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“Negative messages from other 

teachers can be a problem if they 

make a stronger impression than 

what the mentor says.” 

 Click on the 

following links to 

see full PowerPoint 

presentations: 

Marina Burger ,  

Dr Hanno Prins 

and Zorina 

Dharsey 

 

 

 

 

Setting the scene  

School Management Teams acknowledge that novice teachers face many difficulties when they start 

teaching. They are also aware that it is their responsibility to help these teachers navigate these difficulties, 

but their time is limited. With this in mind, the recent Teacher Development Community of Practice hosted 

four expert panellists who shared their experiences and innovative ideas on how to facilitate this transition 

from University to the classroom, and keep these young teachers in the teaching profession. This was this 

group’s second meeting of 2016. 

    

 

Overview of presentations 

Mentoring From Induction to Career 

Marina Burger highlighted that the purpose of induction is to integrate the new staff member into the school 

(the ethos, the culture, the way the school wants to be) and into the profession. She explained that it is 

important to recognise that while some young people come to teaching for idealistic reasons, for at least 

half it is for job security and to help their families.  For this reason, 

we need to think carefully about how we introduce novice 

teachers to this complex profession. We need to develop their 

skills so they can have a successful career, and help them become 

‘well-functioning teachers’. 

Marina explained that established schools mostly rely on guidelines and handbooks. This approach can work 

in schools with a low staff turnover and where all staff understand the use of the handbook and reinforce it 

for new teachers.  Another approach is a buddy system, together with the handbook, which works well if the 

school has a high turnover. She, however, cautioned that there could be conflicting messages if the 

buddy/mentor is focussed on a specific department and doesn’t fully integrate the new teacher into the 

school.  
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What schools can do to develop and  keep young teachers: 
 

 Link professional development to the 
classroom  

 Introduce innovative teaching styles  

 Map a career - path give them hope!  Supportive co-worker relationships  

 Help them to negotiate basic but important 
things like photocopying, booking team 
transport, staff politics  

 Specifically introduce opportunities to create a 
sense of community and integrate new 
teachers 

 Provide novice teachers with a special job 
profile showing everything they are expected 
to have implemented by the end of the year. 

 Job enrichment: shows you value your 
teachers 

 

Marina cited a study by Manik & Rothman (2015), which indicates that 4 things are key to ensure the 

retention of school teachers: the work role fit, job enrichment, supportive co-workers and facilitative 

supervisor relationships 

Mentoring through Professional Learning Communities and Induction Programmes 

Candice Bremner, Deputy Principal of Parktown High School for Girls, believes that a school’s teacher body is 

only as strong as its weakest teacher. In her presentations, she explored ways of fitting professional 

development and induction sessions into a busy and stressful school programme. She stressed that these 

have to be scheduled into the school programme. Parktown Girls’ recognises the immense benefits of a 

varied and full programme of extra murals (sport, cultural and service), but they prioritise academics. For 

this reason, every Wednesday afternoon is reserved for professional development. Two types of professional 

development are administered at the school:  i) a deliberate, sustained teacher development programme－

teachers meet in groups called PLCs (professional learning communities) ii) a teacher induction programme 

(IP) for novice teachers and teachers new to the school.. 

Candice explained that PLCs consist of subject groups of all teachers, old and new, and involves discussions 

on improvements to teaching methods, assessment design and other academic topics. PLC and IP sessions 

are planned in September of the previous year. All teachers, old and new, start every school year with 2 days 

of professional development and receive the PLC and IP programmes for the year (new teachers will have 

been orientated before this). 

She emphasised that the PLCs focus is defined by the HODs of subject groups in collaboration with the 

teachers. Attendance is compulsory. Importance is assigned to the PLC and IP programmes by the leadership 

of the school so they are taken seriously. As such, they become part of school business.  

What should the content of the Induction Programme sessions be?  

 

 

       

 

 Teacher professionalism 

 Classroom especially restorative 

discipline as practiced by the school 

 Principles of teacher evaluation  

 Assessment, reporting and providing 

feedback on formal and informal 

assessments and writing developmental 

report comments 

 Productive parent interviews  

 assessment design  

Productive homework principles  

 Safety policy, safety committee 

and first aid 

 Academic support structures  

 End of year procedures 

 Teaching cognitive skills  

 Quarterly individual reflection 

sessions with 

psychologist/therapist  
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As to the issue of how well HODs and others are equipped to mentor the novice teachers, Candice 

highlighted that the senior management team receive separate training on mentoring junior educators and 

facilitating PLCs. The senior management team has to make time for one-on-one and how-to sessions with 

new teachers (new concepts, new areas of skill). There are also whole staff development sessions 5 or 6 

times a year. All teachers have free access to the campus psychologist for therapeutic support and for 

developing time management skills, etc. 

Mentoring and Self-directed Learning 

Dr Hanno Prins of Lebone College based his presentation on Boyatzis’s theory of self directed learning. Self-

determination and developing teacher agency are important aspects of self-directed learning. The theory 

argues that the mentor has to lead the novice teacher through 5 discoveries. Dr Prins described them as 

follows:  

 My ideal self : who do I want to be? This involves intentionally developing an aspect of who you are or 

want to be. It highlights the importance of keeping aspirations alive and brings out the need to cultivate 

that person’s aspiration for themselves.  

 My real self: who am I? What are my strengths and gaps? IQMS is useful because it brings up the 

different roles of the teacher and what needs to be worked on. 

 My learning agenda: How can I build on my strengths while also reducing my gaps? This is where the 

ideal self and the real self-overlap. It involves setting a learning agenda to build on your own strengths 

while reducing weaknesses/gaps.  

 Experimenting with and practicing new behaviours, thoughts and feelings to the point of mastery. This 

step must lead to action－there should be a tripod of thinking, feeling and doing. 

 Developing supportive and trusting relationships that make change possible. None of this will be possible 

if the environment is not safe. 

The diagram below illustrates Boyatzi’s theory of self-directed learning: 
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Joint Mentorship Model 

Primary Science Programme’s Dr Zarina Dharsey believes that we will only be able to move towards finding 

solutions if we put our ideas together. Presenting on the joint mentorship model currently being 

implemented in the Western Cape, Dr Dharsey unpacked the forms of support the project is offering to 

novice teachers. Key components include: i) training ii) classroom support iii) providing resources and 

materials. 

The programme started by looking at the context, the challenges, the training programmes on offer, 

identifying gaps and support that was needed, and individualising the mentorship support for each teacher. 

Supporting workshops are held to address the general issues among young teachers, such as classroom 

management and discipline, teaching strategies and managing administration. The chief focus is on practical 

teaching techniques, including learning how to apply the theory. The mentorship is individualised for each 

particular teacher in the context. 

Once a month, intensive individual classroom support is offered. The joint mentoring model also draws on a 

team teaching approach. This has helped with building the confidence of novice teachers and includes 

observing, ‘holding the novice’s hand’ and lending moral support. The programme is a sustained two year 

period of intensive mentorship. Initial results show a massive improvement in these teachers. An intensive 

reflection process is built into every step of the programme and incorporates both the teaching and the 

mentorship process. In some cases the mentor/mentee relation hasn’t worked out and the teacher has to be 

assigned a different mentor.  

The programme found that the mentors needed to be capacitated in the second cycle. The programme also 

capacitated the SMT so they understood mentorship and joined in the PSP monthly visits. Lessons learnt 

have been embedded in the handbook for sharing. 

The novice teachers of the first cycle are eager to mentor.  So PPS has started the “each one teach one” 

approach. Young teachers relate well and make wonderful mentors, especially when it comes to using 

technology. This has been the main reason why high performing schools are now taking over training their 

own teachers. The joint mentorship programme has been so successful that none of the teachers in the 

cycles have left teaching. 

 

 

Discussion   

Some significant themes for understanding mentoring and induction emerged. Various enabling factors 

need to be in place for mentoring to be successful: 

 The reflection sessions are important as they help to uncover issues and allow them to be addressed.  

The school has been successful in creating unity within a very diverse group of girls, but this diversity 

can create difficulties for teachers. Teachers may need additional support to fit into the school 

culture (which has managed to both keep traditional values and progress with the times). 
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 If possible, don’t give them a big teaching load. Ensure that the novice teacher teaches with a teacher 

who has the required content knowledge and let both teachers prepare together. Shared preparation 

with teachers who are more experienced is a good way to help them grow in confidence.  

 

 Team teaching is helpful, getting grade 8 and 9 teachers to work together or grade 5 and 6 teachers 

helps bridge the gaps between those grades. 

 

 When you mentor young people it is important to understand their ‘language of affirmation’ and 

develop them that way. Some people need that affirmation. 

 

 For some young people it’s not a good fit because teaching is an emotionally challenging profession. 

Part of the induction process is teaching teachers the difficulties they’ll face emotionally. As a 

mentor, your job is to help your mentee manage these issues and understand that it is not their job 

to solve all the problems their learners may face.  

 

 The preparation to engage in professional development is also important – teachers must be willing 

participants and the need must be identified by themselves (not externally identified). 

 

 The model must be translatable to different environments or maybe we need different models for 

different environments. 

 

 University education and what happens in pre-service training need to be connected to the realities 

that the mentorship models show.   

 

 There has to be ongoing support at various levels of mentoring and professional development. 

 

 Part of the issue of a mentorship model is around sustainability. In South Africa, we can’t sustain one-

on-one mentorship. Schools have to take responsibility for mentorship programmes. They need to 

unpack what goes into a good programme and they need to spell this out clearly.  

 

 We need to identify the structural impediments, that is what factors impede good mentoring in 

schools and how do we unpack these? We need to spell these out.  

 

 We need to challenge some perspectives. For example, what was accepted previously might not be 

relevant today. The world is changing, and we have to prepare children for what we don’t know.  

 

 We need to be open-minded. A key question to reflect on is mentoring as a function of age and 

experience? Dr Ceresto speaks of principals needing a ‘critical friend’, i.e. someone who can help 

them reflect.  

 

 Time is a key factor. People want to see interventions and change happen quickly. We need to realise 

that it takes time (government needs to understand this too). The approach must include rigorous 

evaluation (not anecdotal), it must be learning oriented and it must be about what works in the 

models. 
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 Mentorship is not bound by time and place. We need a common vision that lets us choose the 

elements that are important to the individual.  

 

 Building teachers’ confidence is key for mentoring and building positive relationships within which 

the mentee is able to build self-realisation.  

 

 There is a need to look into how PLCs can be used more widely. There is a government initiative for 

this, but the problem is how to implement them in the different school contexts.  

 

 Mentors can be of different types and at different levels. A mentee can have both a technical and a 

relationship mentor who can help the young teacher figure out how to be a confident person. 

 

 The mentor has to be open to learning from the mentee; it is not a one-way process. 

 

 

Facilitator Reflection on the CoP  

In concluding this session, the facilitator asked participants to name stakeholders whose voices were missing 

in the room. Some of the stakeholder groupings mentioned include School Management Teams (SMT), 

teachers, principals, people who have lots of experience in mentoring, district officials and policymakers 

including the Department of Basic Education, the South African Council of Educators (SACE). A number of the 

participants volunteered to be part of the BRIDGE Teacher Development Pathways mapping subcommittee. 

The subcommittee will work outside of the Teacher Development CoP and will give regular feedback to the 

bigger CoP on progress. 

Attendees 
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Candice Bremner Parktown Girls Theresa Moila Transnet Foundation
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Hanno Prins Lebone College Zorina Dharsey PSP Western Cape
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Jenny Dry Institute for Balanced Living Pat Kutwanong

Lizette Baker Vuleka Lauren Fok Zenex Foundation

Margie Vorwerk Bridge Busisiwe Mosiuwa Pearson
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