.

The authors create a clear path for mentors and school leaders who realize
the importance of providing productive support during the induction phase
of new teachers. They have written a manual for all educators who want to
do significantly more than introduce a new teacher to the “location of the
break room” and check in at the end of the year by asking, “How was your
first year of teaching?” Moreover, the authors impart the skill of mentoring
through their clear explanation and systemic organization of the process, all
the while underscoring the commitment necessary to navigate the fluidity of
effective and authentic relationships. This work has the potential to increase
the number of teachers who remain in the field beyond the novice phase of
teaching. We have seen the troubling statistic that only 1 out of 10 teachers
recommend teaching and 52% of Black, Indigenous, and People of Color
(BIPOC) teachers leave within the first two years, which undermines the
stability and effectiveness of the profession and, most importantly, the needs
of students. The authors identify the beneficiaries of their content to include
all new teachers, including second-career professionals who enter the field
and are sorely needed by our students. Our students can gain multiple new
perspectives and skills from the experiences of educators who possess a
variety of lived experiences and identities. All new teachers need mentors to
help with the small tasks of teaching and the larger responsibility of creating
inclusive and growth-producing instruction and classroom cultures. To be
sure, for new teachers to effectively address the complexity our students
require, teachers need to be mentored and authentically supported, to receive
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constructive feedback, and to celebrate wins that encourage their innate
desire to continue to grow.

The authors reveal the reciprocity of mentorship as an opportunity to reflect on
their own teaching practices and learn from the interaction with their mentee,
thereby contributing to creating a transformational experience. Acknowledging
the opportunity for mutual growth and ongoing self-awareness makes the
reader aware that mentorship is not simply giving support to another teacher,
but gaining a reciprocal learning opportunity for their own continued profes-
sional development and the demonstration of lifelong learning. Mentorship
becomes its own reward for the courageous teacher committed to personal
growth through reflective practices provided in the book. The authors provide
unique perspectives and solutions to reciprocal learning and expand the
capacity of schools to recruit effective mentors with the support from this book.

One opportunity for reciprocal learning and reflection is self-awareness,
which is necessary for the mentor and mentee to develop a willingness to
challenge personal assumptions and unconscious and self-serving biases. The
foundation of the mentor’s self-awareness and the synergy of reciprocal
learning contributes to the mentor engaging the new and potentially
exceptional teacher in experiencing the importance of self-awareness of the
attitudes, biases, conceptual understanding, and dispositions of mentoring and
teaching. The reflection of the mentor on their ABCDs creates the opportu-
nity to invite the mentee to consider how their self-serving biases can impede
their relationships with students, colleagues, and potentially the mentor.
This practice of ongoing reflection on biases, which improves the classroom
and school climate, can be a discussion between the mentor and mentee as
they share their personal reflections and provide feedback to each other.
Thus, with this book as a guide, the mentor and mentee gain opportunities to
teach and share how they are learning through mentoring. Insights also
encourage mentorship momentum through sustained progress in learning
and growth encouraged by engagement, feedback, and goal-oriented actions.

The authors also communicate the importance of mastery of student learning.
Teachers have multiple opportunities to consider the significance of their role in
student learning through their teacher preparation program. The mentor’s role
is critical in helping the new teacher connect their actions to student success
and may require an application of a synthesis of the strategies offered
throughout this book. This particular focus is an opportunity to critique the
perceptions of the mentor and mentee’s biases about the student’s capacity to
learn and the teacher’s capacity to identify and facilitate effective strategies to
teach all students. Accordingly, another opportunity arises for the mentor and
the teacher to examine perceptions and biases that influence the teacher’s
beliefs about the shared capacity of the teacher and student interaction.
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Reading this book opened a dialogue I had with a new teacher, one who
enthusiastically expressed her joy in her first year of teaching at the half-year
mark. As we talked, her personal joy was tempered by her reflection that she
knew she was having a unique experience. She was hired at the same school
where she completed her student teaching; therefore, she was welcomed into
a familiar place in which she had demonstrated success. However, she knew
many of the new teachers in her cohort from college were not having similar
positive experiences. When I asked her if she had a mentor, I was surprised to
learn she did not. I could not help but wonder how a mentor as a part of her
first year of teaching could support her enthusiasm for the remainder of the
year and beyond.

I asked what she would want from an experience with a mentor, and not
surprisingly, she mentioned experiences that the authors identify in this
book. She mentioned the importance of building a relationship between
herself and the mentor, “getting to know each other, sharing our pasts,
experiences, specialties, and passions,” and meeting at different locations
such as coffee shops to support the authenticity of the relationship. She
identified the need for a schedule for check-ins and to understand the pur-
pose or focus of check-ins. The teacher stated the need for support in
addressing her challenges, strengths, and aspirations; listening to her;
advising her; and sharing resources that would push her to be a better
educator. Additionally, she expressed the desire to have a mentor challenge
her growth. As I casually analyzed her statements on what a mentor would
do to support her, I noticed that Bustamante, Cusack, and Davies have
written the strategies for mentor teachers through the framework of the
Mentorship Mindset Model.

This is a teacher we need to see grow and remain in the profession with joy.
Her enthusiasm and identity are needed by students and colleagues. I hope
her excitement will continue for many years and be contagious to others.

An often-overlooked function for mentors that the authors highlight is
intentionality in examining the policies and procedures of the school and
strategies for working with all professionals in the school. Mentors can help
“pull back the curtain” of what may be the stated policies of schools and the
actual culture of the school. Concurrently, understanding the culture and the
hierarchy of the school community supports the longevity and success of
new teachers.

In a conversation with another first-year teacher who also didn’t have a
mentor, I learned that she had decided to leave the profession at the midyear
mark because she neither understood the hierarchy of the school nor felt
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welcomed by the other teachers in the building. The authors identify this
important aspect of creating success for new teachers. Without question, the
new teacher I mentioned and many others I’ve encountered would be less
inclined to leave if they had mentors to facilitate successful and encouraging
experiences. The mentor can help new teachers develop relationships with
existing teachers and educators and better navigate unspoken but existing
cultures regarding the implementation of policies and the importance of
developing effective communication with all educators in the school, some
of whom serve in nonteaching roles.

In conclusion, as educators we all share the responsibility of supporting new
teachers and encouraging experienced teachers who serve as mentors to grow
and communicate the joy of teaching. The Mentor’s Guidebook: Unleashing
Your Potential to Inspire and Retain New Teachers contributes to the effective
introduction of new teachers to the complexity of teaching and reclaims the
narrative regarding the meaningful profession of teaching.

Dr. Franita Ware,
CEO of F Ware PhD Consulting LLC and Qualitative Data Analysis

Consultant with Innovative Learning Center LLC
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CHAPTER ONE

Who Are You as a
Mentor?

To be a mentor you need to understand what’s going on in a

young person’s life and you just want to have an internal

dialogue that says, “How can I help? Because I really care.”

— Deepak Chopra (see Mentoring Complete, 2014)

Mentorship Mindset 
Model 

Motivation 

Matching 

MomentumMaintenance 

Modality 
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MENTOR: WHAT DOES IT MEAN?

Before we can launch into this book about how to become a
better mentor, we first need to understand the word itself. The
term mentor has become so commonplace in education and
other disciplines and is so nuanced in meaning that it becomes
fuzzy or blurry as to what it really means. We know that the
etymology of mentor is Greek, meaning “wise and trusted.”
From Homer’s Odyssey (8th century BCE/2003), we recall that
Mentor was a friend of Odysseus and served as a tutor (a more
knowledgeable other) to Telemachus. Thus, in a classical sense,
when we hear the word mentor, we think of synonyms such
as teacher, guide, advisor, master, coach, champion, guru, and
the like.

When we think of the many attributes and qualities associated
with being a mentor, the sheer scope of the word mentor dif-
fuses even more. Is a mentor a guide? A critical friend? A role
model? Essentially, the word means many things to many
different people. In many ways the term mentor is more of a
label that encompasses the many acts of support we provide
others. What is common, however, is that, in some way, a
mentor helps another person to learn. This is what we want to
establish as our focal point. Moreover, we argue that the
mentor seeks to raise the knowledge, skills, and ability of the
person being mentored. We will address this in terms of
building and guiding the self-efficacy of others later on, but for
now, we want you to surface your own thoughts, views, and
understanding of what being a mentor means.

THE “WHO” BEFORE WE DO

Think back to a time in your life when you were learning some-
thing for the first time. Was it easy to do? Did you struggle?
Likely, there was a more knowledgeable person present sup-
porting you with the task or concept. A parent, teacher, or
close friend perhaps? Would you consider that person to have
been a mentor to you? We hear the word mentor a lot in
education, but it is a word that is often taken for granted.
What do we mean by this? Just because someone with more
experience, wisdom, or lived practice shows us how to learn
something new, it does not necessarily mean that they are
serving in the capacity of a mentor. Being a mentor, as Deepak
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Chopra clarifies (see Mentoring Complete, 2014), requires
entering a relationship with someone who not only needs to
learn or be developed but wants to learn and develop. We will
unpack this in greater detail soon, but first, let’s think about
the individuals we might consider as being our mentor(s).

If you were to make a list of all the people in your professional
context who served as a mentor to you, how many names
would there be? Were they seasoned teachers, school leaders, or
system leaders? Beyond that, what characteristics, attributes,
and approaches to the teaching, learning, and assessment
inherent to their mentoring stood out for you? Most likely, you
will suggest there was a strong relationship between you and
your mentor. Your mentor knew how and when to push and
challenge you and when to ease off. Your mentor was a
cheerleader, motivator, and champion of your success. The
positive mentorship attributes on your list are most likely to be
the ones you would choose to emulate if you were serving as a
mentor to someone.

Conversely, there are people in our professional encounters
that we learn from but would not consider to be mentors. Have
you ever experienced a situation and thought to yourself, “I’m
pretty sure I wouldn’t do it that way.” Clearly, we can learn
what not to do just as readily as we can learn what to do. If most
of our mentorship experiences have been skewed to the what
not to do side, our willingness to learn and take on new chal-
lenges becomes stymied. Negative role models (we call them
tormentors) can leave a lingering, damaging effect—especially
on our early career teachers. Given the pressures we discussed
in the introduction about the need to attract and retain
teachers, we cannot afford to have tormentors. Thus, in this
book we will provide a practical approach to help you, an
experienced classroom teacher, become the powerful, positive,
caring “super-mentor” you have always wanted to be! How?
We’re glad you asked.

We know through social cognitive learning theory (SCLT) that
we model our own actions and responses to stimuli after those
individuals we look up to as an example. Bandura (1989) pro-
posed that learning occurs through observation, imitation,
and modeling. Our learning is influenced by factors such as
attention, motivation, attitudes, and emotions. These pre-
dispositions to learning are important for a mentor to know. If
we are going to meet our learner—in this case the pre- or early
service teacher we are taking under our wing—where they are
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at, we need to have a rich sense of our own attitudes, biases,
conceptual understanding, and dispositions toward mentorship.
We call these the ABCDs of mentoring. Let’s take a few moments
to unpack these.

A IS FOR ATTITUDES

Your attitude refers to your mental and emotional stance or
outlook on mentorship. It includes your feelings, beliefs, and
values regarding the importance of mentorship, your expecta-
tions for the process, and how you perceive your role. In other
words, attitude is more about your immediate reaction to being
a mentor, and it’s shaped by your personal experiences,
outlook, and assumptions. For example:

· Positive Attitude: A mentor with a positive attitude
might see mentorship as an opportunity to give back,
build relationships, and help shape the future of educa-
tion. They are likely to approach challenges with
patience and a growth mindset, seeing setbacks as
learning experiences.

· Neutral or Negative Attitude: A mentor with a less
favorable attitude might view the role as burdensome or as
an additional task, rather than a rewarding opportunity.
They may be less motivated to engage deeply or consis-
tently with the mentee.

In general, a mentor’s attitude will influence the level of
enthusiasm, empathy, and encouragement they provide to
their mentee, as well as how they navigate challenges or set-
backs in the mentorship process.

Attitude refers to a settled way of thinking or feeling about
something (mindset), often reflected in a person’s behavior. It
encompasses an individual’s outlook, beliefs, and feelings
toward specific aspects of life or situations. Attitudes can
influence how someone responds to challenges, interacts with
others, and approaches tasks. They are often shaped by expe-
riences, values, and perceptions, and can significantly affect
one’s effectiveness in various roles, including professional and
personal contexts.

We know that mentors play a crucial role in guiding a new
teacher through their early experiences in the classroom.
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Here are five key attitudes that are particularly valuable for a
mentor to embody:

· Empathy: Understanding the challenges and uncer-
tainties that come with being a new teacher is essential. By
showing empathy, a mentor can offer support that is both
compassionate and practical, helping the new teacher
navigate their initial hurdles and feel valued.

· Patience: Transitioning into teaching can be over-
whelming. A mentor with patience will allow the new
teacher to grow at their own pace, offering guidance and
feedback without rushing or applying undue pressure.

· Openness: Being open to new ideas and methods can
foster a positive learning environment. A mentor who
embraces innovative approaches and listens to the new
teacher’s perspectives encourages creativity and profes-
sional growth.

· Encouragement: Providing positive reinforcement and
acknowledging the new teacher’s successes builds confi-
dence and morale. Encouragement helps the new teacher
to overcome setbacks and stay motivated.

· Reflective Practice: A mentor who engages in reflective
practice models a growth mindset. By openly discussing
what works well and what could be improved, the mentor
helps the new teacher develop their own reflective habits,
enhancing their teaching practice over time.

B IS FOR BIASES

Biases are preconceived notions or preferences that affect how
we perceive and judge people, situations, or information. They
often lead to unfair or skewed evaluations and can be based on
stereotypes, personal experiences, or societal influences. Biases
can impact decision making and behavior, sometimes without
our conscious awareness.

While mentoring is a valuable and supportive practice in
education, it’s important to be aware of potential biases that
may impact the mentoring process. Biases can unintentionally
affect the mentor–mentee relationship and the guidance pro-
vided. Some common biases associated with mentoring teachers
include the following:

· Affinity Bias: The tendency to favor people who share
similar interests, backgrounds, or experiences to oneself
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· Confirmation Bias: The tendency to seek, interpret, and
remember information in a way that confirms one’s pre-
existing beliefs or assumptions

· Generational Bias: The tendency to favor or discrimi-
nate against people based on their age or the generation to
which they belong

· Status Quo Bias: The preference for the current state of
affairs and the tendency to resist changes from that
baseline

· Stereotype Bias: The tendency to hold oversimplified
and generalized beliefs about a particular group of people,
often leading to prejudiced attitudes and discriminatory
behavior

To address these biases, it’s crucial for mentors and mentees to
engage in open and honest communication. Mentors should
actively seek diverse perspectives, be aware of their own biases,
and strive to create an inclusive and equitable mentoring
environment. Additionally, mentoring programs can imple-
ment training and guidelines to raise awareness about biases
and promote fair and unbiased mentoring practices.

C IS FOR CONCEPTUAL
UNDERSTANDING

Conceptual understanding refers to the awareness and recog-
nition of abstract ideas and principles that underpin our
knowledge and practice. It involves grasping the broader con-
cepts and frameworks that shape a particular field or situation
(in this case mentoring new teachers), beyond just the concrete

PAUSE AND REFLECT 1.1
Of the attitudes listed earlier, which ones are resonating
with you most? Which ones do you think might require
more time and attention on your part?

How might the manner in which you were mentored bias
how you would mentor an early career teacher?
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details or surface-level information. In essence, it’s the ability
to see and comprehend the larger patterns, theories, and
relationships that guide and influence specific phenomena
or practices.

Mentoring teachers involves several key concepts that
contribute to the effectiveness of the mentoring process.
These concepts are fundamental to creating a supportive and
growth-oriented relationship between mentors and mentees.
Here are some key concepts associated with mentoring
teachers:

· Collaborative Learning: An educational approach
where individuals work together in groups to achieve a
common goal, sharing knowledge and skills to enhance
learning outcomes

· Differentiated Support: Providing tailored assistance
and resources to individuals based on their specific needs,
abilities, and learning styles to help them achieve their
goals

· Feedback and Assessment: Evaluating performance or
understanding and providing constructive comments to
guide improvement and measure progress

· Trust Building: A process of establishing and nurturing
mutual confidence and reliability between individuals or
groups through consistent actions and communication

· Reflective Practice: The process of thoughtfully
analyzing one’s actions and experiences to continuously
improve personal and professional effectiveness

These key concepts collectively contribute to the establishment
of a positive mentoring environment that promotes contin-
uous learning, collaboration, and the overall professional
development of teachers.

D IS FOR DISPOSITIONS

Unlike your attitude, your disposition refers to your more
grounded, enduring characteristics and natural tendencies as a
mentor. It’s your overall behavioral orientation and the kind of
mentor you are inclined to be, shaped by your personality,
temperament, and values. A person’s disposition tends to reflect
how they act in relation to mentorship over time, rather than just
how they feel about it in the moment.
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For instance:

· Supportive Disposition: A mentor with a naturally
supportive disposition might consistently offer guidance,
encouragement, and constructive feedback in a way that
builds trust and confidence. Their demeanor is calm and
reassuring, and they demonstrate patience and
understanding.

· Critical or Directive Disposition: A mentor with a
more directive disposition might prefer to take a more
authoritative or solution-focused approach, providing
specific instructions and expectations. They may prioritize
efficiency and standards over nurturing relationships or
building a sense of autonomy in the mentee.

While a mentor’s attitude can shift based on context or specific
situations, their disposition is more likely to remain consistent,
as it reflects deeper-seated aspects of personality and approach
to teaching and mentoring.

Dispositions are crucial because they shape how individuals
engage with their roles, respond to challenges, and contribute
to the learning environment. Positive dispositions in educa-
tors, for example, can significantly enhance their effectiveness
and create a more supportive and productive classroom
atmosphere.

The dispositions of a mentor play a critical role in the success of
mentoring relationships, especially when working with early
career or new teachers (including teachers from other coun-
tries). Here are key mentor dispositions associated with men-
toring new teachers:

· Active Listening: Fully concentrating, understanding,
responding, and remembering what is being said, demon-
strating genuine interest and empathy in the conversation

· Providing Constructive Feedback: Offering feedback
that is specific, actionable, and aimed at fostering growth
and improvement, while maintaining a supportive and
respectful approach

· Championing Cultural Competence: Actively pro-
moting and practicing understanding, respect, and effec-
tive interaction with individuals from diverse cultural
backgrounds

· Promoting Lifelong Learners: Continuously seeking
and acquiring knowledge, skills, and experiences
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throughout one’s life to adapt to change and achieve per-
sonal and professional growth

· Providing a Positive Outlook (broker of hope):
Consistently offering encouragement, optimism, and
constructive perspectives to uplift and motivate others in
various situations

By embodying these mentor dispositions, mentors can create a
supportive and constructive mentoring environment that
facilitates the growth and development of new teachers as they
embark on their educational journey.

YOUR CRITICAL ROLE AS A MENTOR

Think back to your days as a beginning teacher. How was your
experience transitioning into this wonderful career? What were
your first few days and weeks like as you took your initial steps
into teaching? Did you go home at night with more questions
than answers? Did you feel like you were constantly inter-
rupting your colleagues, asking how to use the photocopier or
where the first staff meeting would be? When that first report
card writing period came around, were you dead sure you knew
how to write great comments, submit them on time, and then
get all your parent meetings booked? Or did you lie awake the
night before, just hoping to survive it, wishing there was
someone to talk to?

Maybe someone saw you looking a bit confused at the staff
meeting, dropped by your classroom afterward, and offered you
a few helpful pointers. Or perhaps the school leader assigned
you a “mentor” who showed you around the building, got you
a school coffee mug, and then checked in on you again in June
to see if you had survived the year or not. It is also quite

PAUSE AND REFLECT 1.2
Which of the conceptual understanding and dispositions of
mentoring provided do you do well already? Which one or
two might you wish to explore further?
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possible you had a very fulsome and robust experience and still
keep in touch with the person who made a difference for you
(Ingersoll & Strong, 2011). Thus, as you approach this rela-
tionship, you will need to surface and reflect on your own
experiences and feelings about mentoring so that you can
either go beyond what you experienced or use your past as a
guide to also do a great job!

Whether or not you had a great experience, one thing is clear:
You have been selected to be a mentor, and your mentee is
excited to work with you! New teachers entering schools today
are definite in their desire to be mentored. These new teachers
view mentoring as a valuable part of their development and
work. To add to this, the capacity of a school to offer formalized
mentoring greatly helps schools attract and retain new teach-
ers, especially Millennials and Gen Z. Research points to
improved retention of emerging teachers. Considering we are
in an era that is witnessing larger attrition than years past, with
over half (55%) of those in the field considering leaving the
profession, efforts to retain are more important than ever
(Walker, 2022a, 2022b).

But why are you important as a mentor? You are important
because you can help an emerging professional navigate the
first months or years of what many of us know to be the
greatest career in the world. You are important because you can
use your expertise, your lived experiences, and your profes-
sional knowledge to help new teachers successfully navigate
their way through their early years. Mentor selection is an
important part of a successful mentorship program (Callahan,
2016). You can help build their confidence while seeing them
through the most challenging time of their career. You can
build their ability to self-reflect. You can position them for
success, showing them ways to see opportunity in the chaos
that can exist all around us in schools. You can be the one to
show them the joy in their chosen profession.

How about those second-career teachers—why are you impor-
tant to them? Maybe you can help them recognize that all those
years as an entrepreneur have given them the skills necessary for
successful teaching. Maybe you can help ease them through the
awkwardness they might be feeling as a 40-year-old rookie.
Starting over is never easy, but you can definitely make it
“less hard.”
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The internationally trained teacher who just arrived in your
community could surely use a hand navigating some of the
informal customs and protocols your school follows. Maybe
they could also use a tip on where the best restaurants are or
just be introduced around to start gaining a sense of “home”
again. At the same time, you might see an opportunity for
reverse mentoring. Maybe they can strengthen your teaching
with some advice on that science lab you just can’t seem to
make work while you talk to them about differentiation and
assessment or whatever else they might be interested in. Do not
be afraid to ask them questions too.

Yes, all of these are the reasons that you are important as a
mentor: your patience, your enthusiasm, your humanity—the
ability to make people feel good about things, about being new
or starting over. You have been chosen for a reason; you have
been chosen because you can make a difference in the career of
a teacher, which ultimately means good things in the lives of
our students.

MENTORSHIP MOMENT
LEARNING TO LOOK: THE FIELD TRIP DILEMMA

As I sat with Pat in the staff room, I could tell something was
bothering him. The normally affable young man I had been
working with since my principal had asked me to mentor him
in late August was lost in thought. After a few minutes,
when I was about halfway through my turkey sandwich, he
finally began to talk. Apparently, a few of the students in his
fifth-period science class had not handed in their permission
form for the upcoming class field trip.

Pat was really excited for the students as they would be
seeing the largest telescope in the region, which they had
been studying in their astronomy unit. As I finished off my
cookies, Pat was still grumbling that the students just did
not understand how amazing this trip was going to be! Heck,
he had even built in a stop at a local restaurant so they could
get off the bus for a bit and break up the trip.
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I had been helping Pat get organized for this trip. This
included explaining how to book a bus, putting together a
safety plan, and of course creating a permission slip with an
itinerary that complied with district policy. Pat had made
sure to prep the students and set up what he was convinced
was going to be a great first field trip in his year of firsts. And
what a year it had been! Even if we were only five weeks in,
Pat had taken the school by storm with his energy and
enthusiasm. Of course, there had been some bumps, and
Pat had painted himself into a few corners. Totally normal
for an emerging teacher.

As his mentor, when these bumps arose, I liked to ask him
questions and let them sit for a bit. Thus, as I got up to head
to my class, I asked, “What might the real problem be?” Pat
quickly reacted, defending his field trip and asserting it was
going to be “epic”! I smiled and suggested he look a bit
further, just like the scientists do with the telescope he and
the students were going to visit.

The next afternoon Pat popped into my classroom. He had
figured out the problem. After our conversation he had
taken a closer look at the situation and began to think deeply
about the students and their reluctance to hand in their
permission slips. He knew they were really interested in
astronomy and had heard them talk about the trip when it
was first announced. However, in reflection, he noticed
their enthusiasm had dropped off a bit when he mentioned
the restaurant stop.

I smiled as I knew the connections Pat was making but made
sure not to get ahead of him or stifle his need to talk
through the revelations he had made. He went on to say that
he had talked with the Student Services teacher, and she had
confirmed with him that some of the students were in sit-
uations where extra money for restaurants was definitely
not in the family budget. She explained to him that instead
of being embarrassed at the restaurant, unable to order,
they would forgo the whole trip and use the permission slip
now to avoid potential embarrassment later. I could hear
the sadness in his voice as I knew he was making some big
realizations about his students and the situations some of
them face.

Once he finished talking, I gently asked what his plan was.
Would it be full steam ahead or maybe a bit of a course
correction? Pat held up the new permission slip. He had
adjusted the itinerary, and instead of a restaurant the class
would be stopping for a brown bag picnic, some fresh air,
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THIS INTERACTION BETWEEN
MENTORING AND COACHING

Imagine you are at a staff meeting and a new teacher approaches
you and asks you to explain the differences between mentoring
and coaching. What would you say? How do you define these
terms?

This is a topic that comes up a lot. In our many conversations
about the “art and science” of being an effective mentor with
an early career or new teacher, we felt it would be prudent to
chat about the differences between mentoring and coaching.
Both are important to developing the skills and capabilities in
others, but these words are often used interchangeably when,
in practice, they are different. Let’s take a look at Table 1.1 and
examine what we consider to be nuanced differences.

and a movement break at a roadside park he knew of.
I smiled as he headed out to meet his class, knowing Pat was
a little farther down the road toward his target of being the
best teacher he could be and the teacher his students
need—one who is willing to really look deeply at situations,
find solutions, and help make schools a better place for all
students.

The ABCDs of This Mentorship Moment
As you read through this Mentorship Moment, what were some biases that Pat may have
exhibited in the situation?
What were some of the attitudes and dispositions held by the mentor that helped Pat solve
his problem?

PAT: MENTOR:
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TABLE 1.1 MENTORING VS. COACHING

Domain Mentoring Coaching

Focus Developmental: Mentoring
has a broader, long-term
focus on overall personal
and professional growth. It
encompasses career
development, personal
development, and life
balance.

Goal-Oriented: Coaching is
typically focused on specific
goals, skills, or performance
improvements. It is often
used to address short-term
objectives or particular
challenges.

Scope Holistic: Mentors provide
guidance and support across
various aspects of the
mentee’s life and career,
sharing their wisdom and
experiences.

Performance-Based: Coaches
help individuals enhance their
performance in specific areas,
such as leadership skills, time
management, or public
speaking.

Relationship Dynamics Informal and Flexible:
Mentoring relationships are
generally more informal and
flexible, adapting to
the needs of the mentee
over time.

Personal Connection:
Mentors often develop a
deeper personal connection
with their mentees, offering
support and advice that can
extend beyond professional
concerns.

Formal and Structured: The
relationship between a coach
and coachee is often formal
and structured, with regular
sessions, specific agendas,
and measurable outcomes.

Professional Boundaries:
Coaches maintain a
professional distance and do
not typically get involved in
the coachee’s personal life
beyond the scope of the
coaching objectives.

Duration Long-Term:Mentoring
relationships often last for a
longer period, potentially
spanning several years, as they
focus on long-termdevelopment
and career progression.

Short-Term: Coaching
engagements are usually
shorter in duration, ranging
from a few sessions to a few
months, depending on the
goals set.

Methods Advice and Sharing: Mentors
provide advice, share their
own experiences and
insights, and offer guidance
based on their personal and
professional journeys.

Role Modeling: Mentors serve
as role models, exemplifying
the attitudes and behaviors
that can lead to success.

Questioning and Feedback:
Coaches use questioning
techniques, active listening,
and constructive feedback to
help the coachee find their
own solutions and strategies.

Action Plans: Coaching often
involves creating action plans,
setting milestones, and
tracking progress.
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Clearly, mentorship and coaching are deeply interconnected,
yet they serve distinct, complementary roles in the develop-
ment of new teachers. Coaching typically focuses on improv-
ing specific skills or practices through observation, feedback,
and goal setting, helping teachers refine their teaching tech-
niques in a structured, often short-term, way. While coaching
is invaluable for honing classroom strategies and fostering
professional growth, mentorship offers a broader, more holistic
support system. Mentorship is about building relationships
that nurture the personal and professional development of new
teachers, guiding them through the challenges of their first
years and providing a safe space for reflection and growth.
Unlike coaching, which is often more performance oriented,
mentorship is rooted in long-term support, emotional
encouragement, and shared experience. It is through mentor-
ship that new teachers can develop the confidence, resilience,
and deeper understanding needed to thrive in the profession.
Together, coaching and mentorship create a powerful frame-
work for teacher development, but mentorship is the corner-
stone for sustained success and fulfillment in the teaching
profession.

While both coaching and mentoring aim to support individual
growth and development, the big takeaway we ask you to bring
forward with you in engaging with this book is that coaching is
more performance and goal oriented with a short-term focus,
whereas mentoring is developmental, long term, and rela-
tionship based. To help reinforce your understanding of this,
we invite you to do the following exercise.

Domain Mentoring Coaching

Expertise Subject Matter Expertise:
Mentors typically have
significant experience and
expertise in the mentee’s
field or industry, providing
specific knowledge and
insights.

Process Expertise: Coaches
may not need to be experts
in the coachee’s field but
must be skilled in the
coaching process and
techniques.
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Exercise: Coaching or Mentoring?

All too often we interchange the words mentoring and coaching, believing them
to be essentially the same thing. They are not. This exercise will assist you in
understanding the distinctions between coaching and mentoring by applying
the concepts to specific scenarios. See the end of the exercise for the answer key.

Instructions

Read through the following list of tasks and determine whether each task is
related to coaching or mentoring. Write C for coaching or M for mentoring
next to each task.

1. Providing guidance on
navigating career advancement
opportunities

2. Setting specific, measurable, and
time-bound goals for improving
classroom management skills

3. Sharing personal experiences
about overcoming professional
challenges

4. Facilitating a series of structured
sessions to enhance student
assessment abilities

5. Offering advice on work–life
balance based on years of personal
experience

6. Developing an action plan
to achieve a new skill within six
months

7. Listening and providing feedback
on a mentee’s long-term career
aspirations
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Answer Key: Coaching or Mentoring?

1. Mentoring, 2. Coaching, 3. Mentoring, 4. Coaching, 5. Mentoring,
6. Coaching, 7. Mentoring, 8. Coaching, 9. Mentoring, 10. Coaching,
11. Mentoring, 12. Coaching, 13. Mentoring, 14. Coaching, 15. Mentoring

8. Helping an individual identify and
overcome limiting beliefs to boost
confidence

9. Introducing the mentee to valuable
education stakeholders, partners, and
networking opportunities

10. Using questioning techniques to
help a new teacher discover their
own solutions to a problem

11. Regularly meeting with a mentee to
discuss their personal and professional
growth over the years

12. Creating a structured plan to
improve time management skills
within a new teacher

13. Offering ongoing support and
advice during significant career
transitions

14. Facilitating self-assessment
exercises to improve specific
teaching-related competencies

15. Providing long-term support and
advice based on a wealth of field
experience
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THE MENTOR AS A NAVIGATION
(GPS) SYSTEM

When we introduced this chapter, we briefly mentioned the
notion that the term mentor is often difficult to really define. In
fact, for some of us, the word itself may draw up feelings of
anxiety, discomfort, or even fear. The truth of the matter is,
however, that the term is not nearly as important as the actions
taken by you as a mentor. In a brief conversation between
myself (Vince) and a dear colleague and friend, John Hattie
(personal communication, January 26, 2024), we discussed the
misinterpretations of mentorship and even his discomfort with
the term itself. Ironically, when we were chatting, I was plug-
ging in a destination on my maps program as we were driving
in the middle of Alaska in the winter. At that moment I started
to reflect on the commonalities between a mentor and a GPS.

Hear us out. The actions of aGPS are not so different fromwhatwe
do to support our mentees. A GPS knows the final destination of
your journey, calculates the amount of time it will take to get to
your destination, provides you with multiple routes, and perhaps
most importantly adjusts all of these depending on the conditions
or circumstances. You as a mentor have the potential to be a bril-
liant GPS for your mentee. You have been through those first few
years of teaching, and have had experiences that yourmenteemay
not have experienced. So, using your lived experiences and your
expertise, you can help readjust the journeys of your new teachers,

Figure 1.1: GPS

Source: istock.com/AndreyPopov
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recommendalternative routeswhennecessary, determinewhether
they require collaboration (mentorship carpooling), and ulti-
mately ensure your mentees are navigating through their first few
years of teaching knowing you will be there looking out for them.

Not unlike a bad commute, sometimes the progress we make is
slower than desired, but regardless, our GPS navigation and our
mentorship is steadfast and always ensuring the journey ismoving
forward. It is with this mindset we are hoping you consider your
importance as thenavigation system for yourmentee. So,now that
you are equipped with the ABCDs of mentoring, we will set coor-
dinates for our next waypoint (Chapter 2): helping you determine
yourmentorshipmodality (ordefault style ofmentorship) through
unpacking some traditional, interdependent, metacognitive, and
environmental (T.I.M.E. methodologies) styles of mentorship.

REFLECTIVE PRACTICE

Through your understanding of the ABCDs, contemplate each of
the following questions and consider your attitudes, biases, con-
ceptual understanding, and dispositions as they relate to the
prompts provided. Further, what are some new ideas gleaned in
this chapter that you may want to try in addressing the provo-
cations that follow? If you are mentoring someone for the first
time, we invite you to approach these questions hypothetically:
How would you do this? What might you say to your mentee?

1. In what ways do you help new teachers navigate the bal-
ance between following established educational practices
and fostering their unique teaching style and creativity?

2. How do you foster a growth mindset in your mentees to
encourage continuous learning and improvement in their
teaching practices?

3. How do you address the diverse learning needs of new
teachers and help them develop strategies to reach and
engage all students in their classrooms?

4. How do you assist new teachers in developing strong
connections and collaborations with colleagues, parents,
and the broader school community to enhance the overall
learning environment?

5. In what ways do you encourage new teachers to reflect on
their teaching experiences, and how do you help them turn
reflections into actionable insights for professional growth?
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QUESTIONS TO ASK YOUR MENTEE
(AND WHY)

Starting a new school year (or practice teaching session) with
thoughtful and open-ended questions can help a mentor
understand their protégé’s needs, goals, and concerns. Here
are five sample questions a mentor could ask their mentee:

1. What challenges do you anticipate facing this year, and
how can I support you in overcoming them?
Addressing potential challenges early on allows the
mentor to offer guidance and resources. It also fosters a
supportive environment, as the mentee feels
comfortable discussing potential obstacles.

2. What specific areas of professional development are you
interested in exploring further?
Identifying areas of interest for professional growth
helps the mentor tailor their guidance and support. It
could involve recommending relevant workshops,
courses, or resources that align with the protégé’s
interests and career goals. This also helps point to
professional practice standards, which serve as a
common language for growth and development.

3. How do you plan to establish a positive classroom
culture and build relationships with students?
Building a positive classroom environment is crucial for
effective teaching. This question prompts the protégé to
consider their approach to classroom management and
relationship building, allowing the mentor to offer
insights and advice.
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UNPACKING OUR ABCDs OF MENTORSHIP
MODALITY
In this chapter, we discussed the importance of understanding our attitudes, biases,
conceptual understanding, and dispositions (ABCDs) toward mentorship. We offer
two provocations for your reflection and consideration:

1. Having read this chapter on the ABCDs of mentorship, use the space provided to
identify three ideas that have resonated most with you.

Idea 1.

Idea 2.

Idea 3.

2. With a colleague, share a mentorship motivation idea from this chapter that you
will commit to trying with your mentee.
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