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Executive Summary

Missour implemented a Mentoring Program to suppot new distance teachers; the
program drew on theknowledgeand strengths of experienced distance educators.
Mentoring groupswere compogsed of a mix of new, intermediate and experienced
distance teachers. The program began with aface-to-face training and was followed by
virtud suppot. Both mentors and mentees reacted favorably to the program. Mentors
thoughtthey were effective in a variety of suppot roles and tha they were adequaely
compensated for thar efforts. They are interested in continuing to mentor, either the
same group of teachers or new groups Mentees appreciated the suppot and information
available from ther mentors and the ability to learn from othersOexperience. Theinitial
face-to-face meeting was seen as having set the stagefor successful virtud
communications A mgjority of paticipants reported that this was more valuable than
othe professiond development approaches in hdping them accomplish specific tasks.
Continuaion of the program is recommended.




Introduction

As the scopeof Missouri@® distance learning efforts expanded, the state decided that it
was important to provide suppot and on-going professiond development for new
distance teachers. The Mentoring Program was developed to meet these gods. Teachers
were putinto small groupscomposed of an experienced distance education teacher (who
served as the mentor), intermediate distance teachers (who assumed both mentor and
mentee roles) and novice distance teachers (the mentees). The mentor program began
with aface-to-face training and was conduded at a distance after theinitial meeting.

At the completion of the program, mentors and mentees were asked to complete a survey
exploring their experiencesin the program. Thisreport highlights thekey findingsof tha
survey. Because of thesmall number of respondants, particularly of mentors, findings
should beinterpreted cautioudy. A PDF file with the complete daa printout s attached
as a separate doaument.

Respondents

A total of 30respondents completed thesurvey. All were experienced adult education
teachers, with amog three-fourths(73.3%) having five or more years of experience. The
distance teaching experience of therespondents was wha would be expected given the
compostion of thementoring groups 50% were first year distance teachers, 30% were
secondyear distance teachers and 20% had three or more years experience teaching at a
distance (the mentors).

Therespondents were experienced with the various distance education curricula used
within thestate. All taughttheMissouri GED curriculum at a distance, with 90% also
teaching SkillsTutor and 53.3% teaching BL S Tutor system at a distance.

Contacts and Communication

Mentoring groupsfirst came together as part of alarger two-day face-to-face training
session. Both mentors and mentees felt that this face-to-face interaction was an important
element in establishing grouprappott and setting the stage for orn-going communication.

Importance of Initial Face-to-Face Training:
In your opinion, howimportant wasthat (two-day) face-to-face contact in establishing
contacts with your mentees/your mentor and other group members? *

Mentors (N=6) Mentees (N = 22)
Very important 100% (6) 86.4% (19)
Somewhat important 0% (0) 13.6% (3)

* Percentage of respondents selecting each response option. N@ are shown in parentheses.

Mentors were also asked if they though additiond face-to-face interactionswould make
adifference in howthegroupfundions A majority (83.3%) respondel affirmatively.
When asked to explain ther respong, mentors offered comments induding:




When you hawe established a relationship with your mentees throughface-to-face
contact, they are more aptto come to you with questions listen to suggestions
andturn to other mentees when they need some advice. There is much more
sharing during and after a face-to-face thananydistance meeting could create.

It makes a big difference when you hawe had some one-on-oneconwersationswith
each of thementees. It iseaser to deal with them, onalongdistance bass. You
also undestanda little more aboutthar personalities and maybe howto deal
with each individual's needs

Theonementor who did notfeel that an additiond meeting would be hd pful commented:

We all rely onemails. | think meeting once a year is sufficient. Mentees knew they
could call or email me. | dothinkit iscritical for usto meet onee where we can
put a face with the nane.

Mentors and mentees were asked aboutthe frequency of thar use of different
communication moddities and the usefulness of each approach. Both groupsreport tha
email was the mog frequent modeof communication, with haf also reporting
GrequentlyOor GometimesOhaving telephonecontact.

Frequency of Use of Communication Approaches:
How often did you use each of thefollowing approaches for communicating
with teachersin your groupAour mentor?*

Mentors Mentees

Frequently/  Rarely/Never Frequently/  Rarely/Never

Sometimes Sometimes
Face-to-face 0% (0) 100% (6) 17.3% (4) 82.6% (19)
Telephone 50% (3) 50% (3) 50% (10) 50% (10)
Email 100% (6) 0% (0) 95.6% (22) 4.3% (1)
Discussion Board 0% (0) 100% (6) 15.8% (3) 84.2% (16)
Instant Messaging 0% (0) 100% (6) 0% (0) 100% (19)
Chat Room 0% (0) 100% (6) 0% (0) 100% (19)
List Serv 0% (0) 0% (0) 0% (0) 100% (18)
Other 0% (0) 0% (0) 0% (0) 100% (17)

* Percentage of respondents selecting each response option. N@ are shown in parentheses. N@ may vary
as not all respondents answered all questions.

Respondeants were also asked how useful each of the communication approaches was.
Ther responsgs indicate tha they were comfortable with the distance approach to
mentoring. Email was perceived as themog useful communication moddity, with 100%
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of the mentors and 96% of the mentors indicating it was Grery useful.O Abouthdf of
both the mentors and mentees reported that telephane was Qrery usefulOas away to
communicate with each other. In addition, 55% of the mentees, but only 33% of the
mentors, reported that face-to-face communication was Qrery useful.O

Mentees were asked additiond questionsaboutcommunicating with their mentors. Ther
responses suggest tha there was frequent, timely and open communication between the
two. Almog two-thirds of them (65.2%) contacted their mentor once aweek, with the
rest having more frequent contact. Mentors respondel promptly to contacts from the
teachersin thar group. The magjority of mentees (69.6%) report that ther mentor
respondal the same day that they initiated the contact and the others reported receiving
responges within oneto two days. All of the mentees indicated that they were
comfortable contacting their mentor, offering reasonsthat reflected both thedesign of the
mentoring program and the persondities and skills of those selected as mentors:

| felt very comfortable contacting my mentor. Shewas always very informative,
friendly, encouraging, and suppotive. Shetold meto never hesitate to ask
guestionsand said shewanted to hdp mein anyway she could. Her directions
were easy to unde stand.

| felt confortable because of the face-to-face meeting andthatis what we were
told to do.

Shewasalways very nice aboutresponding and never mademe feel that my
questionswer e something | should have known. Ste was very hdpful, usually
knew theanswer or foundtheanswer, andvery pronptly ansvered.

Mog communication appears to have occurred between a mentee and his or he mentor,
with little communication between the members of a mentoringgroup More than hdf of
the mentees reported that they GarelyOhad communication with other group members
and 21.7% reported that this heverOoccurred. When these interactionsdid occur, they
were likely to beviaemail.

MentorsCRoles

Thementoring program established three primary roles tha mentors were expected to
fill:

¥ Reinforcing the gods and key information covered at atwo-day
training
¥ Servingasa@irst responeOcontact to provide answers to

logistical and technical questions(e.g., howto do something, when
an assignment isdue etc.), and

¥ Providing on-going suppot and longterm interaction about
distance teaching and learning concernstha arose after thetwo-
day training.



A majority of mentors reported that they GrequentlyOengaged in al three types of
suppot and tha they felt effective in al of theroles. More than three-fourths of the
mentees reported that they GrequentlyOor GometimesOinteracted with ther mentor in
each of those roles. Almog all menteesindicated that their mentor was QreryOor
GomewhaOeffectiveOin all three roles (95% - 96% for each role).

The Mentoring Program as a Professional Development Approach

Thementoring program was designead to provide ongoing professiond development and
suppot to new distance education teachers. Almost three-fourths (74%) of the mentees
reported that the program was QreryOeffective as away for them to learn aboutdistance
teaching and learning and as a suppot system for new distance teachers. A majority
(82%) a0 reported tha the mentoring program was QreryOeffective as away for them
to communicate with thar mentor and the other new teachersin their group. Mentees
were asked how valuable the mentoring program was compared to other forms of
professiond development. As shown in thetable below, more than hdf of the mentees
reported that this approach was more valuable than other forms of professiond
development in hdping them accomplish specific tasks.

Vaueof the Mentoring Program as a Professiond Development Option:
Conmpared to othe forms of professional developrrent, howvaluable wasthe mentoring
programin heping youto do thefollowing?**

More Valuable About the Same Less Valuable
Identify resources and 73% (16) 18%(4) 9% (2)
gain new information
Improve communication 59% (13) 32% (7) 9% (2)
skills as a distance
teacher
Improve technology 57% (13) 30% (7) 13% (3)
skills needed for
distance teaching
Build confidence in 64% (14) 32% (7) 5% (1)
teaching adult learners
at a distance

* Asked of mentees only, N=22. Percent of respondents selecting each response. N@ for individual cells are
given in parentheses and may vary for each item because not all respondents answered all questions.
* Row totals may be >100% due to rounding.

MentorsOTime and Compensation

Thementors varied in theamountof time tha they spent in thar role as a mentor in this
program. Four of thementors spent six or fewer hours aweek in ther role, while two
spent ten or more hours aweek. Theamountof time mentors spent on ther roles was
similar in thefirst three monthsfollowing theface-to-face training and in the later stage
of the program. Two-thirds of the mentors (66.7%) felt tha they received adequae
compensation for thetime they worked in this program. Only oneof the two mentors
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who felt that compensation was not adequéte provided additiond information aboutwhat
shethoughtmentors should bepad, suggesting that $50 be added to the mentorsOstipend.

Interest in Continuing to Mentor

Thementorsrespondel postively to ther role: al expressed interest in continuing to
mentor the same group of teachers and mog (83.3%) were open to mentoring another
group of teachers. When asked why they were interested in continuing to mentor ther
existing groups mentors commented:

I've gotten to knowmy group,so I'd wantthesanme ones. | like my group.

| amateache becaus | enjoy both interacting with others and hdping others
learn new skills. Mentoring involves both.

Teachers who were interested in mentoring another groupwere interested in continuing
to grow and build onthear mentoring role:

| love to get knowledgefromothe people andwhen you work with others you get
more ideas

| hawe learned my role asa mentor andfeel confortable andcapabkinit.

The onementor who was notinterested in a new group expressed concernsaboutthe
impact tha changing groupsmighthave on her current mentoring group:

| dont wantto short changemy group.

Dual Role

A small nunber of teachers played adud rolein this program. Two teachers who
identified themselves as primarily mentors, and 10 teachers who perceived ther roles as
primarily mentees, acted as both mentors and mentees. All were GreryOor GomewhaO
comfortable with their dud roles. Thetwo mentorsfelt it was easy to play both rolesin
thar groups While mog of the mentees shared that perception, two of them ind cated
that it was Gomewha difficultOfor them to be both a mentor and a mentee in the same
group. This suggests tha while mog teachers are comfortable assuming multipleroles, it
may beuseful to provide some gudance on wha the expectationsare for each role they
will play inthegroup.

Strengths and Weaknesses of the Mentoring Program

Both mentors and mentees were asked to reflect onthe mog and least valuable aspects of
the mentoring program. They were also asked to offer suggestionsfor improving the
program in thefollowing year. Overall, participants were pleased with the program and
foundlittleto criticize.

Mentors and mentees identified the availability of suppot, working with other teachers,
the collegiality of thos involved in the project and the face-to-face training as valuable
components of the program:



Getting to knowthe other teachers and sharing ideason howto make things
(froma mentor)

Congstency of programapplications Belonging to a group even thoughwe work
individualy. Having a first respons person who knows what the new teacher is
going through(froma mentor)

Direct teaching allows mentors to address anyissues immediately before online
teaching beginsandbuildsa bridgethat can easly becrossed if problems
develop after the mentee gets started on his’he own. Being face-to-face, mentors
can give tips ansver questions emphasze certain agpects of the program and et
mentees knowthey are not aloneeven when they return to their horre programs.
(froma mentor)

Hawving the ability to contact the mentor frequently and, virtually, inganty with
direct personal feedbad. (froma mentee)

1."Sakty net": knowing that someonewasprovided to hdp get me get started in
my new job. 2. Practical advice: ingructionsaboutthe databas, TutorSystems,
SkillsTutor, etc. 3. Help with the "soft skills: Odealing with studentsin certain
situations 4. Friendship: having someoneto listen and offer encouragement and
suppott. (froma mentee)

It wasincredibly valuable to hawe an experienced teache available. | asked her
everything | wasunaure of, and sheanswvered promptly. Thejob would hawe been
so much more difficult, at the beginning, withoutthe hdp of my mentor. (froma
mentee)

| enjoyed seeing the different mentor/speakersin Octobe that had succeeded at
working onthe project in MO. Jerri, Kim, Phyllis, and Linda seemed to be so
accessible. Nonegawe theimpression that they knew it all and we were peonsto
work undeneath them. | felt that the state of Missouri's patronsseeking the GED
via theinterng wasthe utmog goal of the group. (froma mentee)

Participants foundvery few elements of the mentoring program that had not been
valuable to them. Some individud responses suggested tha it might have been hdpful to
have more contact between group members, while others noted some problems that
occurred in theface-to-face training.

Oneminusto this approad is thatwe don®havwe early face-to-face follow-up. It
could bevaluable to meet a secondtime to work out any problems mentees may
hawe discovered. (froma mentor)

We are busy, but| would hawe like to hawe kept upthe discussion board. (froma
mentee)

When | watched the procedures on the conputers--it seemed to be easly
undestood.But, | did nottake enoughnotes. The menusseemed to have many
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areasthat| did notknowto use. | still have manymenusthat| dorit even goto--
asl know of no need to bethere. | thinkit would have been nicer to hawe given
each of usa prospective enrollee sheet and some TABE scores---and one-on-one
shown ushowto enter themin the system. Showusthe need to email answversto
students and show usthe many menusthat the student databas hasthat mug be
filled in. | think that some of the overview areasthat were covered by Phyllis and
Lindawere difficult to remember because the noise level wastoo great in those
sessions Thereason being that the ones with experience decided to visit too
loudly for those not sure of where the software wasleading.(froma mentee)

Suggestionsfor improvement for next year induded some minor adjugmentsto theface-
to-face training, additiond meetingsand requests to focus more specifically on particular
areas:

| would hawe liked to hawe hada mid-year meeting to discuss what we had
learned andtipsto make thejob easer. | fed at the beginning we didn't have
much to share other thananxety. (froma mentee)

About6-7 monthsatfter initial training, have a conference, whether onlineor in
person, of the mentor groupsor everyone to address issues such asmotivation,
retention, what works, etc. | realize thatif | had used the Discussion Board more,
that could address sone of these questions And| jug mightdoit now Maybejug
sending out a questionnare asto what people need, andthen addressing those
questionsthat broadly apply with info provided online, would work, too. (froma
mentee)

A little bit more individual training; make everyonestay a little bit quieter; and
make certain everyonestays a little bit more togaher on the computers during the
actual ingruction with more oppottunities for a little bit more question asking
alongtheway. (froma mentee)

Be specific aboutthe mentor@ responsbilities. (froma mentor)

Maybe after thetrainees hawe been shown the full program, mentees could spend
time in a groupwith the mentor watching howhe'sheworks. (froma mentor)

| would like to know more on communicating with the students for retention.
(froma mentee)

| will try to remember the processes. | will promote the on line programmore
aggressively. (froma mentee)

Conclusions

The Missouri Mentoring Program for distance education teachers had a very successful
pilot implementation. Mentorsfelt they were ableto fulfill ther roles effectively and are
interested in continuing to mentor other teachers. Mentees valued the program for the
suppot it provided as they ventured into new teaching arenas. Both the structure of the



program and the people selected as mentors effectively met the needs of new distance
education teachers. This program should be continued to be offered as a professiond
development oppotunity for teachers new to distance teaching and for more experienced
teachers seeking to expand thar knowledge



