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CHAPTER 4:  RESULTS OF THE STUDY 
 

 This chapter contains an explanation of response rate, description of respondents, results 

of the survey, and analysis of each research question. 

Response Rate 

 The low response rate of 31% is acknowledged.  Numerous attempts were made to try 

and ensure a higher response rate.  Participants were initially notified of their selection via 

postcard (Appendix C).  This notification introduced them to the researcher, the purpose of the 

study, and asked them to participate upon receipt of the email in a few weeks time.  The postcard 

also indicated the email address on file and gave contact information if the email was incorrect 

and needed to be changed.  There were 26 emails received indicating an incorrect email address.  

These addresses were corrected prior to the first survey email being sent.   

The initial contact seeking participation was made on May 12, 2006, via email (Appendix 

D).  The letter was brief, reiterated the purpose, and asked participation.  The deadline for this 

initial contact was completion of the survey by May 20, 2006.  There were 519 emails sent and 

46 were returned with incorrect addresses.  These persons were contacted by phone to obtain a 

correct email address and were verbally asked to participate.  Their accurate email address was 

entered into the survey site and they received the second notification.    

The second contact seeking participation was made on May 21, 2006 via email 

(Appendix E).  The letter was brief, reiterated the purpose, indicated this was the second attempt, 

and again asked participation.  The deadline for this second contact was completion of the survey 

by May 31, 2006.  The total time participants were given to complete the survey was 19 days.  

Phone calls to all non-respondents were not made as it was not feasible to contact 358 people.  
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It is believed that the time of year hindered the response rate.  May was an extremely 

busy time for administrators in Virginia with SOL testing.  Additionally, with an email initiated 

survey, two things could have happen. First, the school system’s network filter may have coded 

the message as SPAM and therefore it was not received by the participants.  Second, participants 

could have easily moved the email into the ‘trash’ box without opening it to see what it was.   

Despite the low response rate, the data obtained clearly and overwhelming indicated a 

need for mentoring for new administrators.  The data also revealed some significant differences 

in groups in terms of their needs for mentoring.  The responses support existing research on the 

value of and need for teacher mentoring, mentoring in business, and mentoring for 

administrators.  More specific connections and supporting evidence are given in Chapter Five 

under the heading Discussion of Findings.  It is for these reasons the data should be considered 

despite the low response rate. 

Survey Respondents 

 The survey instrument was sent to the randomly selected sample size of 519 practicing 

principals and assistant principals in the state of Virginia.  The first email resulted in 101 

responses.  The second email sent to all non-respondents resulted in an additional 60 responses.  

Therefore, a total of 161 responses were received for a survey response rate of 31%.  The 

respondents were asked to identify their gender.  As shown in Table 2, of the 161 respondents 57 

(35.4%) were male, 97 (60.2%) were female, and seven (4.3%) did not respond to this question.   
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Table 2 

Gender 
 
 Male Female Did Not 

Respond 

   n         %  n         % n         % 

Indicate Your Gender  57      35.4  97      60.2     7         4.3 

 

The respondents were asked to identify their ethnicity.  As shown in Table 3, the 161 

respondents included a variety of ethnicities with 117 (72.7%) Caucasian, 33 (20.5%) African-

American, three (1.9%) Hispanic, one (0.6%) classified as other and biracial (Caucasian and 

African American) was indicated, and seven (4.3%) did not respond to this question.   

Table 3 

Ethnicity 
 
 Caucasian African-

American 

Hispanic Other Did Not 

 Respond 

   n         % n         % n         %  n         % n         % 

Indicate Your Ethnicity 117      72.7   33       20.5   3         1.9    1         0.6   7        4.3 

 

 For the purposes of this study, administrator was defined as principals and assistant 

principals.  As shown in Table 4, of the 161 respondents 67 (41.6%) were principals, 87 (54.0%) 

were assistant principals, two (1.2%) classified themselves as other but did not indicate what 

position they held, and five (3.1%) did not respond to this question.   
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Table 4 

Current Position 
 
 Principal Assistant 

Principal 

Other Did Not  

Respond 

   n         %  n         % n         % n         % 

Indicate Your Current Position  67      41.6  87      54.0    2         1.2    5         3.1 

 

The respondents were asked to identify their school level.  As shown in Table 5, of the 

161 respondents 72 (44.7%) were at the elementary level, 33 (20.5%) were at the middle/junior 

high level, 44 (27.3%) were at the secondary/high level, and seven (4.3%) did not respond to this 

question.  There were five (3.1%) who classified themselves as other and these respondents were 

in the category of K-8 schools.  The majority of the grades represented in the K-8 model are 

elementary grades, K-5.  Therefore, for the purposes of this study, schools classified as K-8 were 

considered at the elementary level.  The data for these five respondents were recoded and 

analyzed as being in the elementary level.  Therefore, the actual total number at the elementary 

level was 77 (47.8%).   

Table 5 

School Level 
 
 Elementary Middle/ 

Junior High

Secondary/ 

High  

Did Not  

Respond 

   n         %  n         % n         % n         % 

Indicate Your School Level  77      47.8  33      20.5   44       27.3    7         4.3 
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 The survey respondents were asked to identify their highest education level.  As shown in 

Table 6, of the 161 respondents 56 (34.8%) hold a Masters degree, 81 (50.3%) indicated Masters 

Plus, 15 (9.3%) hold a Doctorate degree, four (2.5%) indicated other and these four hold an 

Education Specialist degree according to the responses, and five (3.1%) did not respond to this 

question.  

Table 6 

Education Level 

 
 Masters Masters 

Plus 

Doctorate Other Did Not  

Respond 

   n         %  n         % n         % n         % n         % 

Indicate Your Highest  

 Education Level  56      34.8  81      50.3   15       9.3   4          2.5    5         3.1 

  

The survey respondents were asked to identify total years in education and total years in 

administration by answering an open-ended question on each.  The respondents were not given a 

range to select; instead respondents entered a numerical number for each of these questions.  The 

range of years in education was from 4 years to 41 years.  As shown in Table 7, of the 161 

respondents 22 (13.7%) had four-nine years, 32 (19.9%) had 10-15 years, 20 (12.4%) had 16-20 

years, 27 (16.8%) had 21-25 years, 23 (14.3%) had 26-30 years, 21 (13.0%) had 31-35 years, 6 

(3.7%) had 36-40 years, one (0.6%) had 41-45 years, and nine (5.6%) did not respond to this 

question. 
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Table 7 

Years in Education 

 
 4-9 10-20 21-30 31-40 41-50 Did Not  

Respond 

   n         %  n         % n         % n         % n         % n         % 

Indicate Your Years 

 In Education  22      13.7 52      32.3  50     31.1 

   

27      16.8   1        0.6 

   

 9        5.6 

 

  The range of years in administration was from 1-26.  For the purposes of this study, 

years in administration were broken down into three years or less (novice) and greater than three 

years (experienced).  As shown in Table 8, of the 161 respondents 50 (31.1%) had three years or 

less and were classified as novice administrations, 107 (66.5%) had greater than three years and 

were classified as experienced administrators, and four (2.5%) did not respond to this question.   

Table 8 

Years in Administration 
 
 Novice 

 

Experienced

 

Did Not 

Respond 

   n         %  n         % n         % 

Indicate Your Years in Administration 50      31.1  107      66.5    4        2.5 

 

The survey respondents were asked to indicate any experiences they had with mentoring 

(formal or informal) during their administrative career (Table 9).  Of the 161 respondents, 49 
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(30.4%) indicated they received formal mentoring, 108 (67.1%) indicated they had not received 

formal mentoring, and four (2.5%) did not respond to this question.  Of the 161 respondents, 130 

(80.7%) indicated they received informal mentoring, 27 (16.8%) indicated they had not received 

informal mentoring, and four (2.5%) did not respond this question.  The survey respondents were 

also asked to indicate any experiences they had with serving as a mentor (formal or informal) 

during their career.  Of the 161 respondents, 41 (25.5%) indicated they have served as a formal 

mentor, 116 (72.0%) indicated they have not served as a formal mentor, and four (2.5%) did not 

respond to this question.  Of the 161 respondents, 100 (62.1%) indicated they have served as an 

informal mentor, 55 (34.2%) indicated they have not served as an informal mentor, and six 

(3.7%) did not respond to this question.   

Table 9 

Mentoring Experience 
 
 Yes 

 

No 

 

Did Not 

Respond 

   n         %  n         % n         % 

Received Formal Mentoring 49      30.4 108      67.1    4         2.5 

Received Informal Mentoring 130      80.7 27      16.8    4         2.5 

Served as a Formal Mentor 41      25.5 116      72.0    4         2.5 

Served as an Informal Mentor 100      62.1 55      34.2    6         3.7 

 

Research Questions 

There were ten research questions for this study.  They were: 
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1. What are the opinions, beliefs, and attitudes, including perceived value, practicing 

administrators have towards mentoring for their job assignment? 

2. Is there a statistically significant difference between men and women with regards 

to their opinions, beliefs, and attitudes, including perceived value, towards 

mentoring for their job assignment? 

3. Is there a statistically significant difference between novice and experienced 

administrators with regards to their opinions, beliefs, and attitudes, including 

perceived value, towards mentoring for their job assignment? 

4. Is there a statistically significant difference between Principals and Assistant 

Principals with regards to their opinions, beliefs, and attitudes, including 

perceived value, towards mentoring for their job assignment? 

5. Is there a statistically significant difference between administrators at various 

levels-elementary, middle, and high- with regards to their opinions, beliefs, and 

attitudes, including perceived value, towards mentoring for their job assignment? 

6. Is there a statistically significant difference between administrators of different 

ethnic backgrounds with regards to their opinions, beliefs, and attitudes, including 

perceived value, towards mentoring for their job assignment? 

7. Is there a statistically significant difference between administrators who have and 

have not received formal mentoring with regards to their opinions, beliefs, and 

attitudes, including perceived value, towards mentoring for their job assignment? 

8. Is there a statistically significant difference between administrators who have and 

have not received informal mentoring with regards to their opinions, beliefs, and 

attitudes, including perceived value, towards mentoring for their job assignment? 
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9. Is there a statistically significant difference between administrators who have and 

have not served as a formal mentor with regards to their opinions, beliefs, and 

attitudes, including perceived value, towards mentoring for their job assignment? 

10. Is there a statistically significant difference between administrators who have and 

have not served as an informal mentor with regards to their opinions, beliefs, and 

attitudes, including perceived value, towards mentoring for their job assignment? 

The results are presented in a logical format with each research question addressed 

thoroughly one at a time.  For each question, 161 respondents were surveyed.  However, varying 

number of respondents chose not to answer some of the items.   

Frequency Distributions and Research Question Number One 

What are the opinions, beliefs, and attitudes, including perceived value, practicing 

administrators have towards mentoring for their job assignment?  This research question was 

answered using descriptive statistics which analyze the responses of the total population of 

administrators.  Each section of the survey was also analyzed on a scale.  For the research 

analysis that follows, the actual number responding will be indicated with N and the number for 

each scale response given will be reported with n. 

In the first survey section, Section A, The Value of and Need for Mentoring, survey 

respondents rated five statements for extent of agreement on a four-point Likert scale.  The scale 

included:  Strongly Disagree (SD), Disagree (D), Agree (A), or Strongly Agree (SA).   

As shown in Table 2, the respondents felt there is a strong need for mentoring for new 

administrators with M = 92.8% for agree and strongly agree responses for the five statements 

combined.  The responses were given numeric values as follows:  SD=1, D=2, A=3, SA=4.  A 

scale was completed for Section A of the survey with M = 17.69.  Agreement with the five 
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statements regarding the value of and need for mentoring would have a mean of 15.0 (agree) to 

20.0 (strongly agree) and disagreement with the statements would have a mean of 5.0 (strongly 

disagree) to 10.0 (disagree).  The positive scale M = 17.69 indicated that most respondents chose 

a rating towards the positive for the value of and need for mentoring.  This means the 

respondents do strongly agree that mentoring for n`ew administrators would be valuable.  The 

reliability for this section of the survey was Cronbach’s alpha = .74 (see Table 1).   

Table 10 

The Value of and Need for Mentoring 
 
 SD      D      A     SA   

 n         % n         % n         %  n        % N M 

Mentoring is helpful   10    6.2  1       0.6 51    31.5  99   61.1 161 3.48 

Don’t recommend mentoring  120  74.1 35    21.6  0       0.0    5     3.1 160 1.22 

Assistance is not important  113  69.8 35    21.6  4       2.5    8     4.9 160 1.27 

Mentoring should be required  6        3.7 14      8.6 63    38.9  74   45.7 157 3.31 

Mentoring is valuable  3        1.9  0       0.0 56    34.6 101  62.3 160 3.59 

 

  In the second survey section, Section B, Components of Mentor Programs, survey 

respondents rated 13 statements for extent of importance of various mentor program components 

on a four-point Likert scale.  The scale included:  Very Important (VI), Disagree (I), Somewhat 

Important (SI), or Little/No Importance (L/NI).   

As shown in Table 11, the respondents felt the components listed were important in terms 

of including them within a mentor program for administrators.  The average for important or 

somewhat important for the 13 components was M = 65.5%.   The responses were given numeric 
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values as follows:  Very Important=4, Important=3, Somewhat Important=2, Little/No 

Importance=1.  A scale was completed for Section B of the survey with M = 32.51.  The value of 

the components for a mentor program would have a mean of 13.0 (little/no importance) to 26.0 

(somewhat important) if the respondent felt more strongly it should not be included and a mean 

of 39.0 (important) to 52.0 (very important) if the respondent felt more strongly it should be 

included.   The scale M = 32.51 indicated that most respondents chose a rating towards the 

positive, falling in between somewhat important and important for the value of including and 

considering these particular components in a mentor program.  The reliability for this section of 

the survey was Cronbach’s alpha = .50 (see Table 1).   

 Two components of a mentor program were overwhelmingly rated as very important.  

These were same gender matching (110, 67.9%) and mentor older in age (112, 69.1%).  One 

component was almost evenly split between extremes indicating that respondents were either on 

one side or the other.  The component of mentor in a superior position was rated both very 

important (60, 37.0%) and little/no importance (50, 30.9%). 
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Table 11 

Components of Mentor Programs  
 
 VI         I      SI     L/NI   

   n       %   n        %  n        %   n       % N M 

Formal Training of Mentors   5      3.1  62    38.3 69    43.1 24    15.0 160 2.30 

Education Level of Mentor  14     8.6  39    24.1 76    46.9 31    19.1 160 2.23 

Experience Level of Mentor   0      0.0 106    5.4 49    30.2  4       2.5 159 2.64 

Mentor/Mentee Matching   0       0.0 106   65.4 47    29.0  6       3.7 159 2.63 

Same School Location  32    19.8  43    26.5 37    22.8 48    29.6 160 2.37 

Same Gender Matching 110    0 .9    3      1.9  5       3.1 40    24.7 158 3.16 

Mentor in a Superior Position  60    37.0  20    12.3 30    18.5 50    30.9 160 2.56 

Time Commitment Required   4       2.5  44    27.2 95    58.6 17    10.5 160 2.22 

One-to-One Mentoring   4       2.5  59    36.4 80    49.4 17    10.5 160 2.31 

Time for Reflection Alone   6       3.7  41    25.3 80    49.4 29    17.9 156 2.15 

Time for Discussion Together   0       0.0  89    54.9 66    40.7  5       3.1 160 2.53 

Mentor at Same School Level   6       3.7  67    41.4 55    34.0 29    17.9 157 2.32 

Mentor Older in Age  112     9.1   3       1.9  9       5.6 35    21.6 159 3.21 

Note.  N = total respondents.  n = respondents for each scaled answer. M = Mean (arithmetic 

average). 

In the third survey section, Section C, entitled Type of Mentoring Needed, there were 

three subsections.  Each subsection was analyzed separately however the scale used in all three 

subsections was the same.  The survey respondents rated the statements in all three subsections 

for extent of helpfulness on a four-point Likert scale.  The scale included:  Very Helpful (VH), 
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Helpful (H), Somewhat Helpful (SH), or Little/No Help (L/NH).  Section Ca, Type of Mentoring 

Needed-Instruction, asked survey respondents to rate 11 items related to instruction on a 

helpfulness scale to determine how helpful each type of mentoring would be to a novice 

administrator.    

As shown in Table 12, the respondents indicated the topics presented focusing on 

instruction would be types of mentoring needed by new administrators with M = 88.1% for very 

helpful or helpful for the 11 topics combined.  The responses were given numeric values as 

follows:  Very Helpful=4, Helpful=3, Somewhat Helpful=2, Little/No Help=1.  A scale was 

completed for Section Ca of the survey with M = 38.18.  These types of mentoring needed 

related to instruction would have a mean of 11.0 (little/no help) to 22.0 (somewhat helpful) if the 

respondent felt more strongly it would not be helpful and a mean of 33.0 (helpful) to 44.0 (very 

helpful) if the respondent felt more strongly it would helpful.  The scale M = 38.18 indicated that 

most respondents chose a rating towards the positive, falling in between helpful and very helpful 

for the inclusion of these topics related to instruction.  The reliability for this section of the 

survey was Cronbach’s alpha = .89 (see Table 1).   

 Three types of mentoring related to instruction were rated extremely high in terms of 

helpfulness.  Supervision and evaluation (125, 77.2%), scheduling (105, 64.8%), and special 

education (111, 68.5%) were each rated with a high number of respondents selecting very helpful 

on the scale.  Although all items in this section were answered very helpful or helpful by the 

majority, these were particular areas of needed mentoring.   
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Table 12 

Type of Mentoring Needed-Instruction 
 
 VH       H SH L/NH   

   n        %  n        %  n        %   n       % N M 

Instructional Planning  83    51.2 64     39.5  8       4.9 1        0.6 156 3.47 

Classroom Management  64    39.5 68     42.0 19    11.7 4        2.5  155 3.24 

Diverse Needs of Students  87    53.7 58     35.8 10      6.2 0        0.0 155 3.50 

Assessment and Grading  70    42.2 67     41.4 13      8.0 4        2.5 154 3.32 

Supervision and Evaluation 125   77.2 25     15.4  4       2.5 1        0.6 155 3.77 

Curriculum  87    53.7 57     35.2 10      6.2 0        0.0 154 3.50 

Staff Development  92     6.8 52     32.1 10      6.2 0        0.0 154 3.53 

Scheduling 105   64.8 45     27.8 4        2.5 0        0.0 154 3.66 

Special Education 111   68.5 40     24.7 5        3.1 0        0.0 156 3.68 

Technology  54    33.3 76     46.9 22    13.6 4        2.5 156 3.15 

Developing a Vision  80     9.4 60     37.0 13      8.0 2        1.2 155 3.41 

Note.  N = total respondents.  n = respondents for each scaled answer. M = Mean (arithmetic 

average). 

  Section Cb, Type of Mentoring Needed-Community, asked survey respondents to rate 

seven items related to community on a helpfulness scale to determine how helpful each type of 

mentoring would be to a novice administrator.    

 As shown in Table 13, the respondents indicated the topic presented focusing on 

community would be types of mentoring needed by new administrators with M = 87.6% for very 

helpful or helpful for the seven topics combined.  The responses were given numeric values as 
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follows:  Very Helpful=4, Helpful=3, Somewhat Helpful=2, Little/No Help=1.  A scale was 

completed for Section Cb of the survey with M = 23.76.  These types of mentoring related to 

community would have a mean of 7.0 (little/no help) to 14.0 (somewhat helpful) if the 

respondent felt more strongly it would not be helpful and a mean of 21.0 (helpful) to 28.0 (very 

helpful) if the respondent felt more strongly it would be helpful.   The scale M = 23.76 indicated 

that most respondents chose a rating towards the positive, falling in between helpful and very 

helpful for the inclusion of these topics related to community.  The reliability for this section of 

the survey was Ceonbach’s alpha = .88 (see Table 1).   

Three types of mentoring related to community were rated very high in terms of 

helpfulness.  Working with parents (97, 59.9%), working with teachers (106, 65.4%), and 

fostering collaboration (86, 53.1%) were each rated with a high number of respondents selecting 

very helpful on the scale.  Although all items in this section were answered very helpful or 

helpful by the majority, these were particular areas of needed mentoring.   

 

 

 

 

 

 

 

 

 

 



Mentoring and Administrators 57  

Table 13 

Type of Mentoring Needed-Community 
 
 VH       H SH L/NH   

   n        %  n        %  n        %   n       % N M 

Working with Parents  97    59.9 48     29.6 13      8.0 0        0.0 158 3.53 

Working with Teachers 106   65.4 42     25.9  8       4.9 0        0.0 156 3.63 

Working with District Adm.  63    38.9 74     45.7 20    12.3 0        0.0 157 3.27 

Developing Relationships  71    43.8 63     38.9 21    13.0 1        0.6 156 3.31 

Making Connections with            

Other Administrators 

 

 62    38.3 

 

73     45.1

 

20    12.3 

 

1        0.6 

 

156 

 

3.26 

Community Involvement  66    40.7 82     50.6 10      6.2 0        0.0 158 3.35 

Fostering Collaboration  86    53.1 60     37.0  8       4.9 0        0.0 154 3.51 

Note.  N = total respondents.  n = respondents for each scaled answer. M = Mean (arithmetic 

average). 

Section Cc, Type of Mentoring Needed-Management, asked survey respondents to rate 

10 items related to management on a helpfulness scale to determine how helpful each type of 

mentoring would be to a novice administrator.    

As shown in Table 14, the respondents indicated the topics presented focusing on 

management would be types of mentoring needed by new administrators with M = 87.8%         

for very helpful or helpful for the 10 topics combined.  The responses were given numeric values 

as follows:  Very Helpful=4, Helpful=3, Somewhat Helpful=2, Little/No Help=1.  A scale was 

completed for Section Ca of the survey with M = 34.73.  These types of mentoring needed 

related to management would have a mean of 10.0 (little/no help) to 20.0 (somewhat helpful) if 
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the respondent felt more strongly it would not be helpful and a mean of 30.0 (helpful) to 40.0 

(very helpful) if the respondent felt more strongly it would be helpful.   The scale M = 34.73 

indicated that most respondents chose a rating towards the positive, falling in between helpful 

and very helpful for the inclusion of these topics related to management.  The reliability for this 

section of the survey was Cronbach’s alpha = .88 (see Table 1).   

Five types of mentoring related to management were rated very high in terms of 

helpfulness.  School management (90, 55.6%), finance and accounting (95, 58.6%), personnel 

decisions (91, 56.2%), discipline (91, 56.2%), and focusing on the big picture (92, 56.8%) were 

each rated with a high number of respondents selecting very helpful on the scale.  Although all 

items in this section were answered very helpful or helpful by the majority, these were particular 

areas of needed mentoring.   
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Table 14 

Type of Mentoring Needed-Management 

 
 VH       H SH L/NH   

  n        %  n        %  n        %   n       % N M 

Problem Solving 79     48.8 66     40.7 11      6.8 0        0.0 156 3.44 

Paperwork/Record-Keeping 71     43.8 59     36.4 24    14.8 2        1.2 156 3.28 

School Management 90     55.6 55     34.0 11      6.8 0        0.0 156 3.51 

Finance and Accounting 95     58.6 54     33.3  8       4.9 0        0.0 157 3.55 

Personnel Decisions 91     56.2 49     30.2 13      8.0 1        0.6  154 3.49 

Discipline 91     56.2 52     32.1 11      6.9 0        0.0 154 3.52 

Learning Daily ‘Ins and Outs’ 89     54.9 48     29.6 17    10.5 1        0.6  155 3.45 

Communication 80     49.4 61     37.7 15      9.3 0        0.0 156 3.42 

Effective Agent of Change 83     51.2 61     37.7 10      6.2 1        0.6  155 3.46 

Focusing on the Big Picture 92     56.8 56     34.6  6       3.7 0        0.0 154 3.56 

Note.  N = total respondents.  n = respondents for each scaled answer. M = Mean (arithmetic 

average). 

Scale ANOVAs and Research Questions 2-10 

 Research questions 2-10 sought to determine if statistically significant differences existed 

between various groups regarding their opinions, beliefs, and attitudes, including perceived 

value, toward mentoring for their job assignment.  The various groups were men and women, 

novice and experienced administrators, principals and assistant principals, administrators at 

various levels-elementary, middle, and high-, administrators of various ethnic backgrounds, 

administrators who have and have not received formal mentoring, administrators who have and 
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have not received informal mentoring, administrators who have and have not served as a formal 

mentor, and administrators who have and have not served as an informal mentor.   A scale was 

created to examine if statistically significant differences existed between these aforementioned 

groups in each section of the survey.  The survey sections analyzed were The Value of and Need 

for Mentoring (Section A), Components of Mentor Programs (Section B), Type of Mentoring 

Needed-Instruction (Section Ca), Type of Mentoring Needed-Community (Section Cb), and 

Type of Mentoring Needed-Management (Section Cc).   

 As shown in Table 15, there were no statistically significant differences found on any 

section of the survey between men and women administrators.  In individual item analysis, there 

was one item on the survey where a statistically significant difference was found between the 

two groups; assessment and grading (p(F) = .007).  The mean for males was 3.53 (Helpful=3 and 

Very Helpful=4) and the mean for females was 3.18 (Helpful=3 and Very Helpful=4).  This 

question on the survey asked the respondents to rate how helpful it would be to be mentored on a 

particular topic. 
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Table 15 

Scale ANOVA for Gender 
 
Source      df       SS     MS     F  p(F) 

Value and Need for Mentoring 

                       Gender 

                         Error 

 

1

147

     6.825

938.974

 

6.825 

6.388 

 

 1.068 .303

Components of Mentor Programs 

Gender 

Error 

 

1

140

12.278

2781.158

 

12.278 

19.865 

 

.618 .433

Type of Mentoring-Instruction 

Gender 

Error 

 

1

132

40.486

3059.016

 

40.486 

23.174 

 

1.756 .187

Type of Mentoring-Community 

Gender 

Error 

 

1

137

.268

1708.092

 

.268 

  12.468 

 

.021 .884

Type of Mentoring-Management 

Gender 

Error 

 

1

133

2.491

2761.657

 

2.491 

  20.764 

 

.120 .730

 

As shown in Table 16, there were no statistically significant differences found on any 

section of the survey between novice and experienced administrators.  In individual item 

analysis, there were no items on the survey where a statistically significant difference was found 

between the two groups. 
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Table 16 

Scale ANOVA for Novice and Experienced Administrators 
 
Source      df       SS     MS     F  p(F) 

Value and Need for Mentoring 

                       Novice/Experienced 

                         Error 

 

1

150

1.116

960.088

 

1.116 

6.401 

 

.174 .677

Components of Mentor Programs 

                       Novice/Experienced  

Error 

 

1

143

15.329

2824.422

 

15.329 

19.751 

 

.776 .380

Type of Mentoring-Instruction 

                       Novice/Experienced  

Error 

 

1

135

24.521

3131.610

 

24.521 

23.197 

 

1.057 .306

Type of Mentoring-Community 

                       Novice/Experienced  

Error 

 

1

140

4.456

1712.333

 

4.456 

12.231 

 

.364 .547

Type of Mentoring-Management 

                       Novice/Experienced  

Error 

 

1

136

1.917

2789.685

 

1.917 

20.512 

 

.093 .760

  

As shown in Table 17, there were no statistically significant differences found on any 

section of the survey between principals and assistant principals.  In individual item analysis, 

there was one item on the survey where a statistically significant difference was found between 

the two groups; school management (p(F) = .008).  The mean for principals was 3.33 (Helpful=3 
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and Very Helpful=4) and the mean for assistant principals was 3.64 (Helpful=3 and Very 

Helpful=4). This question on the survey asked the respondents to rate how helpful it would be to 

be mentored on a particular topic. 

Table 17 

Scale ANOVA for Principals and Assistant Principals  
 
Source      df       SS     MS     F  p(F) 

Value and Need for Mentoring 

                 Principal/Asst. Principal 

                 Error 

 

1

148

6.006

949.769

 

3.003 

6.417 

 

.468 .627

Components of Mentor Programs 

                Principal/Asst. Principal 

                 Error 

 

1

141

3.073

2793.365

 

1.536 

19.811 

 

.078 .925

Type of Mentoring-Instruction 

                Principal/Asst. Principal 

                 Error 

 

1

133

64.489

3090.856

 

32.245 

23.240 

 

1.387 .253

Type of Mentoring-Community 

                Principal/Asst. Principal  

                 Error 

 

1

138

21.423

1677.385

 

10.712 

12.155 

 

.881 .417

Type of Mentoring-Management 

                Principal/Asst. Principal  

                 Error 

 

1

134

92.147

2694.072

 

46.074 

20.105 

 

2.292 .105
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As shown in Table 18, there were no statistically significant differences found on any 

section of the survey between administrators at various levels-elementary, middle, and high.  In 

individual item analysis, there were no items on the survey where a statistically significant 

difference was found between the groups. 

Table 18 

Scale ANOVA for Administrators at Various Levels  
 
Source      df       SS     MS     F  p(F) 

Value and Need for Mentoring 

                       School Level  

                         Error 

 

3

145

8.419

934.802

 

2.806 

6.447 

 

.435 .728

Components of Mentor Programs 

           School Level  

Error 

 

3

138

49.678

2756.808

 

16.559 

19.977 

 

.829 .480

Type of Mentoring-Instruction 

           School Level  

Error 

 

3

131

100.463

2655.270

 

33.488 

20.269 

 

1.652 .181

Type of Mentoring-Community 

           School Level  

Error 

 

3

135

42.691

1659.942

 

14.230 

12.296 

 

1.157 .329

Type of Mentoring-Management 

           School Level  

Error 

 

3

131

81.276

2612.028

 

27.092 

19.939 

 

1.359 .258
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As shown in Table 19, there were no statistically significant differences found on any 

section of the survey between administrators of various ethnic backgrounds.  In individual item 

analysis, there were no items on the survey where a statistically significant difference was found 

between the four groups. 

Table 19 

Scale ANOVA for Administrators of Various Ethnic Backgrounds  
 
Source      df       SS     MS     F  p(F) 

Value and Need for Mentoring 

                        Ethnicity 

                         Error 

 

3

145

15.120

931.766

 

5.040 

6.426 

 

.784 .505

Components of Mentor Programs 

     Ethnicity 

Error 

 

3

138

63.539

2754.771

 

21.180 

19.962 

 

1.061 .368

Type of Mentoring-Instruction 

     Ethnicity 

Error 

 

3

130

16.751

3110.988

 

5.584 

23.931 

 

.233 .873

Type of Mentoring-Community 

     Ethnicity 

Error 

 

3

135

17.810

1682.866

 

5.937 

12.466 

 

.476 .699

Type of Mentoring-Management 

     Ethnicity 

Error 

 

3

131

25.836

2725.646

 

8.612 

20.806 

 

.414 .743
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As shown in Table 20, there were no statistically significant differences found on any 

section of the survey between administrators who have and have not received formal mentoring.  

In individual item analysis, there were no items on the survey where a statistically significant 

difference was found between the two groups.   

Table 20 

Scale ANOVA for Administrators Who Have and Have Not Received Formal Mentoring  
 
Source      df       SS     MS     F  p(F) 

Value and Need for Mentoring 

                         Formal Mentoring 

                         Error 

 

1

150

3.890

957.314

 

3.890 

6.382 

 

.610 .436

Components of Mentor Programs 

                     Formal Mentoring  

Error 

 

1

146

.494

2379.148

 

.494 

16.296 

 

.030 .862

Type of Mentoring-Instruction 

                     Formal Mentoring 

Error 

 

1

135

33.217

3122.914

 

33.217 

23.133 

 

1.436 .233

Type of Mentoring-Community 

                     Formal Mentoring 

Error 

 

1

140

.178

1716.611

 

.178 

12.262 

 

.015 .904

Type of Mentoring-Management 

                     Formal Mentoring  

Error 

 

1

137

2.750

2222.272

 

2.750 

16.221 

 

.170 .681
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As shown in Table 21, there were no statistically significant differences found on any 

section of the survey between administrators who have and have not received informal 

mentoring.  In individual item analysis, there were no statistically significant differences found 

between the two groups.   

Table 21 

Scale ANOVA for Administrators Who Have and Have Not Received Informal Mentoring 
 
Source      df       SS     MS     F  p(F) 

Value and Need for Mentoring 

                        Informal Mentoring 

                         Error 

 

1

150

.607

960.596

 

.607 

6.404 

 

.095 .759

Components of Mentor Programs 

                       Informal Mentoring 

Error 

 

1

143

25.645

2814.107

 

25.645 

19.679 

 

1.303 .256

Type of Mentoring-Instruction 

                       Informal Mentoring  

Error 

 

1

135

11.127

3145.004

 

11.127 

23.296 

 

.478 .491

Type of Mentoring-Community 

                       Informal Mentoring  

Error 

 

1

140

2.401

1714.388

 

2.401 

12.246 

 

.196 .659

Type of Mentoring-Management 

                       Informal Mentoring  

Error 

 

1

136

1.431

2790.170

 

1.431 

20.516 

 

.070 .792
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As shown in Table 22, there were no statistically significant differences found on the 

survey between administrators who have and have not served as a formal mentor.  In individual 

item analysis, there was one item on the survey where a statistically significant difference was 

found between the two groups; time for discussion together (p(F) = .003).  The mean for 

administrators who served as a formal mentor was 2.30 (Somewhat Important=2 and 

Important=3) and the mean for administrators who have not served as a formal mentor was 2.61 

(Somewhat Important=2 and Important=3).  This item asked the respondents to rate how 

important it would be to consider the given component as part of a mentor program. 
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Table 22 

Scale ANOVA for Administrators Who Have and Have Not Served as a Formal Mentor  
 
Source      df       SS     MS     F  p(F) 

Value and Need for Mentoring 

                         Formal Mentor  

                         Error 

 

1

150

7.074

954.130

7.074

6.361

  

1.112 .293 

Components of Mentor Programs 

                Formal Mentor  

Error 

 

1

143

95.852

2743.900

95.852

19.188

  

4.995 .027 

Type of Mentoring-Instruction 

                Formal Mentor  

Error 

 

1

135

3.866

3152.265

3.866

23.350

  

.166 .685 

Type of Mentoring-Community 

                Formal Mentor  

Error 

 

1

140

7.313

1709.476

7.313

12.211

  

.599 .440 

Type of Mentoring-Management 

                Formal Mentor  

Error 

 

1

136

6.566

2785.036

6.566

20.478

  

.321 .572 

 

As shown in Table 23, there were no statistically significant differences found on any 

section of the survey between administrators who have and have not served as an informal 

mentor.  In individual item analysis, there was one item on the survey where a statistically 

significant difference was found between the two groups; mentor at same school level (p(F) = 
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.005).  The mean for administrators who served as an informal mentor was 2.20 (Somewhat 

Important=2 and Important=3) and the mean for administrators who have not served as an 

informal mentor was 2.58 (Somewhat Important=2 and Important =3).  This item asked the 

respondents to rate how important it would be to consider the given component as part of a 

mentor program. 

Table 23 

Scale ANOVA for Administrators Who Have and Have Not Served as an Informal Mentor  
 
Source      df       SS     MS     F  p(F) 

Value and Need for Mentoring 

                         Informal Mentor  

                         Error 

 

1

148

1.386

948.888

 

1.386 

6.411 

 

.216 .643

Components of Mentor Programs 

                   Informal Mentor  

Error 

 

1

141

52.022

2772.454

 

52.022 

19.663 

 

2.646 .106

Type of Mentoring-Instruction 

                   Informal Mentor  

Error 

 

1

134

24.671

2930.711

 

24.671 

21.871 

 

1.128 .290

Type of Mentoring-Community 

                   Informal Mentor  

Error 

 

1

138

2.355

1610.066

 

2.355 

11.667 

 

.202 .654

Type of Mentoring-Management 

                   Informal Mentor  

Error 

 

1

134

7.598

2620.336

 

7.598 

19.555 

 

.389 .534
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Additional ANOVA tables were created for research questions 2-10 for each section of 

the survey.  These tables reflect an item by item analysis according to comparative group.  These 

analyses are labeled Tables 24-68 and can be found in Appendix G. 

General Summary of Open-Ended Responses 

Item 47 in the survey was an open-ended item with the following questions:  What other 

comments do you have regarding your opinions, beliefs, and attitudes, including perceived value, 

of mentoring for new administrators?  If you have received mentoring while in administration, 

was it valuable?  Why or why not?  Many of the respondent’s comments reflected areas 

mentioned in the survey and in the literature review in Chapter 2.  A complete list of all 

respondent’s comments is listed in Appendix H.  Of the 161 survey respondents, 96 had 

additional comments to add in Item 47. 

Some key words and phrases used to describe either a mentoring experience had or 

perceived benefits from a mentoring experience were:  “invaluable”, “helpful”, “critical”, 

“effective”, “vital”, “should be required”, “would have been so helpful”, “would have made my 

transition smoother”, “would help to create a network with others”, and “would be so 

beneficial”.  Eight of the respondents indicated that any mentoring they had was at their own 

initiation and it would be better to not always have to be seeking out assistance.  Five 

respondents mentioned proper matching in order to get the full benefit of the relationship.  One 

respondent referenced gender stating it would “be difficult for some males to mentor females.  

Some of the males I have worked with think they are smarter and can do the job better.”  Five 

respondents stated the need to ensure the mentor was not just experienced, but was well 

respected, knowledgeable, and successful in their position.   
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Four respondents indicated they were assistant principals and that it would be extremely 

helpful to have other experienced assistant principals mentor them, not necessarily a principal 

who may or may not know and understand all the components of the assistant principal job.  

Whether the mentor is in a superior position or not, two respondents stated the need to ensure the 

mentor does not have power over or an evaluative role over the mentee.  The respondents felt 

this would hinder the ability to have open dialogue and conversations as well as decrease the 

mentee’s willingness to ask what may seem like trivial questions.   Seven respondents stated that 

“open dialogue” and “trust” were critical to the relationship. 

A topic addressed by four respondents was whether to have the mentoring required or 

optional.  Three respondents stated mentoring should be required and one stated it should be 

optional.  If required, four respondents mentioned the need to have coverage so the relationship 

could take place during a reasonable amount of school time.  Five respondents stated the need for 

the program to not be a “one size fits all” but a program with enough “flexibility” to cater to the 

needs, strengths, and weaknesses of the various participants.  Eight respondents commented on 

informal versus formal mentoring and which experience they had received, if any, and which 

they would require, if any.  Seven of these eight respondents do admit some type of mentoring 

should be required but there was no majority in terms of comments in favor of formal or 

informal.  Additionally, three respondents indicated a need for mentoring in the first several 

years of an administrative position, not just the initial year.   

Eight respondents commented they served as mentors and two of these respondents added 

they also received benefits of the relationship.  One stated it was the “most important 

contribution we can make to the profession” while another stated he had “picked up some ideas 

to try as well from the conversations between him and his mentees”.  Five of the respondents 
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also mentioned the need for mentoring due to the increased demands on administrators in terms 

of accountability and responsibility.  Additionally, six respondents indicated a mentor was 

needed for times of transition; for those new to a district, new to a school, or new to a position 

and everyone in these circumstances could benefit no matter how many years of experience.  

Sixteen of the 96 respondents indicated they had not received any type of mentoring during their 

administrative career.  One respondent summarizes by stating: 

Mentoring is essential to the development and sustaining of teachers as research shows.  

In our field it would only make sense to continue wise development of “people” 

resources at the administrative level.  I would have relished a mentor in my new position 

in a school district but had none.  I have never felt so isolated in my educational 

experience as I did that year.  Perhaps a mentoring opportunity would have increased my 

competence, avoided some of the major faux pas events, and yielded a better level of 

quality support to my school and community. 

Item 47:  Question One 

 The first question in Item 47 from the survey was: What other comments do you have 

regarding your opinions, beliefs, and attitudes, including perceived value, of mentoring for new 

administrators?  This question was analyzed by subgroup.    

Gender 

 There were 14 males and 26 females who added comments and indicated their gender.  

Four males and five females added comments regarding the types of support a mentor could 

provide.  Three males added comments about components of the program (time commitment, 

proximity) and seven females added comments about components of the program (time 

commitment, matching, training).  Two males added comments about which areas it would be 
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helpful to receive mentoring (prioritizing activities, motivating adults) and two females added 

comments about which areas it would be helpful to receive mentoring (special education, testing, 

problem solving, motivation).  Five males and 12 females added comments about how helpful it 

would have been to have a mentor in the first several years of the job.  There were no major 

differences apparent in additional comments between males and females regarding mentoring. 

Novice and Experienced Administrators 

 There were 15 novice (three years or less) and 26 experienced (more than three years) 

administrators who added comments and indicated total years in administration.  Two novice and 

six experienced administrators added comments regarding the types of support a mentor could 

provide.  Six novice administrators added comments about components of the program (school 

location, matching, training, flexible) and 13 experienced administrators added comments about 

components of the program (one versus several years, matching, not ‘one size fits all’, funding, 

time required, open dialogue).  Two novice administrators added comments about which areas it 

would be helpful to receive mentoring (problem solving, school improvement, special education, 

testing) and three experienced administrators added comments about which areas it would be 

helpful to receive mentoring (prioritizing activities, motivating adults, classroom management, 

making connections).  Five novice and four experienced administrators added comments about 

how helpful it would have been to have a mentor in the first several years of the job.  There were 

no major differences apparent in the additional comments between novice and experienced 

administrators regarding mentoring. 

Principals and Assistant Principals 

 There were 14 principals and 27 assistant principals who added comments and indicated 

current position.  Two principals and five assistant principals added comments regarding the 
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types of support a mentor could provide.  Five principals added comments about components of 

the program (flexible, similar school demographics with mentor and mentee, open dialogue, 

matching) and 11 assistant principals added comments about components of the program (time 

commitment, training, funding, matching, flexible program).  Two principals added comments 

about which areas it would be helpful to receive mentoring (prioritizing activities, motivating 

adults) and three assistant principals added comments about which areas it would be helpful to 

receive mentoring (special education, testing, problem solving, school improvement, classroom 

management, making connections).  Five principals and eight assistant principals added 

comments about how helpful it would have been to have a mentor in the first several years of the 

job.  There were no major differences apparent in the additional comments between principals 

and assistant principals regarding mentoring. 

School Level 

There were 24 elementary, 8 middle/junior high, and 7 secondary/high school 

administrators who added comments and indicated school level.  Four elementary, two 

middle/junior high, and one secondary/high school administrator(s) added comments regarding 

the types of support a mentor could provide.  Nine elementary administrators added comments 

about components of the program (flexible, funding, matching, open dialogue), two 

middle/junior high administrators added comments about components of the program 

(matching), and five secondary/high school administrators added comments about components of 

the program (time commitment, training).  Four elementary administrators added comments 

about which areas it would be helpful to receive mentoring (prioritizing activities, problem 

solving, school improvement, motivating adults, classroom management) and two middle/junior 

high administrators added comments about which areas it would be helpful to receive mentoring 
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(classroom management, making connections, finance, discipline).  Seven elementary, two 

middle/junior high, and one secondary/high school administrator(s) added comments about how 

helpful it would have been to have a mentor in the first several years of the job.  There were no 

major differences apparent in the additional comments between administrators at various school 

levels regarding mentoring. 

Ethnicity 

There were 28 Caucasian, 10 African-American, and two Hispanic administrators who 

added comments and indicated ethnicity.  Five Caucasian and two African-American 

administrators added comments regarding the types of support a mentor could provide.  Twelve 

Caucasian administrators added comments about components of the program (training, flexible 

program, similar school demographics, matching, open dialogue, time commitment) and five 

African-American administrators added comments about components of the program (matching, 

funding, same school level).  Three Caucasian administrators added comments about which areas 

it would be helpful to receive mentoring (prioritizing activities, classroom management, finance, 

discipline, special education, testing), two African-American administrators added comments 

about which areas it would be helpful to receive mentoring (problem solving, school 

improvement, classroom management), and one Hispanic administrator added comments about 

which areas it would be helpful to receive mentoring (classroom management, making 

connections).  Eight Caucasian, one African-American, and one Hispanic administrator(s) added 

comments about how helpful it would have been to have a mentor in the first several years of the 

job. There were no major differences apparent in the additional comments between 

administrators of various ethnic backgrounds regarding mentoring. 
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Formal Mentoring 

There were six administrators who have received formal mentoring and 32 administrators 

who have not received formal mentoring who added comments and indicated formal mentoring 

experience.  Two administrators who have received formal mentoring and nine administrators 

who have not added comments regarding the types of support a mentor could provide.  Two 

administrators who have received formal mentoring added comments about components of the 

program (similar school demographics, training) and 13 administrators who have not received 

formal mentoring added comments about components of the program (funding, matching, 

flexible program, open dialogue, same school level).  Five administrators who have not received 

formal mentoring added comments about which areas it would be helpful to receive mentoring 

(problem solving, school improvement, making connections, classroom management, special 

education, testing, prioritizing, motivating adults).  Two administrators who have received 

formal mentoring and six who have not added comments about how helpful it was or would have 

been to have a mentor in the first several years of the job.  There were no major differences 

apparent in the additional comments between administrators who have and have not received 

formal mentoring regarding mentoring. 

Informal Mentoring 

There were 32 administrators who received informal mentoring and eight administrators 

who have not received informal mentoring who added comments and indicated informal 

mentoring experience.  Six administrators who have received informal mentoring and three 

administrators who have not added comments regarding the types of support a mentor could 

provide.  Fourteen administrators who have received informal mentoring added comments about 

components of the program (matching, training, same school level, open dialogue, flexible 
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program) and one administrator who has not received informal mentoring added comments about 

components of the program (matching).  Five administrators who have received informal 

mentoring added comments about which areas it would be helpful to receive mentoring (making 

connections, classroom management, special education, testing, problem solving, school 

improvement, prioritizing) and one administrator who has not received informal mentoring 

added comments about which areas it would be helpful to receive mentoring (classroom 

management).  Seven administrators who have received informal mentoring and three who have 

not added comments about how helpful it was or would have been to have a mentor in the first 

several years of the job.  There were no major differences apparent in the additional comments 

between administrators who have and have not received informal mentoring regarding 

mentoring. 

Formal Mentor 

There were seven administrators who served as a formal mentor and 34 administrators 

who have not served as a formal mentor who added comments and indicated service as a formal 

mentor.  One administrator who served as a formal mentor and 13 administrators who have not 

added comments regarding the types of support a mentor could provide.  Four administrators 

who served as a formal mentor added comments about components of the program (similar 

school type, open dialogue, flexible program) and eight administrators who have not served as a 

formal mentor added comments about components of the program (time commitment, funding, 

matching, training, flexible program).  Five administrators who have not served as a formal 

mentor added comments about which areas it would be helpful to receive mentoring (classroom 

management, motivating adults, prioritizing, special education, testing, school improvement, 

problem solving, making connections).  Two administrators who served as a formal mentor and 
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eight who have not added comments about how helpful it was or would have been to have a 

mentor in the first several years of the job.  There were no major differences apparent in the 

additional comments between administrators who have and have not served as a formal mentor 

regarding mentoring. 

Informal Mentor 

There were 25 administrators who served as an informal mentor and 15 administrators 

who have not served as an informal mentor who added comments and indicated service as a 

formal mentor.  Seven administrators who served as an informal mentor and three administrators 

who have not added comments regarding the types of support a mentor could provide.  Ten 

administrators who served as an informal mentor added comments about components of the 

program (similar school type, flexible program, funding, open dialogue) and five administrators 

who have not added comments about components of the program (open dialogue, training, 

matching).  Five administrators who have not served as an informal mentor added comments 

about which areas it would be helpful to receive mentoring (classroom management, making 

connections, problem solving, school improvement, prioritizing, motivating adults).  Eight 

administrators who served as an informal mentor and three who have not added comments about 

how helpful it was or would have been to have a mentor in the first several years of the job.  

There were no major differences apparent in the additional comments between administrators 

who have and have not served as an informal mentor regarding mentoring. 

Item 47:  Question Two 

 The second question in Item 47 from the survey was:  If you have received mentoring 

while in administration, was it valuable?  Why or why not?  This question was analyzed by 

subgroup. 
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Gender 

 There were 11 males and 24 females who addressed question two through additional 

comments and indicated their gender.  Six males and 20 females indicated their mentoring 

experience was valuable.  Similar responses between the two groups indicating why the 

experience was valuable included:  “assistance with all the trivial questions”, decreased feelings 

of isolation, learned the “ins and outs”, sharing of ideas and opinions, and assistance with 

problems.  Five males and five females indicated their mentoring experience was not as 

successful as hoped.  Similar responses between the two groups indicating why the experience 

was less than satisfactory included:  a need for more time to communicate, no accountability 

with the mentor so there was little follow through, and a need for more structure in the 

relationship.  There were no major differences apparent in the additional comments between 

males and females regarding their mentoring experiences.   

Novice and Experienced Administrators 

 There were 16 novice (three years or less) and 38 experienced (more than three years) 

administrators who addressed question two through additional comments and indicated their total 

number of years in administration.  Thirteen novice and 30 experienced administrators indicated 

their mentoring experience was valuable.  Similar responses between the two groups indicating 

why the experience was valuable included:  “assistance with all the trivial questions”, decreased 

feelings of isolation, establishment of relationships, learned the “ins and outs”, sharing of ideas 

and opinions, assistance with problems, collaboration, the insight from the mentor was 

invaluable, and decreased frustration.  Three novice and eight experienced administrators 

indicated their mentoring experience was not as successful as hoped.  Similar responses between 

the two groups indicating why the experience was less than satisfactory included:  a need for 
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more time to communicate, no accountability with the mentor so there was little follow through, 

a need for more structure in the relationship, indication that a formal experience was needed, and 

mentors who were not qualified.  There were no major differences apparent in the additional 

comments between novice and experienced administrators regarding their mentoring 

experiences.   

Principals and Assistant Principals 

 There were 25 principals and 27 assistant principals who addressed question two through 

additional comments and indicated their current position.  Twenty two principals and 23 assistant 

principals indicated their mentoring experience was valuable.  Similar responses between the two 

groups indicating why the experience was valuable included:  “assistance with all the trivial 

questions”, decreased feelings of isolation, learned the “ins and outs”, sharing of ideas and 

opinions, assistance with problems, led to growth in me as an administrator, and success is 

greatly attributed to the mentoring experience.  Three principals and four assistant principals 

indicated their mentoring experience was not as successful as hoped.  Similar responses between 

the two groups indicating why the experience was less than satisfactory included:  a need for 

more time to communicate, no accountability with the mentor so there was little follow through, 

mentor not qualified, and too great of a time commitment.  There were no major differences 

apparent in the additional comments between principals and assistant principals regarding their 

mentoring experiences.   

School Level 

 There were 29 elementary, eight middle/junior high, and 14 secondary/high school 

administrators who addressed question two through additional comments and indicated their 

school level.  Twenty six elementary, seven middle/junior high, and 13 secondary/high school 
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administrators indicated their mentoring experience was valuable.  Similar responses between the 

three groups indicating why the experience was valuable included:  “assistance with all the trivial 

questions”, decreased feelings of isolation, learned the “ins and outs”, sharing of ideas and 

opinions, assistance with problems, collaboration, and success as an administrator attributed to 

the mentoring experience.  Three elementary, one middle/junior high, and one secondary/high 

school administrator(s) indicated their mentoring experience was not as successful as hoped.  

Similar responses between the three groups indicating why the experience was less than 

satisfactory included:  a need for more time to communicate, no accountability with the mentor 

so there was little follow through, mentor not qualified, and mentor needed at my same school 

level.  There were no major differences apparent in the additional comments between 

administrators at various school levels regarding their mentoring experiences.   

Ethnicity 

 There were 44 Caucasian and 10 African-American administrators who addressed 

question two through additional comments and indicated their ethnicity.  Thirty nine Caucasian 

and 10 African-American administrators indicated their mentoring experience was valuable.  

Similar responses between the two groups indicating why the experience was valuable included:  

“assistance with all the trivial questions”, decreased feelings of isolation, learned the “ins and 

outs”, sharing of ideas and opinions, assistance with problems, collaboration, and establishment 

of relationships.  Five Caucasian administrators indicated their mentoring experience was not as 

successful as hoped.  Responses indicating why the experience was less than satisfactory 

included:  a need for more time to communicate, no accountability with the mentor so there was 

little follow through, a need for more structure in the relationship, and a less than qualified 



Mentoring and Administrators 83  

mentor.  There were no major differences apparent in the additional comments between 

administrators of various ethnic backgrounds regarding their mentoring experiences.   

Formal Mentoring 

 There were 20 administrators who have received formal mentoring and 36 administrators 

who have not received formal mentoring who addressed question two through additional 

comments and indicated their formal mentoring experience.  Eighteen administrators who have 

received formal mentoring and 34 who have not indicated their mentoring experience was 

valuable.  Similar responses between the two groups indicating why the experience was valuable 

included:  “assistance with all the trivial questions”, decreased feelings of isolation, learned the 

“ins and outs”, sharing of ideas and opinions, assistance with problems, collaboration, 

establishment of relationships, and success as an administrator due to mentoring experience.  

Two administrators who have received formal mentoring and two who have not indicated their 

mentoring experience was not as successful as hoped.  Similar responses between the two groups 

indicating why the experience was less than satisfactory included:  a need for more time to 

communicate, no accountability with the mentor so there was little follow through, and a less 

than qualified mentor.  There were no major differences apparent in the additional comments 

between administrators who have and have not received formal mentoring  regarding their 

mentoring experiences.   

Informal Mentoring 

 There were 48 administrators who have received informal mentoring and six 

administrators who have not received informal mentoring who addressed question two through 

additional comments and indicated their informal mentoring experience.  Forty three 

administrators who have received informal mentoring and six who have not indicated their 
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mentoring experience was valuable.  Similar responses between the two groups indicating why 

the experience was valuable included:  “assistance with all the trivial questions”, decreased 

feelings of isolation, learned the “ins and outs”, sharing of ideas and opinions, assistance with 

problems, collaboration, establishment of relationships, and success as an administrator due to 

mentoring experience.  Five administrators who have received informal mentoring indicated their 

mentoring experience was not as successful as hoped.  Responses indicating why the experience 

was less than satisfactory included:  a need for more time to communicate, no accountability 

with the mentor so there was little follow through, and a less than qualified mentor.  There were 

no major differences apparent in the additional comments between administrators who have and 

have not received informal mentoring regarding their mentoring experiences.   

Formal Mentor 

 There were 15 administrators who served as a formal mentor and 39 administrators who 

have not served as a formal mentor who addressed question two through additional comments 

and indicated their formal mentoring experience.  Fourteen administrators who served as a 

formal mentor and 38 who have not indicated their mentoring experience was valuable.  Similar 

responses between the two groups indicating why the experience was valuable included:  

“assistance with all the trivial questions”, decreased feelings of isolation, learned the “ins and 

outs”, sharing of ideas and opinions, assistance with problems, collaboration, establishment of 

relationships, and success as an administrator due to mentoring experience.  One administrator 

who served as a formal mentor and three who have not indicated their mentoring experience was 

not as successful as hoped.  Similar responses between the two groups indicating why the 

experience was less than satisfactory included:  a need for more time to communicate, no 

accountability with the mentor so there was little follow through, too much of a time 
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commitment required, and a less than qualified mentor.  There were no major differences 

apparent in the additional comments between administrators who have and have not served as a 

formal mentor regarding their mentoring experiences.   

Informal Mentor 

 There were 31 administrators who served as an informal mentor and 19 administrators 

who have not served as an informal mentor who addressed question two through additional 

comments and indicated their informal mentoring experience.  Twenty eight administrators who 

served as an informal mentor and 18 who have not indicated their mentoring experience was 

valuable.  Similar responses between the two groups indicating why the experience was valuable 

included:  “assistance with all the trivial questions”, decreased feelings of isolation, learned the 

“ins and outs”, sharing of ideas and opinions, assistance with problems, collaboration, 

establishment of relationships, and success as an administrator due to mentoring experience.  

Three administrators who served as an informal mentor and two who have not indicated their 

mentoring experience was not as successful as hoped.  Similar responses between the two groups 

indicating why the experience was less than satisfactory included:  a need for more time to 

communicate, no accountability with the mentor so there was little follow through, too great of a 

time commitment required, and a less than qualified mentor.  There were no major differences 

apparent in the additional comments between administrators who have and have not served as an 

informal mentor regarding their mentoring experiences.   

This chapter discussed response rate, survey respondents, and results of the study.  The 

discussion of findings, implications, and recommendations for future research can be found in 

Chapter 5:  Conclusion.   

 


