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Relationship between Mentor Teachers’ Mentoring Functions and
Beginning Teachers’ Subjective Happiness

Danigman Ogrefmen Mentorluk Fonksiyonlaru ile Aday
Ogretmenlerin Oznel Mutluluk Diizeyi Arasindaki Iliski

Ramazan Yirci!, Ugur Ozalp?, ibrahim Kocabag?

Abstract

According to the Turkish Ministry of National Education Teacher Appointment and Substitution regulation,
beginning teachers are subjected to a training period for the first six months of their recruitment. This newly
launched program aims to train beginning teachers through a master—apprentice relationship, which can be
defined as a mentoring program. The purpose of this study was to examine the relationship between the level of
subjective happiness of beginning teachers working at state schools and the mentoring functions their advisers
perform with regard to various variables. Quantitative analysis was used, and the data were gathered through
the Mentoring Functions scale, which was developed by Noe (1988) and the Subjective Happiness scale, deve-
loped by Lyubomirsky & Lepper (1999). The sample of the study included 171 beginning teachers from three
districts of Istanbul province. Correlation and regression analysis revealed that there is a moderate, positive and
significant relationship between the level of subjective happiness of trainee teachers and the level of mentoring
functions their advisors perform. The mentoring functions the advisor teachers performed were found to be a
significant predictor of the level of subjective happiness of trainee teachers. For this reason, mentor selection,
mentor-mentee match and other mentoring processes should be well structured.
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Oz

Milli Egitim Bakanligi Ogretmen Atama ve Yer Degistirme Yénetmeligine gore aday 6gretmenler, adaylik-
larinin ilk alt1 ayinda yetistirme siirecine tabi tutulmaktadir. Usta cirak iligkisi seklinde gergeklesecek olan bu
yetistirme faaliyeti mentorluk olarak kabul edilmektedir. Bu arastirmanin temel amaci, devlet okullarinda gérev
yapan aday 6gretmenlerin goriislerine gére danisman 6gretmen mentorluk fonksiyonlari ile aday 6gretmenlerin
oznel mutluluk diizeyi arasindaki iligkiyi gesitli degiskenler acisindan incelemektir. Nicel bir arastirma olan bu
calismada veriler Noe (1988) tarafindan gelistirilen Mentorluk Fonksiyonlari Olgegi ve Lyubomirsky ve Lep-
per (1999) tarafindan gelistirilen Oznel Mutluluk Olgegi aracithgiyla toplanmistir. Aragtirmanin érneklemini,
Istanbul ilinin g ilgesindeki 171 aday 6gretmen olusturmaktadir. Korelasyon ve regresyon analizi, danisman
ogretmenlerin sergiledikleri mentorluk fonksiyonlari ile aday 6gretmenlerin 6znel mutluluk diizeyi arasinda orta
diizeyde pozitif bir iliski oldugunu ortaya koymaktadir. Danisman 6gretmen tarafindan sergilenen mentorluk
fonksiyonlarinin aday 6gretmenlerin 6znel mutluluk diizeylerinin anlamli bir yordayicist oldugu goriilmektedir.
Dolayisiyla, mentor secimi, mentor-menti eslestirmesi ve diger mentorluk siireclerinin iyi yapilandirilmasi ge-
rekmektedir.

Anahtar Kelimeler: Mentorluk, mutluluk, 6gretmen yetistirme, 6gretmenlerin mesleki geligimi
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Introduction

Throughout history, philosophers have thought that the pursuit of hap-
piness is the most basic motivation for people’s actions (Diener, 1984). Abo-
ut 2,300 years ago, Aristotle expressed that happiness is what people make the
most effort to reach. Although our perception of the world has changed from
Aristotle’s time to the modern day, progress has not been made in the research
of happiness, and Aristotle’s ideas on happiness have not been advanced much.
Research on happiness progressed in the 1970s when behavioral scientists and
social scientists began to undertake both theoretical and practical research on
subjective happiness (Csikszentmihalyi, 1990; Diener, 1984). Being happy is one
of the fundamental purposes of human life and happiness may increase people’s
creativeness and liveliness (Saricam & Canatan, 2015).

Objective factors such as efficacy, success and level of adaptation have been
identified in studies on factors that lead to happiness, which are also defined as
increased experiences of positive emotions and fewer experiences of negative
emotions (Csikszentmihalyi, 1990; Dogan & Sapmaz, 2012; Juster & Stafford,
1985; Micholas, 1985). Kublay (2013) points out that research centers on the
subjective structure of happiness, because objective approaches are insufficient
to explain happiness. According to Diener & Diener (1995), subjective happiness
is the subjective judgment of the individual about his/her cognitive evaluations or
emotional reactions.

The systematic measurement of subjective happiness, which has a positive
relationship with life satisfaction, social support and social relations and a nega-
tive relationship with stress, reveals data on the quality of life of societies. Thus,
decision makers can even analyze the politics beyond raising the economic deve-
lopment levels of societies (Diener, 2000; Diener, Oishi & Lucas, 2015; Diener &
Seligman, 2002; Le, Lai & Wallen, 2009; Lyubomirsky & Lepper, 1999; Schriffin,
Rezendes & Nelson, 2008; Suh, Diener, Oishi & Triandis, 1998; Tkach & Lyubo-
mirsky, 2006). In this context, the Turkish Statistical Institute (TSI) carries out
life satisfaction research on individuals who are over 18 years old to measure
and monitor the changes over time related to the perception of happiness, social
value judgments, general life satisfaction of basic life and satisfaction of public
services (TSI, 2016).

Throughout history, education has not only been viewed as an important
duty, but it has also held a great place in the development of societies. Schools
are places where education takes place in a systematic and planned manner. The
future of countries depends on their effectiveness (Dds, 2013). Schools play a dy-
namic role in social and emotional networks (Day & Qing, 2009). However, the
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aim of education differs depending on the nature and ideals of societies (Nod-
dings, 2005), as teaching is one of the leading professions to require emotional
labor (Argon, 2015); in 21st-century schools, concern for others should be the
principal priority (Strecke, Goyette & Robertson, 2015). Teaching cannot be
thought of without its affective dimension between cognition and emotion. This
aspect of teaching leads policy makers, teacher educators and school administra-
tors to consider the emotional facets of teacher effectiveness (Day & Qing, 2009;
Korkmaz & Unsal, 2016).

It is important to ensure teacher happiness in order to actualize the aims
of schools. Knowing the factors that affect the emotional states of teachers will
help educational administrators to develop behaviors accordingly (Argon, 2015).
Noddings (2003) puts forward that the happiness of the teacher affects the class-
room climate. The scholar argues that happy teachers produce happy children.
From this point of view, Stronge (2007) expresses that student achievement is
linked to teachers’ psychological influence. Similarly, Bullough (2011) defends
that hopes of more learning among students and having schools with higher per-
formance will fail if the happiness of the teachers is ignored. In addition to the
quality of their relationships with coworkers and school administrators, job sa-
tisfaction and motivational level of teachers are affected by the achievement of
their students (Ciftci & Ozcan, 2014). The efficacy of teachers is affected by their
happiness level (Mehdinezhad, 2012).

Yadav (2012) presents evidence that teachers’ effectiveness and their hap-
piness level have a high correlation. According to his research, happy teachers
perform better with instructional strategies and classroom management. In their
study on candidate teachers, Telef, Uzman & Ergilin (2013) put forward that
there is a positive and significant correlation between happiness and success.
Helvact & Aydogan (2011) discovered that effective schools share the quality
of having an atmosphere where both teachers and students are happy. Happy
teachers provide more benefits to students, experience more job satisfaction and
their organizational commitment increases. Teachers’ happiness contributes to
a positive school climate (Yildirim, 2008). Teachers’ state of happiness ensures
their commitment to the school (Argon, 2015).

When teachers’ emotions are not taken into consideration, their levels of
unhappiness increase, which causes a feeling of worthlessness and a decrease in
school success. Teachers who do not feel happy will not focus on school and will
spend most of their time dealing with their unhappiness (Argon, 2015). Working
in an environment in which teachers are not happy affects their job satisfaction
directly. It is not possible to consider productivity where there is no job satis-
faction (Boydak Ozkan & Demir, 2011; Unsal & Baggeci, 2016). In this context
mentoring can help teachers to increase their job satisfaction as it has career and
psychosocial functions.

The history of mentoring goes back to the times when elders of tribes taught
youngsters how to hunt and fight against enemies (Stone, 2002). Mentorship,
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which emerged as an important concept in the business environment of the 21st
century, dates back to Greek mythology (Kahle-Piasecki, 2011). The first written
example of the mentor appears in The Odyssey with Homer as a wise and loyal
adviser (Ragins & Kram, 2007). In today’s context, a mentor is an individual, ge-
nerally 10 to 15 years more experienced in the profession, who gives advice and
support to inexperienced individuals (Bakioglu & Hacifazlioglu, 2013). In the
process of mentoring, which is one of the basic forms of human development, the
mentor invests in the development of another through personal experience and
energy. Thanks to mentoring, both the mentor and the mentee show progress in
terms of career and psychosocial health (Kram, 1983; Shea, 2002).

In Turkish social history extending from Central Asia to Anatolia, it is pos-
sible to see traces of mentoring. Although it seems like a new concept, mentoring
has a long history in Turkish society both historically and culturally (Alayoglu,
2012). The title “Atabeg,” which was given to the experienced individuals who
were responsible for training the sultan’s sons on the topics of war and politics
during the Seljuk period, is one example of the mentorship system which contin-
ued its existence as “ulu ala beg” in the Kharzemshah era and as “lala” during the
Ottoman Empire (Akytiiz, 2015).

A mentor is defined as “a person who has gained experience working in dif-
ferent positions at any workplace, helping the mentee to find a way to achieve his/
her goal” in the Turkish Language Association’s Big Turkish Dictionary (TLA,
2016). The aim of the mentorship, which is carried out voluntarily or profession-
ally in all activities and supports the development of another individual without
judgment, is to enable the individual to learn and develop (Beaten & Meeus,
2016; Brockbank & McGill, 2006; Ozkalp, Kirel, Sungur & Cengiz, 2006; Sandy-
bayev & Erdem, 2015; Wallace & Gravells, 2008).

Mentoring is a process by which senior members of an organization provide
constant support to other individuals of the organization to provide them with
the opportunity to contribute to organizational goals. Being eager to answer all
the questions of the newly recruited organization members and having the requ-
ired qualifications, mentors not only have a successful professional history, but
also value the success of others (Cakir & Kocabas, 2016; Daresh, 2001; Daresh,
2002).

According to Grant (2004), simply, in mentoring relations, the personali-
zed professional knowledge is transferred from senior to junior employee. Men-
toring is primarily related to nurturing the potential of the mentee. Mentoring
involves mutual development and learning for both the mentor and mentee. It
has the ability to transform individuals, groups, organizations and communities
(Kapranov, Chizhik, & Chizhik, 2016; Megginson & Clutterbuck, 2005; Ragins
& Kram, 2007).

According to the American Psychological Association (APA, 2006), mentors
should be experienced role models, provide acceptance and encouragement, act
as a source of wisdom, support professional development, challenge and encou-
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rage the mentee in order to support their development, and enjoy sharing their
own wisdom with the mentee. Daresh (2001) puts forward that mentors should
be good at oral and written communication skills and should be able to provide
multiple solutions to complex problems. Moreover, they should be visionaries
and perform leadership qualities. The scholar states that mentors always ask the
right questions but do not always provide the right answers to their mentees.
They transmit the idea that there are always alternative ways to solve problems.
They serve as a role model by providing opportunities of continuous learning
and giving feedback (Daresh, 2001). Allen & Poteet (1999) emphasize that ideal
mentors are good listeners, have good communication skills, a good knowledge
of organization and the ability to understand the needs of others.

Noe (1988) states that the mentoring process has two functions: career de-
velopment and psychosocial development. Mentoring is a process that cannot
be summarized as all or none (Ragins & Cotton, 1999). In the mentoring pro-
cess, the mentor may or may not fulfill the entire range of career functions and
psychosocial functions (Ragins & Cotton, 1999; Ragins & Kram, 2007).

The career of the mentee is centered on the career development functions
(APA, 2006). They include mentoring behaviors that will provide support to the
career development of the mentee. Thanks to career development functions, the
mentee learns the job in preparation for promotion within the organizational
hierarchy. There is a positive relationship between the career development func-
tions exhibited by mentors and the financial gain reached, the job satisfaction
achieved and the possibility of promotion of the mentee (Chao, 2007; Ragins &
Cotton, 1999; Ragins & Kram, 2007). Noe (1988) categorizes career develop-
ment functions as sponsorship, coaching, protection, challenging assignments,
and exposure and visibility.

The psychosocial functions of the mentoring process consider the mentor
as a role model for the mentee (APA, 2006). While the success of the mentee in
his/her career is the focus of the career functions, the interpersonal relationships
of the mentee are focused on the psychosocial functions. The psychosocial func-
tions aim to improve the self-efficacy of the mentee and focus on the quality of
interpersonal relationships. The psychosocial functions exhibited by the mentor
extend to the individual development of the mentee and other areas of the men-
tee’s life, as opposed to career development functions that aim to offer career
opportunities to the mentee (Ragins & Cotton, 1999). Noe (1988) categorizes
the psychosocial functions as friendship, role modeling, counseling, and accep-
tance and confirmation. Hascher, Cocard & Moser (2004) point out that an ef-
fective mentor should, in particular, provide emotional and psychosocial support
to beginning teachers. Accordingly, mentors should especially help beginning
teachers to improve their self-confidence.

Owen & Solomon (2006) put forward that similarity plays a great role in de-
velopment of relationships. Allen (2007) presents evidence that similarity holds
a major place also in mentor-mentee match up. Mentors and mentees sharing
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similar qualities report to be more satisfied with the mentoring experience (En-
sher & Murphy, 1997; Ensher, Grant-Vallone & Marelich, 2002).

Cameron, Dingle & Brooking (2007) suggest that mentors and mentees
should share similar teaching subjects or teaching levels. Halai (2006) states
that mentors are perceived as subject specialists and they are expected to have a
deeper understanding and knowledge of the area of expertise. In agreement with
Cameron et al. (2007), Harrison, Dymoke & Pell (2006) claim that sharing same
or similar subject of teaching provides mentors and mentees with opportunity to
discuss subject related issues in detail and share knowledge.

Another factor for perception of similarity is mentor’s and mentee’s gender.
Fowler, Gudmundsson & O’Gorman (2007) defend that research on impact of
gender match on mentoring are beneficial for potential and actual mentors and
mentees as the findings of the research constitute a road map for them. On the
other hand, some scholars (eg: Daresh, 2002) claim that gender match doesn’t
have any effect on mentoring where as some others (eg: Ensher et al., 2002)
claim that gender match is an essential issue.

Quality of the mentoring process might be affected from the work load of
both the mentor and the mentee (Waters, 2004). From this point of view, it is
important to assign mentoring roles to people who have awareness of the extra
load. Findings on relation between work load and mentoring are expected to
provide administrators a starting point for mentor assignment (Ehrich, Hansford
& Tennent 2004).

The third chapter of the Ministry of National Education’s Teacher Appo-
intment and Relocation regulation (MoNE, 2015), deals with the works and
operations to be conducted for beginning teachers. According to this, beginning
teachers to be included in the training process during the first six months of their
candidacy are evaluated by the teachers assigned as consultants for them. Thus,
mentor teachers are officially given the authority and responsibility for guidance
and supervision, which is an important process in organizational effectiveness
(Yilmaz, 2009). In accordance with the regulation, the task of guiding, supervi-
sing and giving feedback is given to the teachers assigned as mentors. This trai-
ning activity, which takes place in the form of a master—apprentice relationship,
is accepted as mentorship.

A lot of research both in international context (eg.: Achinstein & Fogo,
2015; Anderson, 2010; Hobson & Malderez, 2013; Izadinia, 2016; Orland-
Barak, 2014; Yuan, 2016) and in Turkish context (eg.: Bakioglu & Hacifazlioglu,
2013; Karadag, 2015; Kocabas & Yirci, 2011; Sezgin, Kosar & Er, 2014; Yirci
& Kocabas, 2012) has focused on the importance of mentoring for beginning
teachers; however, the number of studies on the relationship between beginning
teachers’ subjective happiness and the mentor teachers’ mentoring functions is
very limited. This study contributes to the knowledge regarding the importance
of mentoring in terms of beginning teachers’ well-being. The paper provides new
insights into mentoring from a Turkish teacher training perspective.
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Research on the effectiveness of mentoring activities carried out during the
training period for the beginning teachers and the relationship between these
mentoring activities and the happiness level of the beginning teachers is believed
to contribute to the field of study and give important clues to decision makers
about teacher training policy. Research on subjective happiness allow decision
makers to determine how much the policies set forth will affect the happiness of
individuals and to develop alternatives for decisions to be taken (Diener et al.,
2015). Happiness is a key variable in keeping the new teachers in schools (Strec-
ke et al., 2015), and they are in need of support from seniors (Day & Qing, 2009).
For this reason, the main purpose of the study was to examine the relationship
between the mentorship functions exhibited by mentor teachers and the subjec-
tive happiness level of beginning teachers in terms of a number of variables. In
this study, an answer was also sought to the question of whether the mentoring
functions exhibited by the mentor teachers were meaningful predictors for the
subjective happiness level of the beginning teachers.

Methodology

The methodology of this study was quantitative. The study used a survey
design, which allowed the researchers to generalize or draw inferences from
the population (Creswell, 2014). Survey design allows researchers to combine
information gathered from the individuals to reach statistical profile of the par-
ticipants (Fowler, 2013; Lavrakas, 2008). By making use of survey design, it is
possible to make comments on characteristics of a study sample of population
depending on numeric descriptions. Survey design provides researchers with
economy of design and rapid data collection. (Creswell, 2014; Vaus, 2002). On
the other hand, it should be kept in mind that data gathered by survey design
can be affected by the uncontrolled real world setting (Groves, Fowler, Couper,
Lepkowski, Singer & Tourangeau, 2004).

1. The study was guided by following research questions:

2. Is there any statistically significant difference in the mentoring functi-
ons displayed by the mentor teachers according to the type of school in
which they work?

3. Is there any statistically significant difference in the happiness level of
beginning teachers according to the type of school in which they work?

4. Is there any statistically significant difference in the mentoring func-
tions displayed by the mentor teachers according to same gender or
different gender match?

5. Is there any statistically significant difference in the happiness level
of beginning teachers according to same gender or different gender
match?
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6. Is there any statistically significant difference in the mentoring functi-
ons displayed by the mentor teachers according to having the same or
different field of teaching?

7. Is there any statistically significant difference in the happiness level of
beginning teachers according to having the same or different field of
teaching?

8. Is there any statistically significant difference in the mentoring functi-
ons displayed by the mentor teachers according to the weekly course
load of mentor teachers?

Are the mentoring functions displayed by mentor teachers statistically signi-
ficant predictors of the subjective happiness of the beginning teachers?

Population and Sample

The population of the research was formed by the provinces of Fatih, Eyiip
and Sigli in Istanbul. These provinces are selected by making use of convenience
sampling method. Convenience sampling is a method allows researchers to reach
the available participants and provides researchers with the economy of time
and cost (Gravetter & Forzano, 2012). During 2015-2016 academic year, within
these provinces, randomly selected 171 beginning teachers were included in the
sample. Approximately 66 percent of the beginning teachers in the population
were reached.

Alist of newly recruited teachers was obtained from the Istanbul Directorate
of National Education. From the list, school principals were contacted to ask for
permission. Once permission was obtained, schools were visited by the research-
ers and the scale instrument was distributed to the beginning teachers on a volun-
tary basis. The researchers stayed at the schools until the completion of the scale
instruments in case participants needed any help or clarification. Participating
teachers were reassured that their responses were anonymous. No time limit was
set. The scale instrument was completed in about 10 minutes. A total of 171 scale
instruments were distributed to the volunteer participants and all of them were
collected back.

Table 1 shows the distribution of the 171 beginning teachers who partici-
pated in the survey, according to the type of school in which they were working.

Table 1
Distribution of Beginning Teachers According to School Type Variables

Variable Sample N %
Primary School 39 22.80

Type of School Secondary School 55 32.17
High School 77 45.03
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When Table 1 is examined, it can be seen that 39 participants worked in a
primary school, 55 participants worked in a secondary school and 77 participants
worked in a high school.

The distribution of the 171 beginning teachers participating in the survey
and their mentors, according to the variables of gender, age range and educatio-
nal status, is shown in Table 2.

Table 2

Demographic Characteristics of Beginning Teachers and Mentor Teachers

. Beginning Teachers Mentor Teachers
Variables Sample
N % N %
Female 134 78.40 89 52.00
Gender
Male 37 21.60 82 48.00
21-25 110 64.30 1 0.60
26-30 38 22.20 10 5.80
31-35 21 12.30 35 20.50
Age Range
36 -40 1 0.60 39 22.80
41-45 1 0.60 54 31.60
Over 46 - - 32 18.70
Bachelor's <5 89.50 151 88.30
Degree
Educational Status Master’s 18 10.50 14 320
Degree
PhD - - 6 3.50

When Table 2 is examined, it can be seen that most of the participants are fe-
male. Among the participants, 110 were in the age range of 21-25 years, 38 were
in the age range of 26-30 years, 21 were in the age range of 31-35 years, 1 was
in the age range of 3640 years and 1 was in the age range of 41-45 years. Most
of the participants had undergraduate level education. Distribution of mentor
teachers are almost equal. Most of the mentor teachers were in the age range of
41-45 years. A total of 88.30 percent of the mentor teachers had education at the
undergraduate level.

Table 3 shows the distribution of the mentor teachers to the 171 candidate
teachers participating in the survey, according to the variables of length of pro-
fession and course load.
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Table 3
Seniority and Course Load of Mentor Teachers

0-5years 12 7.00
Seniority 6 — 10 years 20 11.70
11 - 15 years 57 33.30
Over 16 years 82 48.00
0 - 15 hours 6 3.50
16 — 21 hours 35 20.50
Course Load 22 —30 hours 95 55.60
31 -40 hours 24 14.00
Over 41 hours 11 6.40

When Table 3 is examined, it can be seen that gender most of the mentor
teachers had over 16 years of work experience. However the weekly course load
of the mentor teachers varied, almost half of the mentor teachers had a course
load between 22 and 30 hours.

Data Collection Instruments

The most frequently used scale in research on mentoring functions is the
Mentoring Functions scale, which consists of all 29 positive factors developed by
Noe (1988) and aims to measure the career development and psychosocial func-
tions of the mentoring process (Dougherty & Dreher, 2007). During the develop-
ment of the 5-point Likert scale (Noe, 1988), which was adapted to Turkish by Ib-
rahimoglu, Ugurlu & Kiziloglu (2011), a study was conducted with 139 educators
and 43 mentors living in nine different places in the United States. In his study,
Noe identified a two-factor structure consisting of 15 items for psychosocial men-
toring functions and 14 items for career development functions. Noe identified
the internal consistency reliability factor of the items, measuring psychosocial
functions as .92 and measuring career development functions as .89. In a study
carried out in a Turkish context by Serefhanoglu (2014), Cronbach’s alpha (o)
reliability factor for the Mentoring Function scale was found to be .97. In the
current study, a for the Mentoring Function scale was determined to be .98.

In his study, Serefthanoglu (2014) found that the Mentoring Function scale
has a single-factor model, which was also confirmed by Ozalp, Yirci & Kocabas’s
(2016) study. Following these studies carried out in a Turkish context, a single-
factor model for the Mentoring Function scale was adopted for this study.

Happiness is often measured by scales such as the Subjective Happiness
scale (Lyubomirsky & Lepper, 1999), the Positive and Negative Affect Schedule
(Watson, Clark & Tellegen, 1988) and the Satisfaction with Life scale (Diener,
Emmons, Larsen & Griffin, 1985). Although these scales are not built on the
same structure, they distinguish individuals who experience negative emotions
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from individuals who experience positive emotions (Bao & Lyubomirsky, 2013).
The Subjective Happiness scale developed by Lyubomirsky & Lepper (1999) is
a scale that seeks to capture the general subjective feelings of individuals toward
happiness rather than the feelings regarding immediate experiences and aim to
measure the perceptions of individuals toward how happy they are (Diener, Kes-
ebir & Tov, 2009; Miao, Koo & Oishi, 2013). In this study, the Subjective Happi-
ness scale, which was developed by Lyubomirsky & Lepper (1999) and adapted
to Turkish by Dogan & Totan (2013), was composed of four items, including one
negative, was used. According to the results of the study conducted with a total of
2,732 participants (1,754 female; 962 male; 16 unspecified) aged between 14 and
94 in different time zones, the reliability factor of the scale varied between .79
and .94 as a result of grouping the participants according to their demographic
characteristics (Lyubomirsky & Lepper, 1999). In their study, Dogan & Totan
(2013) found that a for the Subjective Happiness scale varies from .65 to .70
depending on the profiles of the participants. In this study, o for the Subjective
Happiness scale was determined to be .68.

Data Analysis

The obtained data were analyzed through the IBM SPSS Statistics (v22)
program. Frequency and percentage distributions for the scores obtained were
calculated, and descriptive statistics such as arithmetic mean and standard de-
viation were used. Independent samples t-test and one way analysis of variance
for independent samples (ANOVA) were performed. The relationship between
mentoring functions and subjective happiness was examined by means of correla-
tion analysis, and the predictability of the mentoring functions on the subjective
happiness level of beginning teachers was examined by simple linear regression
analysis. The error margin for the study was .05.

ANOVA was used for research questions 1, 2 and 7 as there were at least
three variables involved in these items. Independent samples t-test was used for
research questions 3, 4, 5 and 6 as there were to variables involved in these items.
Simple linear regression analysis is used to determine if independent variable is
a predictor of dependent variable. By making use of this test, relation of depen-
dent and independent variables may be expressed as mathematical equations
(Buiytkoztirk, 2014). Pearson correlation coefficient was calculated and simple
linear regression analysis was conducted for research question 8.

Findings

The first research question of the study was: “Is there any statistically sig-
nificant difference in the mentoring functions displayed by the mentor teachers
according to the type of school in which they work?” Variance analysis was con-
ducted to test whether the mentor functions displayed by the mentor teachers
varied according to the perceptions of the beginning teachers based on the type
of school in which the beginning teacher and mentor teacher worked. According
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to the applied Levene test, group variances were homogeneously distributed (p
= .910 > .05). One-way analysis of variance (ANOVA) test was conducted, be-
cause the group variances were homogeneously distributed. The test results are
given in Table 4.

Table 4

ANOVA Results Regarding the Mentoring Functions Displayed by the Mentor Teac-
hers According to School Type

Group N X SD df F p
Primary School 39 2.93 1.23 2 2.15 120
Secondary School 55 3.03 1.25 168

High School 77 3.38 1.25

According to Table 4, there is no statistically significant difference between
the mentoring functions displayed by the mentors of the beginning teachers wor-
king in elementary schools, secondary schools and high schools [F(z’ 168) = 2.15,
p = .120 > .05].

The second research question of the study was: “Is there any statistically sig-
nificant difference in the happiness level of the beginning teachers according to
the type of school in which they work?” Variance analysis was conducted to test
whether the subjective happiness levels of the beginning teachers varied accor-
ding to the type of school in which they worked. According to the applied Levene
test, group variances were homogeneously distributed (p = .799 > .05). One-way
ANOVA was conducted, because the group variances were homogeneously dist-
ributed. The test results are given in Table 5.

Table 5

ANOVA Results Regarding Subjective Happiness Levels of the Beginning Teachers
According to School Type

Group N X SD df F p
Primary School 39 3.19 0.93 2 2.13 121
Secondary School 55 3.18 0.98 168

High School 77 3.49 0.96

According to Table 5, there is no statistically significant difference between
the subjective happiness levels of the beginning teachers working in elementary
schools, secondary schools and high schools [F(z, 168 = 213, p =121 < .05].

The third research question of the study was: “Is there any statistically sig-
nificant difference in the mentoring functions displayed by the mentor teachers
according to same gender or different gender match?” The independent samples
t-test was applied to test whether the mentor functions displayed by the mentor
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teachers differed according to the perceptions of the beginning teachers based
on the gender similarity or difference between the beginning teacher and the
mentor teacher. The test results are given in Table 6.

Table 6

Independent Samples T-Test Results Regarding Mentor Teachers’ Mentoring Functi-
ons According to Same or Different Gender Match

Group N X SD t df P
Same Gender 98 3.24 1.28 0.93 169 .350
Different Gender 73 3.06 1.27

Table 6 shows that the scores of the mentoring functions exhibited by the
mentor teachers statistically do not differ according to the gender of the begin-
ning teacher and mentor teacher [t(169) = 0.93, p = .350 > .05].

The fourth research question of the study was: “Is there any statistically sig-
nificant difference in the happiness level of beginning teachers according to same
gender or different gender match?” The independent samples t-test was applied
to test whether the subjective happiness levels of the beginning teachers differed
according to gender similarity or difference between the beginning teacher and
the mentor teacher. The test results are given in Table 7.

Table 7

Independent Samples T-Test Results Regarding the Subjective Happiness Levels of
the Beginning Teachers According to Same or Different Gender Match

Group N X SD t df p
Same Gender 98 3.36 0.97 0.60 169 .549
Different Gender 73 3.27 0.95

Table 7 shows that the scores of the subjective happiness levels of the begin-
ning teachers statistically do not differ according to the gender of the beginning
teacher and mentor teacher [t(169) = 0.60, p = .549 > .05].

The fifth research question of the study was: “Is there any statistically sig-
nificant difference in the mentoring functions displayed by the mentor teachers
according to having the same or different field of teaching?” The independent
samples t-test was applied to test whether the mentor functions displayed by the
mentor teachers differed according to the perceptions of the beginning teachers
based on the field similarity or difference between the beginning teacher and the
mentor teacher. The test results are given in Table 8.
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Table 8

Independent Samples T-Test Results Regarding Mentoring Functions Displayed by
Mentor Teachers According to Field Similarity or Difference Between Beginning Te-
acher and Mentor Teacher

Group N b% SD t df p
Same Major 23 3.13 1.17 0.86 169 .530
Different Major 148 3.17 1.27

Table 8 shows that the scores of the mentoring functions exhibited by the
mentor teachers statistically do not differ according to the field similarity of the
beginning teacher and mentor teacher [t(mg) = 0.86, p = .530 > .05].

The sixth research question of the study was: “Is there any statistically signi-
ficant difference in the happiness level of beginning teachers according to having
the same or different field of teaching?” The independent samples t-test was
conducted to test whether the subjective happiness levels of the beginning teac-
hers differed according to the field similarity or difference between the begin-
ning teacher and the mentor teacher. The test results are given in Table 9.

Table 9

Independent Samples T-Test Results Regarding Subjective Happiness Levels of the
Beginning Teachers According to Field Similarity or Difference Between Beginning
Teacher and Mentor Teacher

Group N g SD t df p
Same Major 23 3.27 0.79 0.58 169 .890
Different Major 148 3.33 0.99

Table 9 shows that the scores of the subjective happiness levels of the be-
ginning teachers statistically do not differ according to the field similarity of the
beginning teacher and mentor teacher [t(mg) = 0.58, p = .890 > .05].

The seventh research question of the study was: “Is there any statistically
significant difference in the mentoring functions displayed by the mentor teac-
hers according to the weekly course load of mentor teachers?” Variance analysis
was conducted to test whether the mentoring functions displayed by the mentor
teachers varied according to the perceptions of the beginning teachers based on
the weekly course load of the mentor teachers. According to the applied Levene
test, group variances were homogeneously distributed (p = .410 > .05). One-way
ANOVA was conducted, because the group variances were homogeneously dist-
ributed. The test results are given in Table 10.
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Table 10

ANOVA Results Regarding the Mentoring Functions Displayed by Mentor Teachers
According to Weekly Course Load of Mentor Teachers

Group N ; SD df F p

0 - 15 hours 6 2.81 1.75 4 0.26 .898
16 — 21 hours 35 3.16 1.25 166

22 -30 hours 95 3.19 1.24

31 -40 hours 24 3.05 1.34

Over 41 hours 11 3.40 1.25

According to Table 10, there is no statistically significant difference between
the mentoring functions displayed by the mentor teachers who have a weekly co-
urse load of 0-15 hours, 16-21 hours, 22-30 hours, 31-40 hours or over 41 hours
[F (4, 166) = 0-26, p = .898 > .05].

The eighth research question of the study was: “Are the mentoring functions
displayed by mentor teachers statistically significant predictors of the subjective
happiness of beginning teachers?” In the first phase, a simple linear correlation
analysis was conducted to determine whether there was a relationship betwe-
en the subjective happiness levels of the beginning teachers and the mentoring
functions exhibited by the mentor teachers. The test results are given in Table 11.

Table 11

Pearson Correlation Matrix Regarding the Relationship Between the Subjective Hap-
piness Level of Beginning Teachers and Mentoring Functions Displayed by Mentor
Teachers

Subjective Happiness Mentoring Functions

Mentoring Functions .66

Subjective Happiness .66

Table 11 shows that there is a positive, strong and statistically significant re-
lationship between the subjective happiness level of the beginning teachers and
the mentoring functions exhibited by the mentor teachers (r = .66, p = .000 <
.05). According to this, as the mentoring function scores of the mentor teachers
increases, the subjective happiness level of the beginning teachers also increases.

In the second phase, a simple linear regression analysis was conducted to
determine whether the mentoring functions exhibited by the mentor teachers
were predictors of the subjective happiness level of the beginning teachers. The
score obtained from the Mentoring Functions scale was determined to be an in-
dependent variable, and the score obtained from the Subjective Happiness scale
was determined to be a dependent variable. The data obtained in the test result
are given in Table 12.
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Table 12

Simple Linear Regression Analysis of Mentoring Functions Displayed by Mentor Te-
achers to Predict the Level of Subjective Happiness of Beginning Teachers

Std.

. . 2
Variables B error B t p R R
Constant 1.720 15 11.37 .000

Mentoring Functions 0.508 .04 .661 11.44 .000 .661 436

F

1 10) = 130.88 p =000

When Table 12 is examined, a significant relationship between the mento-
ring functions displayed by the mentor teachers and the subjective happiness
level of the beginning teachers (R = 0.661, R? = 0.436) is observed, suggesting
that the mentoring functions displayed by the mentor teachers are a significant
predictor of the subjective happiness level of the beginning teachers [F(1, 169) =
130.88, p = .000 < .05]. The mentoring functions exhibited by the mentor teac-
hers account for 44 percent of the subjective happiness level of the beginning
teachers. The significance test of the principal predictor variable factor (B =
0.3508) to the regression equation also shows that the mentoring functions exhi-
bited by the mentor teachers are a significant predictor (p = .000 < .05).

According to the result of the regression analysis, the regression equation
that predicts the subjective happiness of the beginning teachers is as follows:
Subjective Happiness = (0.508 * Mentoring) + 1.720.

Discussion and Conclusion

The focal point of this study was to examine the relationship between the
mentoring functions displayed by the mentor teachers and the subjective happi-
ness level of the beginning teachers. In this study, a response was also sought to
the question of whether the mentoring functions exhibited by the mentor teac-
hers were a meaningful predictor of the subjective happiness level of the begin-
ning teachers.

The candidacy process of beginning teachers has a great influence on the
future efficiency of the teachers who are the main element of the schools. In such
a crucial process, the importance of mentoring activities for beginning teachers
also comes to the forefront (Ekinci, 2010). It is necessary for this process to prog-
ress without any issues, so that the mentee (beginning teacher) and the mentor
(advising teacher) can act in harmony and trust during the process of mentorship
(Ozkalp et al., 2006). Therefore, demographic and professional variables related
to the beginning and mentor teachers involved in this research are also important.

Nearly half the participants of the survey worked in high schools. Most of
the participant beginning teachers were women and more than half of them
were 21 to 25 years old. Therefore, it can be said that the majority of the begin-
ning teachers completed their university education recently and their professi-
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onal knowledge is up to date. A significant majority of participants have only a
bachelor’s degree.

The gender distribution of the mentor teachers to the beginning teachers
participating in the research is very close. The group with the highest number of
mentor teachers is in the age range of 41 to 45. A significant majority of mentor
teachers have undergraduate level education and over 11 years of professional
experience. Article 11 of the Regulation on the Beginning (Candidate) Teacher
Training Process (MoNE, 2016) regulates the required qualifications of teachers
who will be appointed as mentors to beginning teachers in the training process.
According to this article, in order to be appointed as a mentor teacher, it is requ-
ired to have at least 10 years of professional service, including candidacy period.
According to the obtained results, the criterion of having mentor teachers with
at least 10 years of service is largely met.

Similarity is an important issue in mentoring process (Allen, 2007; Owen
& Solomon, 2006). Mentors and mentees sharing similar qualities report to be
more satisfied with the mentoring experience (Ensher & Murphy, 1997, Ensher
et al., 2002). Cameron et al. (2007) presents evidence that mentors and mentees
should share similar teaching subjects or teaching levels. Together with being a
successful teacher, Stansbury & Zimmerman (2000) list sharing the same teac-
hing level as criteria for selecting mentor. Also, a study by Alhija & Fresko (2014)
presented evidence that mentoring activities vary by teaching level. However, the
findings of this research — in agreement with Yildirim & Serethanoglu’s (2014)
result that mentoring functions of school principals don’t vary by teaching level
—showed that school level didn’t play role on the amount of mentoring functions
performed by mentor teachers.

The results of studies on the relationship between mentoring functions and
gender vary (O’Neill, 2011). Ragins (1997) suggests that there are some limita-
tions on the display of mentoring functions because of the perceived similarities
and differences in role modeling in mentoring relationships where the gender
of the mentor and mentee is different. Similarly, Allen & Eby (2004) state that
mentoring relationships involving individuals from opposite genders have vario-
us difficulties. The perceptions or shared values of the common points of men-
tors and mentees influence the type and amount of mentoring functions exhibi-
ted in mentoring relationships (Ensher & Murphy, 1997). In the literature, there
are some studies suggesting that the mentoring process will be more successful if
the mentor and mentee are of the same gender (Ragins & Cotton, 1999; Sosik &
Godshalk, 2005). Also, various studies show that the displayed mentoring func-
tions differ according to the gender of the mentee (Allen & Eby, 2004; Elliot,
Leck, Orser & Mossop, 2006; Ragins & McFlarin, 1990; Scandura & Ragins,
1993; Scandura & Williams, 2001; Turban & Dougherty, 1994).

On the other hand, Noe (1988) and Ragins & Cotton (1999) suggest that
there is no difference in the mentoring functions displayed depending on the
gender match of the mentor and mentee. As well, there are several studies (Ben-
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etto, 2010; Deering, 2010; Kennedy, 2013; Ozcan & Balyer, 2012; Sezgin, 2002)
that show that the displayed mentoring functions do not vary according to the
gender of the mentor or mentee. According to this research, the mentoring func-
tions displayed by the mentor teachers did not differ based on the gender similar-
ity or difference of the beginning teacher and the mentor teacher. This result is
consistent with the results of a study conducted by Scandura & Williams (2001)
which showed that the genders of mentor and mentee have no direct effect on
the displayed mentoring functions.

Even though, according to a meta-analysis conducted on 146 studies by
Harring, Stock & Okun (1984), the gender difference accounts for only less
than 1 percent of happiness, Chang (2011) states that the gains or losses of an
individual’s sexual identity have an effect on the level of happiness. According to
the result obtained in this research, the subjective happiness level of the begin-
ning teacher does not differ based on whether the gender of the mentor and the
beginning teacher are the same or different.

It is expected that if beginning teachers are matched to mentors within the
same field during the mentorship process, the mentorship will be successful
(Boyd, Grossman, Hammerness, Lankford, Loeb, Ronfeldt & Wyckoff, 2012;
Cameron et al., 2007; Hobson & Malderez, 2013; Ingersoll, 2012, Johnson, Berg
& Donaldson, 2005; Marable & Raimondi, 2007). Smith and Ingersoll (2004)
found that teachers who come from the same field as their mentor are effectively
benefiting from the mentoring process. However, in the study carried out by Sez-
gin (2002), it was concluded that the success of the mentoring process of advisors
was not affected by the educational field of the advisor and his/her thesis stu-
dents. In this study, it was determined that the mentoring functions displayed by
the mentor teachers did not differ according to the fields of beginning teachers.

It is known that heavy teaching load restrains teachers from involving in
activities that contribute to their professional development (Balyer, 2016; Can,
2014). Mentoring brings extra workload for mentors and mentees (Ehrich et al.,
2004). Workload of mentor and mentee affects the quality of mentoring process
and heavy workload has a negative correlation with the quality of preparation
(Hung, Oi, Chee & Man, 2007; Waters, 200). Smith & Evans (2008) emphasize
that mentors do the mentoring in addition to their teaching load. Reducing work
load of mentors is an issue that needs attention as many of the mentors complain
about work load that mentoring brings (Algozzine, Gretes, Queen & Cowan-
Hathcock, 2007; Farrell, 2003). According to Lee & Feng (2007), low teaching
load will provide more opportunities for mentors to interact with their mentees.
On the contrary, in this study, it was revealed that the mentoring functions disp-
layed by the mentor teachers did not differ according to their work load.

Happiness provides a variety of benefits to both organizations and individu-
als, such as productivity, increased performance, mental health, organization-
al citizenship and job satisfaction (Achor, 2015; Frey & Stutzer, 2002; Grant,
Christianson & Price, 2007; Lyubomirsky & Tucker, 1998; Lyubomirsky, Sheldon
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& Schkade, 2005; Staw, Stutton & Pelled, 1994). One of the structures behind
happiness in the context of the organization is job satisfaction (Gustainieng,
TereseviCiené & Pranckeviciené, 2012). Although it is one of the most studied
topics in organizational behavior (Judge, Parker, Colbert, Heller & Ilies, 2001;
Spector, 1997), there is no consensus on the definition of job satisfaction (Alegre,
Mas-Machuca & Bebegal-Mirabent, 2016; Aziri, 2011). Job satisfaction is de-
fined by Locke (1976) as positive emotions that give happiness depending upon
the value that an individual assigns to his/her job and work experiences.

Mentoring studies have revealed that the mentoring process provides op-
portunities for individuals to work for higher wages, provides promotion, leads
to productivity, strengthens organizational commitment, helps developing lead-
ership skills and increases job satisfaction (Abdullah, Rossy, Ploeg, Davies,
Higuchi, Sikora & Stacey, 2014; Alayoglu, 2012; Allen, Eby, Poteet, Lentz, &
Lima, 2004; Arora & Rangnekar, 2016; Eby, Allen, Evans, Ng & DuBois, 2008;
Haynes & Ghosh, 2008; Izadinia, 2016; 1brahim0glu, 2013; 1§can & Cakar, 2016;
Kim, 2014; Lo, Ramayah & Kui, 2013; Noe, Greenberger & Wang, 2002; Ozcan
& Caglar, 2013; Ozdemir & Boydak Ozkan, 2013; Ozkalp et al., 2006; Ragins
& Cotton, 1999; Ragins & Kram, 2007; Scandura & Pellegrini, 2004). The con-
clusion this study reached, that the mentoring functions exhibited by the men-
tor teachers increase the subjective happiness level of the beginning teachers,
is similar to the results of the abovementioned studies, which reveal that the
mentoring process leads to job satisfaction and job satisfaction leads to happi-
ness. Ozdemir & Koruklu (2011) indicate that the values, culture and personality
traits that individuals have, or environmental factors, may also play a role in the
level of happiness. Hobson’s (2016) study emphasized that beginning teachers
are vulnerable learners and that the supportive role of mentorship for begin-
ning teachers to learn the school culture, organizational culture and the role in
their self-development also positively affects their happiness (well-being). At this
point, it should not be overlooked that the mentoring process is only one of the
factors that increases subjective well-being.

Suggestions

In the light of the results of this specific research, the following suggestions
for implications for practice are made:

e There were very few beginning teachers and mentor teachers partici-
pating in the research with a master’s or doctoral degree. All the teac-
hers in the educational system should be encouraged to have at least a
master’s degree.

e It has been found that mentoring functions have a strong significant
correlation — in the positive direction — with the subjective happiness le-
vel of the beginning teachers. In other words, the increase in the scores
of mentoring functions increases beginning teachers’ subjective happi-
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ness. A comprehensive training for mentor teachers should be planned
in order for the mentoring process take place successfully.

A good fulfillment of the mentoring functions will provide better quali-
fied and happier teachers starting their jobs. It is important for the Mi-
nistry of National Education to take steps to overcome the deficiencies
in practice. For example, more stringent criteria should be considered
in the matching of beginning teachers with mentor teachers.

Training beginning teachers through a mentoring program is a good
idea; however, it seems that the framework for this program should
be well planned and designed. Gathering opinions regarding pros and
cons of this newly launched training program and revising it according
to mentor teachers’ and beginning teachers’ recommendations could
provide a road map for policy makers and the government to train and
prepare the beginning teachers to be more qualified teachers.

In the light of the results of this specific research, the following sugges-
tions for implications for future research are made:

Qualitative research can be repeated in different cities by using general
samples to gather deeper information with this new beginning teacher
training system.

Views of school principals regarding mentor recruitment should be exa-
mined in order to provide school level decision makers to make use of
positive effects of early planning.

The data in this study depends on the perceptions of mentees. A rese-
arch on the issue depending on the mentor teachers’ perceptions sho-
uld be carried out in order to develop a deeper understanding towards
teacher training system in Turkish context.
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Tiirkce Siiritm

Giris

Tarih boyunca filozoflar, mutluluk arayisinin insanlarin eylemlerinin en te-
mel motivasyon kaynagi oldugunu diisiinmiistiir (Diener, 1984). Yaklagik 2300 yil
once, Aristoteles, insanlarin ulagsmak icin en ¢ok ¢aba sarf ettikleri seyin mutluluk
oldugunu dile getirmistir. Her ne kadar diinyaya iliskin algimiz Aristoteles’ten
gliniimtiize biytik Ol¢tiide degisse de mutluluga iligskin arastirmalarda biyiik iler-
lemeler kaydedilememis, mutluluk konusunda Aristoteles’in fikri cok ileri tasi-
namamigstir. Mutluluk arastirmalari, 1970’li yillarda davranis bilimcilerin ve sos-
yal bilimcilerin, 6znel mutluluga iliskin hem teorik hem de pratik arastirmalar
gerceklestirmeye baglamasiyla ilerleme gostermistir (Csikszentmihalyi, 1990;
Diener, 1984). Mutlu olmak, insan hayatinin temel amaclarindan birisidir ve
mutluluk insanlarin yaraticilik ve zindeligini arttirici etkiye sahiptir (Saricam ve
Canatan, 2015).

Olumlu duygularin daha sik, olumsuz duygularin daha az deneyimlenmesi
olarak da tanimlanan mutlulugun ortaya ¢ikmasini saglayan etkenlere yonelik
caligmalarda, etkinlik, bagar1 ve uyum diizeyi gibi nesnel etkenler tespit edilmistir
(Csikszentmihalyi, 1990; Dogan ve Sapmaz, 2012; Juster ve Stafford, 1985; Mic-
halos, 1985). Kublay (2013), nesnel yaklagimlarin mutlulugu agiklamada yetersiz
kalmasindan dolayr mutlulugun 6znel yapisinin aragtirmalarin odagina alindigin
belirtmektedir. Diener ve Diener’e (1995) gore 6znel mutluluk, bireyin, kendi-
sine iligkin bilissel degerlendirmeleri ya da duygusal tepkilerine dair 6znel yar-
gilaridir.

Yasam doyumu, sosyal destek ve sosyal iligkiler ile arasinda olumlu; stres ile
arasinda olumsuz iligki bulunan 6znel mutlulugun sistematik olarak olgtilmesi,
toplumlarin yasam kalitesine dair veriler ortaya koyar. Boylelikle, karar vericiler,
toplumlarin ekonomik gelismislik diizeylerini yiikseltmenin 6tesinde ortaya ko-
yulmasi gereken politikalari tahlil edebilir (Diener, 2000; Diener, Oishi ve Lucas,
2015; Diener ve Seligman, 2002; Le, Lai ve Wallen, 2009; Lyubomirsky ve Lep-
per, 1999; Schriffin, Rezendes ve Nelson, 2008; Suh, Diener, Oishi ve Triandis,
1998; Tkach ve Lyubomirsky, 2006). Bu baglamda, iilkemizde de Tiirkiye Ista-
tistik Kurumu (TUIK) tarafindan 18 yas ve iistiindeki bireylerin genel mutluluk
algisini, toplumsal deger yargilarini, temel yasam alanlarindaki genel memnuni-
yetini ve kamu hizmetlerinden memnuniyetini 6lgmek, memnuniyet diizeylerinin
zaman icindeki degisimini takip etmek amaciyla, 2003 yilindan itibaren diizenli
olarak yasam memnuniyeti aragtirmasi gergeklestirilmektedir (TUIK, 2016).

Tarih boyunca egitim, dnemli bir gorev olarak goriilmesinin yaninda top-
lumlarin gelisiminde 6nemli bir yere sahip olmustur. Okullar, egitimin sistematik
ve planl bir sekilde yiritildigi yerlerdir. Ulkelerin gelecekleri, etkililik dii-
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zeylerine baglhidir (Dos, 2013). Okullarin, sosyal ve duygusal aglarda énemli bir
rolii vardir (Day ve Qing, 2009). Her ne kadar 21. yiizyil okullarinda baskalarim
onemsemeye Oncelik atfedilse de (Strecke, Goyette ve Robertson, 2015) dgretim,
duygusal emek gerektiren mesleklerden biri oldugundan (Argon, 2015) egitimin
amaci, toplumlarin dogasi ve ideallerine gore farklilik gosterir (Noddings, 2005).
Ogretim, bilig ve duygular arasindaki duyussal boyut olmadan diisiiniilemez. Og-
retimin bu 6zelligi, politika tireticileri, 6gretmen egiticileri ve okul yoneticilerinin
ogretmen etkililiginin duygusal yoniinii g6z 6niinde bulundurmaya yoneltmistir
(Day ve Qing, 2009; Korkmaz ve Unsal, 2016).

Okulun amaclarina ulasmasii temin etmek icin 6gretmen mutlulugunu
saglamak onemlidir. Ogretmenlerin duygusal durumlarim etkileyen faktorleri
bilmek, egitim yoneticilerinin buna gore davranig gelistirmesine yardimci olur
(Argon, 2015). Noddings (2003), 6gretmen mutlulugunun simif atmosferini et-
kiledigini One stirmektedir. Ona gére mutlu 6gretmenler mutlu 6grenciler yetis-
tirir. Ayn1 dogrultuda Stronge (2007) 6grenci basarisinin 6gretmenin psikolojik
etkisiyle iligkili oldugunu ifade etmektedir. Benzer bir sekilde, Bullough (2011)
o0gretmenlerin mutlulugu goz ardi edilirse daha fazla 6grenci 6grenmesi ve daha
basarili okullara ulagsmaya dair umutlarin kirilacagini iddia etmektedir. Bunun-
la birlikte, 6gretmenlerin i arkadaglar1 ve okul yoneticileri ile olan iligkilerinin
kalitesi, is doyumu ve giidillenme diizeyleri, 6grencilerinin basarilarindan etki-
lenmektedir (Ciftci ve Ozcan, 2014). Ogretmenlerin etkililigi, mutluluk diizeyle-
rinden etkilenmektedir (Mehdinezhad, 2012).

Yadav (2012), 6gretmenlerin etkililikleri ve mutluluk diizeyleri arasinda
yiiksek diizeyde iligski olduguna dair kanitlar ortaya koymaktadir. Yaptig1 aras-
tirmaya gore, mutlu 6gretmenler, 6gretim stratejileri ve siif yonetimi konusun-
da daha basarilidir. Telef, Uzman ve Ergiin (2013), aday 6gretmenlere yonelik
yuriittiikleri calismada mutluluk ve basar1 arasinda pozitif ve giiclii, anlamli bir
iliski bulundugunu ortaya koymaktadir. Helvaci ve Aydogan (2011), etkili okul-
larin hem 6gretmenler hem de 6grencilerin mutlu oldugu bir atmosfere sahip
oldugunu tespit etmistir. Mutlu 6gretmenler 6grencilere daha fazla yarar sagla-
makta, daha fazla is doyumu deneyimlemekte ve orgiitsel adanmigliklart artmak-
tadir. Ogretmenlerm mutlulugu, olumlu okul atmosferine katki saglamaktadir
(Yildirim, 2008). Ogretmenlerin mutlu olmasi, kendilerini okula adamalarim
saglamaktadir (Argon, 2015).

Ogretmenlerin duygular1 dikkate alinmadiginda mutsuzluk diizeyleri art-
makta, bu da kendilerini degersiz hissetmelerine ve okul basarisinda diisiis or-
taya ctkmasina yol agmaktadir. Kendilerini mutlu hissetmeyen 6gretmenler oku-
la odaklanmayacak ve zamanlarimin biiyiik bir kismini kendi mutsuzluklariyla
miicadele ederek gegirecektir (Argon, 2015). Mutlu olmadiklar1 bir ortamda
calismak, 6gretmenlerin is doyumunu dogrudan etkilemektedir. Is doyumunun
olmadig1 bir ortamda iiretkenlikten bahsetmek miimkiin degildir (Boydak Oz-
kan ve Demir, 2011; Unsal ve Baggeci, 2016). Bu baglamda, mentorluk, kariyer
gelistirme ve psikososyal fonksiyonlar1 sayesinde dgretmenlerin is doyumunun
arttirilmasina yardimei olabilir.
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Mentorlugun tarihcesi, kabilenin yaghlarinin genglere nasil avlanilacag: ve
diismana karst nasil savasilacagini dgrettigi zamanlara dayanmaktadir (Stone,
2002). 21. yiizyilin is ortaminda 6nemli bir kavram olarak karsimiza ¢ikan men-
torlugun kokleri Yunan mitolojisine kadar uzanmaktadir (Kahle-Piasecki, 2011).
Mentorlugun ilk yazil 6rnegi, bilge ve sadik bir danisman olarak Homer’in Ode-
sa’sinda karsimiza ¢ikmaktadir (Ragins ve Kram, 2007). Gliniimiiz baglaminda
mentor, meslege yeni adim atmig deneyimsiz bireye tavsiyeler veren, ona destek
saglayan, genellikle meslekte 10 ya da 15 yil daha deneyimli bireydir (Bakioglu ve
Hacifazlioglu, 2013). Insan geligiminin temel bigimlerinden biri olan mentorluk
stirecinde mentor, bagka birisinin gelisimine, kisisel birikimi ve enerjisi yoluy-
la yatirnm yapar. Mentorluk sayesinde hem mentor hem de bu iliskide destek
saglanan taraf olan menti kariyer bakimindan ve psikososyal bakimdan ilerleme
kaydeder (Kram, 1983; Shea, 2002).

Orta Asya’dan Anadolu’ya uzanan Tirk toplumsal tarihinde, mentorluk
kavrammnin da bizimle birlikte yolculuk ettigi goriilmektedir. Her ne kadar yeni
bir kavram gibi goriinse de mentorluk, tarihi ve kiiltiirel olarak toplumumuzda
koklii bir gegmige sahiptir (Alayoglu, 2012). Selguklular déneminde sehzadele-
rin savas ve siyaset konularinda yetistirilmesinde gorevli tecriibeli kisilere verilen
unvan olan “atabeg”, Harzemsahlar’da “ulu ala beg”, Osmanlilar’da “lala” ola-
rak varligin1 devam ettirmis mentorluk sisteminin 6rnekleridir (Akyiiz, 2015).

Mentor, Tiirk Dil Kurumu Biiyiik Tiirkge Sozligiinde (TDK, 2016) “Her-
hangi bir is yerinde farkli gorevlerde calisarak deneyim kazanmis olan, danisan
kisinin hedefine ulagmasini saglayacak yolu bulmasina yardimei kimse, yonder”
olarak tanimlanmaktadir. Istege bagli ya da profesyonel olarak icra edilen, bagka
bir bireyin gelisimine destek saglamak amaciyla yargisiz bicimde hayata gegirilen,
insan etkinliklerinin timiinde yer alan mentorlugun amaci, bireyin 6grenmesini
ve gelismesini saglamaktir (Beaten ve Meeus, 2016; Brockbank ve McGill, 2006;
Ozkalp, Kirel, Sungur ve Cengiz, 2006; Sandybayev ve Erdem, 2015; Wallace ve
Gravells, 2008).

Mentorluk, kidemli 6rgiit tiyelerinin, orgiitsel hedeflere ulagilmasina katki
sunmalarini saglamak amaciyla digerlerine siirekli destek sagladiklari bir siirec-
tir. Orgiite yeni katilanlarin sorularini cevaplama konusunda hevesli ve gerek-
li niteliklere sahip olan mentorlar, basarili bir meslek ge¢misine sahip olmanin
yaninda bagkalarina deger de verirler (Cakir ve Kocabas, 2016; Daresh, 2001;
Daresh, 2002).

Grant’a (2004) gore, mentorluk iliskilerinde kisisellestirilmis mesleki bilgi,
kidemli calisandan kidemsiz calisana aktarilmaktadir. Mentorluk, birincil olarak
mentinin potansiyelinin beslenmesiyle ilgilidir. Mentorluk hem mentor hem de
menti icin karsilikli gelisme ve 6grenmeyi icerir. Bireyleri, gruplari, orgiitleri ve
toplumlart doniistiirebilir (Kapranov, Chizhik ve Chizhik, 2016; Megginson ve
Clutterbuck, 2005; Ragins ve Kram, 2007).

Amerikan Psikoloji Dernegine gore (APA, 2006) mentorlar, kabul eden ve
cesaretlendiren, bilgelik kaynag1 olan, profesyonel gelismeyi destekleyen, men-
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tiye gelisimini desteklemek igin zorlayict gorevler veren ve bilgeligini mentiyle
paylasmaktan keyif duyan tecriibeli rol modellerdir. Daresh (2001), mentorlarin
sOzli ve yazil iletisim becerilerinde yetkin olmalar1 ve karmagik sorunlara ¢oklu
¢oziimler tiretebilmeleri gerektigini 6ne siirmektedir. Bununla birlikte, vizyoner
olmalar1 ve liderlik nitelikleri tagimalar1 gerekmektedir. Ona gére mentorlar her
zaman dogru sorular1 sorar ancak her zaman dogru cevaplar1 mentinin 6niine
koymaz. Sorunlar1 ¢6zmenin alternatif yollar: oldugu fikrini aktarirlar. Siirekli
ogrenme firsatlar1 sunarak ve siirekli geri bildirim saglayarak rol model olurlar
(Daresh, 2001). Allen ve Poteet (1999), ideal mentorlarin iyi birer dinleyici, iyi
iletisim becerilerine sahip, oOrgiitsel bilgiye hakim ve bagkalarmnin ihtiyaclarim
tespit etme becerisine sahip kisiler olduklarini vurgulamaktadir.

Noe (1988), mentorluk siirecinin kariyer gelisimi ve psikososyal gelisim sek-
linde iki fonksiyonu oldugunu ifade etmektedir. Mentorluk ya hep ya da hi¢ sek-
linde 6zetlenemeyecek bir siirectir (Ragins ve Cotton, 1999). Mentorluk siirecin-
de mentor kariyer fonksiyonlar1 ve psikososyal fonksiyonlardan tiimiinii yerine
getirebilecegi gibi bazilarini da hic yerine getirmeyebilir (Ragins ve Cotton, 1999;
Ragins ve Kram, 2007).

Kariyer gelistirme fonksiyonlarmin odaginda mentinin kariyeri yer alir
(APA, 2006). Mentinin kariyer gelisimine destek saglayacak mentorluk davranis-
larini icerir. Kariyer gelistirme fonksiyonlar1 sayesinde menti isi 6grenir ve orgiit
hiyerarsisi icerisinde yiikselmeye hazirlanir. Mentorlarin sergiledikleri kariyer
gelistirme fonksiyonlari ile mentinin elde ettigi maddi kazang, ulastigi is doyumu
ve terfi etme olanagi arasinda olumlu iliski bulunmaktadir (Chao, 2007; Ragins
ve Cotton, 1999; Ragins ve Kram, 2007). Noe (1988), kariyer gelistirme fonksi-
yonlarini destekleme, kocluk, koruma, meydan okuyucu gorevler saglama, ortaya
cikartma ve gortniir kilma seklinde siniflandirmistir.

Mentorluk siirecinin psikososyal fonksiyonlari, mentoru menti igin rol mo-
del olarak ele almaktadir (APA, 2006). Kariyer fonksiyonlarinda mentinin kari-
yerinde basari elde etmesine odaklanilirken psikososyal fonksiyonlarda mentinin
kisiler arasi iligkilerine odaklanilir. Psikososyal fonksiyonlar, mentinin 6z yeterli-
ligini ilerletmeyi hedefler ve kisiler arasi iligkinin kalitesine odaklanir. Mentorun
sergiledigi psikososyal fonksiyonlar, mentiye kariyer firsatlar1 sunmay: hedefle-
yen kariyer gelistirme fonksiyonlarinin aksine mentinin bireysel gelisimine ve
mentinin hayatinin diger alanlarina uzanmaktadir (Ragins ve Cotton, 1999). Noe
(1988), psikososyal fonksiyonlari, arkadaslik, rol model olma, danigsmanlik, kabul
etme ve dogrulama seklinde siniflandirmistir. Hascher, Cocard ve Moser (2004),
etkili bir mentorun goreve yeni baglayan 6gretmenlere duygusal ve psikososyal
destek saglamasi gerektigine dikkat cekmektedir. Dolayisiyla, mentorlar, goreve
yeni baglayan 6gretmenlere 6zellikle 6z giivenlerini arttirma konusunda destek
saglamalidir.

Owen ve Solomon (2006) benzerliklerin iligkilerin gelismesinde énemli bir
rol oynadigini 6ne siirmektedir. Allen (2007) benzerligin mentor-menti eslestir-
mesinde de dnem tasidigina dair kanitlar ortaya koymaktadir. Ortak noktalar
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bulunan mentorlar ve mentilerin mentorluk tecriibesini daha tatmin edici bul-
duklarina dair ¢aligma sonuglar1 bulunmaktadir (Ensher ve Murphy, 1997, Ens-
her, Grant-Vallone ve Marelich, 2002).

Cameron, Dingle ve Brooking (2007), mentorlarin ve mentilerin benzer
alanlarda ya da benzer diizeylerde egitim veren kisiler olmasi gerektigini one
stirmektedir. Halai (2006), mentorlarin alan uzmanlari olarak algilandigini ve
uzmanlik alanina iligkin derinlemesine anlayis ve bilgiye sahip olmalarinin bek-
lendigini belirtmektedir. Cameron vd. (2007) ile ortiisecek bigcimde Harrison,
Dymoke ve Pell (2006) ayn1 ya da benzer alanlarda 6gretmenlik yapmanin men-
tor ve mentiye konular1 derinlemesine tartigma ve bilgiyi paylagsma olanagi sun-
dugunu iddia etmektedir.

Benzerlik algisina iliskin diger bir etken de mentor ve mentinin cinsiyetidir.
Fowler, Gudmundsson ve O’Gorman (2007) mentor ve mentinin cinsiyet uyu-
munun gelecekteki ve su anki mentorlar ve mentiler igin bir yol haritasi saglama-
sindan dolayi faydali oldugunu savunmaktadir. Diger taraftan bazi arastirmacilar
(6rn: Ensher vd., 2002) cinsiyet uyumunun 6nemli bir konu oldugunu iddia eder-
ken bazi arastirmacilar ise (6rn: Daresh, 2002) cinsiyet uyumunun mentorluk
iizerinde etkisi olmadigini savunmaktadir.

Hem mentorun hem de mentinin is yiikii, mentorluk siirecinin kalitesine
etki edebilir (Waters, 2004). Bu bakimdan, mentorluk roliint bu ekstra is yiikii-
niin farkinda olan kisilere verilmesi gerekmektedir. Is yiikii ve mentorluk arasin-
daki iliskiye dair bulgularin, mentor gérevlendirmesi icin yoneticilere bir baslan-
gi¢ noktasi teskil etmesi beklenmektedir (Ehrich, Hansford ve Tennent 2004).

Milli Egitim Bakanligi Ogretmen Atama ve Yer Degistirme Yonetmeligi-
nin (MEB, 2015) tiglincii bolimii aday 6gretmenlere yonelik yiirtitiilecek is ve
islemleri diizenlemektedir. Buna gore, adayliklarinin ilk alt1 ayinda yetistirme
stirecine dahil edilecek aday 0gretmenler, kendileri icin danisman olarak gorev-
lendirilen 6gretmenler tarafindan degerlendirilmeye tabi tutulmaktadir. Boyle-
likle danigman 6gretmenlere, Orgiitsel etkililikte dnemli bir siire¢ olan rehberlik
ve denetim konusunda resmi olarak yetki ve sorumluluk verilmektedir (Yilmaz,
2009). Anilan yonetmelikle danigman olarak gérevlendirilen 6gretmenlere reh-
berlik etme, denetleme ve geri bildirimde bulunma gorevi verilmistir. Usta cirak
iligkisi seklinde gerceklesecek olan bu yetistirme faaliyeti mentorluk olarak kabul
edilmektedir.

Hem uluslararast baglamda (6rn.: Achinstein ve Fogo, 2015; Anderson,
2010; Hobson ve Malderez, 2013; Izadinia, 2016; Orland-Barak, 2014; Yuan,
2016) hem de Tiirkiye baglaminda (6rn.: Bakioglu ve Hacifazlioglu, 2013; Ka-
radag, 2015; Kocabas ve Yirci, 2011; Sezgin, Kosar ve Er, 2014; Yirci ve Koca-
bas, 2012) yapilan bir cok ¢aligma goreve yeni baglayan 6gretmenlere yonelik
mentorluk yapilmasinin 6nemine odaklanmaktadir; ancak, goreve yeni baglayan
ogretmenlerin 6znel mutluluk diizeyi ve danisman 6gretmenlerin sergiledikleri
mentorluk fonksiyonlari arasindaki iligki iizerine yapilmis ¢calisma sayis1 oldukca
kisithidir. Bu ¢alisma, mentorlugun 6nemine iliskin bilgiye, gdreve yeni baslayan
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ogretmenlerin 6znel mutlulugu agisindan katki sunmaktadir. Calisma, Tiirk 6g-
retmen yetistirme sistemi perspektifinden mentorluga yeni bakis agilari sagla-
maktadir.

Aday 6gretmenlere yetistirme siirecinde yapilan rehberlik faaliyetlerinin ne
kadar etkili oldugu ve bu rehberlik faaliyetleri ile meslege yeni baslayan ogret-
menlerin mutluluk diizeyi arasindaki iligkinin incelenmesinin alana katki sagla-
yacagi ve karar vericilere 0gretmen yetistirme politikasi agisindan 6nemli ipuglari
sunacag diisiiniilmektedir. Insanlarin kendi yasamlarma dair degerlendirmeleri
olarak tanimlanan 6znel mutluluga iligkin yiriitillen ¢aligmalar, karar vericiler
tarafindan, ortaya koyulan politikalarin bireylerin mutlulugunu ne olciide etkile-
yeceginin tespit edilmesine ve alinacak kararlar igin alternatifler gelistirilmesine
olanak saglar (Diener vd., 2015). Mutluluk, goreve yeni basglayan 6gretmenleri
okulda tutma konusunda 6nemli bir degiskendir (Strecke vd., 2015) ve goreve
yeni baglayan 6gretmenler, kidemli 6gretmenlerin destegine ihtiyac duymakta-
dir (Day ve Qing, 2009). Buna gore, bu ¢alismanin temel amaci, danisman 6g-
retmenlerin sergiledikleri mentorluk fonksiyonlar ile aday 6gretmenlerin 6znel
mutluluk diizeyi arasindaki iligkiyi ¢esitli degiskenler agisindan incelemektir. Bu
calisgmada, danmisman Ogretmenlerin sergiledikleri mentorluk fonksiyonlarinin
aday 6gretmenlerin 6znel mutluluk diizeyinin anlamli bir yordayicisi olup olma-
digina dair soruya da cevap aranmigstir.

Yontem

Goreve yeni baglayan, yetistirme siirecindeki aday ogretmenlere yonelik
meslekte kidemli danisman 6gretmenler tarafindan verilen rehberlik hizmeti
ile aday 6gretmenlerin 6znel mutluluk diizeylerinin ¢esitli degiskenler acisindan
incelendigi bu arastirma, nicel bir ¢calismadir. Calismada, arastirmacilara 6rnek-
lemden hareketle genelleme yapma ya da ¢ikartimlarda bulunmaya olanak sag-
layan tarama deseni kullanilmigtir (Creswell, 2014). Tarama deseni, arastirmaci-
lara bireylerden elde edilen bilgiden katilimcilarin istatistiksel profiline ulagmaya
olanak saglar (Fowler, 2013; Lavrakas, 2008). Tarama desenini kullanarak sayisal
tanimlamalar {izerinden aragtirmanin drnekleminin Ozelliklerine dair yorumlar
getirmek miimkiindiir. Tarama deseni, arastirmacilara tasarim ve veri toplama
acisindan hiz saglayan bir yontemdir (Creswell, 2014; Vaus, 2002). Diger taraf-
tan, tarama deseniyle elde edilmis verilerin kontrol edilemeyen hayata iligkin
gercekliklerden etkilenebilecegi de goz ardi edilmemelidir (Groves, Fowler, Co-
uper, Lepkowski, Singer ve Tourangeau, 2004).

1. Calisma su arastirma sorulari ¢ercevesinde yiiriitiilmiistiir:

2. Danisman 6gretmenlerin sergiledikleri mentorluk fonksiyonlarinda ca-
listiklart okul tiirine gore istatistiksel agidan anlaml bir farklilik var
midir?

3. Aday 0gretmenlerin mutluluk diizeyleri arasinda calistiklart okul tiiri-
ne gore istatistiksel acidan anlaml bir farklilik var midir?
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4. Damigsman Ogretmenlerin sergiledikleri mentorluk fonksiyonlarinda
ayni ya da farkl cinsiyet eslesmesine gore istatistiksel agidan anlaml
bir farklilik var midir?

5. Aday 6gretmenlerin mutluluk diizeyleri arasinda ayni ya da farkl cin-
siyet eslestirmesine gore istatistiksel agidan anlamli bir farklilik var mi-
dir?

6. Danisman Ogretmenlerin sergiledikleri mentorluk fonksiyonlarinda
ayni ya da farkli brang 6gretmeni olma durumuna gore istatistiksel aci-
dan anlamli bir farklilik var midir?

7. Aday 6gretmenlerin mutluluk diizeyleri arasinda ayni ya da farkli brang
O0gretmeni olma durumuna gore istatistiksel acidan anlamli bir farklilik
var mudir?

8. Danigman o6gretmenlerin sergiledikleri mentorluk fonksiyonlarinda
danigman 6gretmenin haftalik ders yiikiine gore istatistiksel agidan an-
lamli bir farklilik var midir?

Danigman 6gretmenler tarafindan sergilenen mentorluk fonksiyonlari aday
ogretmenlerin 6znel mutluluk diizeylerinin istatistiksek ag¢idan anlamli bir yor-
dayicist midir?

Evren ve Orneklem

Arastirmanin evreni Istanbul ili Fatih, Eyiip ve Sisli ilcelerinden olusmakta-
dir. Builgeler, kolayda drnekleme yontemiyle belirlenmistir. Kolayda 6rnekleme,
aragtirmacilarin bulunabilir katilimcilara ulagsmalarina olanak veren ve arastir-
macilarin zaman ve maliyet agisindan tasarruf etmelerini saglayan bir yontemdir
(Gravetter ve Forzano, 2012). 2015-2016 egitim-6gretim yilinda bu ilgelerde go-
rev yapan rastgele belirlenmis 171 aday 6gretmen galigmanin drneklemine dahil
edilmigtir. Evrendeki aday 0gretmenlerin yaklasik %66’sina ulagilmistir.

Oncelikle, goreve yeni baslayan ogretmenlerin listesi Istanbul 11 Milli
Egitim Midirliginden alinmistir. Bu listedeki okullarin miidiirleriyle iletisime
gecilerek calismanin yiiriitiilmesi icin izin talep edilmistir. Izin alinmasini takiben
okullar aragtirmacilar tarafindan ziyaret edilmis ve Olcek, goniilliilik esasina
gore calismaya katilmak isteyen aday 6gretmenlere dagitilmistir. Arastirmacilar,
herhangi bir yardim ya da aciklama ihtiyaci olmasi ihtimaline karst ol¢ek
tamamlanana kadar okulda bulunmustur. Katilimci 6gretmenlere verdikleri
cevaplarm anonim olarak kullanilacagi konusu hatirlatilmigtir. Olgeklerin
tamamlanmasi icin herhangi bir zaman sinir1 belirlenmemistir. Olcek, yaklasik
10 dakika igerisinde tamamlanmugtir. Goniilli katilimcilara toplam 171 6lgek da-
gitilmig ve Olgeklerin tiimi geri toplanmustir.

Arastirmaya katilan 171 aday ogretmenin ¢alistiklar1 okul tiiri degiskenine
gore dagilimi Tablo 1’de gosterilmistir.
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Tablo 1
Katihmct Aday Ogretmenlerin Calistiklan Okul Tiirii Degiskenlerine Gore Dagilimt

Degisken Orneklem N %
Tlkokul 39 22.80

Okul Tird Ortaokul 55 3217
Lise 77 45.03

Tablo 1 incelendiginde arastirmaya katilan aday ¢gretmenlerin 39’unun il-
kokulda, 55’inin ortaokulda ve 77’sinin lisede gorev yapmakta oldugu goriilmek-
tedir.

Arasgtirmaya katilan 171 aday 6gretmenin ve danigman ¢gretmenlerinin cin-
siyet, yag aralig1 ve egitim durumu degiskenlerine gore dagilimi Tablo 2’de gos-
terilmigtir.

Tablo 2

Aday Ogretmenlerin ve Danisman Ogretmenlerinin Demografik Ozellikleri

. Aday Ogretmenler Danisman Ogretmenler
Degisken Orneklem Ve g &
% N %

Kadin 134 78.40 89 52.00
Cinsiyet

Erkek 37 21.60 82 48.00

21-25 110 64.30 1 0.60

26 -30 38 22.20 10 5.80

31-35 21 12.30 35 20.50
Yas Aralig

36 -40 1 0.60 39 22.80

41-45 1 0.60 54 31.60

Over 46 - - 32 18.70

Lisans 153 89.50 151 88.30
Egitim Yiiksek 18 10.50 14 8.20
Durumu Lisans

Doktora - - 6 3.50

Tablo 2 incelendiginde arastirmaya katilan aday 6gretmenlerin ¢ogunlugu-
nun kadin oldugu gorillmektedir. Katilimecilarin 1107u 21-25 yas araliginda, 38’
26-30 yas araliginda, 21°i 31-35 yas araliginda, 1’i 36-40 yas araliginda ve 1’i
41-45 yag araligindadir. Katilimeilarin cok biiyiik bir bolimi lisans diizeyinde
egitime sahiptir. Danigman 6gretmenlerin cinsiyet dagiliminin neredeyse esit ol-
dugu gorillmektedir. Danigman 6gretmenlerin ¢cogunlugu 41-45 yag araliginda-
dir. Danigman 6gretmenlerin %88.30’u lisans diizeyine egitime sahiptir.

Aragtirmaya katilan 171 aday 6gretmenin danisman dgretmenlerinin meslek
kidemi ve haftalik ders yiikii degiskenlerine gore dagilimi Tablo 3’te gosterilmistir.
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Tablo 3
Danigman Ogretmenlerin Meslek Kidemi ve Ders Yiikii

N %
0-5yl 12 7.00
Meslek Kudemi 6-10y1l 20 11.70
11-15y1l 57 33.30
16 y1l ve tizeri 82 48.00
0 - 15 saat 6 3.50
16 — 21 saat 35 20.50
Ders Yiikii 22 - 30 saat 95 55.60
31 - 40 saat 24 14.00
41 saat ve isti 11 6.40

Tablo 3 incelendiginde Danigsman dgretmenlerin biiyiik bir boliimii 6 yil ve
iistii meslek kidemine sahip oldugu goriilmektedir. Her ne kadar haftalik ders
ytukleri cesitlilik gosterse de danigsman 6gretmenlerin neredeyse yarisinin haftalik
ders yiikii 22 saat ve 30 saat arasindadir.

Veri Toplama Aracglar

Mentorluk fonksiyonlarina yonelik arastirmalarda en sik kullanilan 6lgek
Noe (1988) tarafindan gelistirilen, tamami olumlu 29 maddeden olusan, mentor-
luk siirecinin kariyer gelistirme ve psikososyal fonksiyonlarini 6l¢gmeyi hedefleyen
Mentorluk Fonksiyonlar1 élcegidir (Dougherty ve Dreher, 2007). Ibrahimoglu,
Ugurlu ve Kiziloglu (2011) tarafindan Tiirkgeye uyarlanan, besli likert tipindeki
6lgegin Noe (1988) tarafindan gelistirilmesi asamasinda ABD’nin 9 farkl yerle-
sim yerinde yasayan 139 egitici ve 43 mentorun katilimiyla bir ¢caligma gercek-
lestirmistir. Noe, calismasinda psikososyal mentorluk fonksiyonlarina yonelik
15 madde ve kariyer gelistirme fonksiyonlarina yonelik 14 maddeden olusan iki
faktorli bir yapi tespit etmistir. Noe, psikososyal fonksiyonlar1 6lgen maddele-
rin i¢ tutarlilik giivenirlik katsayisini .92, kariyer gelistirme fonksiyonlarini dlgen
maddelerin i¢ tutarlilik katsayisini .89 olarak belirlemistir. Serethanoglu (2014)
tarafindan Tiirkiye baglaminda yiiriitilen calismada Mentorluk Fonksiyonlari 61-
¢egi icin Cronbach alfa (o) giivenirlik katsayisi .97 olarak bulunmustur. Bu aras-
tirmada Mentorluk Fonksiyonlar1 Olcegi icin o. .98 olarak tespit edilmistir.

Serefhanoglu (2014) ve Ozalp, Yirci ve Kocabag (2016) Mentorluk Fonk-
siyonlar1 6lgeginin tek faktorlii bir yapiya sahip oldugunu tespit etmistir. Tiirki-
ye baglaminda yuriitiilen anilan calismalari takiben bu ¢alismada da Mentorluk
Fonksiyonlar1 6l¢egi i¢in tek faktorlii yapr kabul edilmigtir.

Mutluluk, genellikle bireylerin kendilerine iliskin degerlendirmelerinin yer
aldigi Oznel Mutluluk 6lcegi (Lyubomirsky ve Lepper, 1999), Pozitif-Negatif
Duygu dlcegi (Watson, Clark ve Tellegen, 1988) ve Yasam Doyum 6lcegi (Diener,
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Emmons, Larsen ve Griffin, 1985) gibi ol¢ekler yoluyla ol¢iiliir. Her ne kadar
bu Olcekler ayni yapi lizerine kurulmamis olsa da olumlu duygular1 deneyimle-
yen bireylerle olumsuz duygular1 deneyimleyen bireyleri ayirt etmektedir (Bao
ve Lyumbomirsky, 2013). Lyubomirsky ve Lepper, (1999) tarafindan gelistirilen
Oznel Mutluluk 6lgegi, anlik tecriibelerden ¢ok, bireylerin mutluluga yonelik ge-
nel 6znel hislerini yakalamaya calisan, bireylerin ne derecede mutlu olduklarina
yonelik algilarini 6lcmeyi hedefleyen bir dlcektir (Diener, Kesebir ve Tov, 2009;
Miao, Koo ve Oishi, 2013). Bu ¢aligmada, Lyubomirsky ve Lepper (1999) tarafin-
dan gelistirilen ve Tiirkce uyarlamasi Dogan ve Totan (2013) tarafindan yapilan
biri olumsuz toplamda dort maddeden olusan Oznel Mutluluk 6lgegi kullanil-
mugtir. Farkli zaman dilimlerinde farklh yerlesim yerlerindeki yas aralig: 14 ile 94
arasinda ¢esitlilik gosteren 1,754 kadin, 962 erkek, 16 bilinmeyen olmak tizere
toplam 2,732 katilimciyla gergeklestirilen ¢alismanin sonuglarina gore olgegin
giivenirlik katsayist katilmcilarin demografik ozelliklerine gore gruplanmasi so-
nucunda .79 ile .94 arasinda cesitlilik gdstermektedir (Lyubomirsky ve Lepper,
1999). Dogan ve Totan (2013), katilimcilarin profillerine gore o .65 ile .70 arasin-
da degistigini tespit etmistir. Bu aragtirmada o .68 olarak tespit edilmistir.

Verilerin Coziimlenmesi

Elde edilen veriler IBM SPSS Statistics (v22) programi vasitasiyla analiz
edilmistir. Elde edilen puanlara iliskin frekans ve ylizde dagilimlar1 hesaplanmas,
aritmetik ortalama ve standart sapma gibi tanimlayici istatistik bilgilerinden de
yararlanilmistir. Bagimsiz drneklemler t-testi ve bagimsiz drneklemler igin tek
yonlii varyans analizi (ANOVA) testleri gerceklestirilmistir. Mentorluk fonksi-
yonlar1 ve 6znel mutluluk arasindaki iligki, korelasyon analizi yoluyla ve mentor-
luk fonksiyonlarmin aday 6gretmenlerin 6znel mutluluk diizeylerini yordama dii-
zeyi basit dogrusal regresyon analizi yoluyla incelenmistir. Calismada hata pay1
.05 olarak kabul edilmistir.

Ucg degisken bulunmasindan dolayi 1, 2, ve 7. arastirma sorulari icin ANO-
VA testi uygulanmustir. Iki degisken bulunan 3, 4, 5 ve 6. arastirma sorulari icin
bagimsiz 6rneklemler t-testi uygulanmistir. Bagimsiz degiskenin bagimh degis-
ken i¢in yordayici olup olmadigini test etmek icin basit dogrusal regresyon testi
uygulanmistir. Bu test sayesinde bagimli ve bagimsiz degiskenler matematiksel
formiiller olarak ifade edilebilmektedir (Biiyiikoztiirk, 2014). 8. aragtirma sorusu
icin Pearson korelasyon katsayis1 hesaplanmig ve basit dogrusal regresyon testi
gerceklestirilmistir.

Bulgular

Arastirmanin birinci sorusu “Danigman 6gretmenlerin sergiledikleri men-
torluk fonksiyonlarinda ¢alistiklari okul tiiriine gore istatistiksel agidan anlaml
bir farklilik var midir?” seklindedir. Aday 6gretmenlerin algilaria gore danig-
man O0gretmenlerin sergiledikleri mentorluk fonksiyonlarinin aday 6gretmen ve
danigman 6gretmenin calistii okul tiirti degiskenine gore farklilagip farklilagma-
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digin1 sinamak i¢in varyans analizi gerceklestirilmistir. Uygulanan Levene testine
gore, grup varyanslart homojen dagilmaktadir (p = .910 > .05). Grup varyanslari
homojen dagildigindan tek yonlii varyans analizi (ANOVA) testi gerceklestiril-
mistir. Test sonuclar1 Tablo 4’te yer almaktadir.

Tablo 4

Damisman Ogretmenlerin Sergiledikleri Mentorluk Fonksiyonlariin Calistiklar
Okul Tiirii Degiskenine Gére Analizine lliskin ANOVA Sonuglar

Grup N X Ss Sd F p
Tlkokul 39 2.93 1.23 2 215 120
Ortaokul 55 3.03 1.25 168

Lise 77 3.38 1.25

Tablo 4’e gore, ilkokul, ortaokul ve lise tiirii okullarda calisan aday 6gret-
menlerin danismanlariin sergiledikleri mentorluk fonksiyonlar: arasinda ista-
tistiksel bakimdan anlamli bir farklilik bulunmamistir [F(z, 168) = 2.15,p = 120
> .05].

Arastirmanin ikinci sorusu “Aday 6gretmenlerin mutluluk diizeyleri arasin-
da calistiklar1 okul tiiriine gore istatistiksel agidan anlaml bir farklilik var mi-
dir?” seklindedir. Aday 6gretmenlerin 6znel mutluluk diizeylerinin calistiklar:
okul tiirii degiskenine gore farklilagip farklilasmadigini sinamak igin varyans ana-
lizi gerceklestirilmistir. Uygulanan Levene testine gore, grup varyanslart homo-
jen dagilmaktadir (p = .799 > .05). Grup varyanslar1 homojen dagildigindan
ANOVA testi gerceklestirilmistir. Test sonuglar1 Tablo 5’te yer almaktadir.

Tablo 5

Aday Ogretmenlerm Oznel Mutluluk Diizeylerinin Calistiklar: Okul Tiirii Degiskeni-
ne Gore Analizine Iliskin ANOVA Sonuglar

Grup N X Ss Sd F P
Ilkokul 39 3.19 0.93 2 2.13 121
Ortaokul 55 3.18 0.98 168

Lise 77 3.49 0.96

Tablo 5’e gore, ilkokul, ortaokul ve lise tiirii okullarda calisan aday 6gret-
menlerin 6znel mutluluk diizeyleri arasinda istatistiksel bakimdan anlamli bir
farklilik bulunmamaktadir [F(27 168) = 213,p = .121 < .05].

Arastirmanin iiglincii sorusu “Danisman 6gretmenlerin sergiledikleri men-
torluk fonksiyonlarinda ayni ya da farkli cinsiyet eslesmesine gore istatistiksel
acidan anlaml bir farklilik var midir?” seklindedir. Aday 6gretmenlerin algilari-
na gore danisman 6gretmenlerin sergiledikleri mentorluk fonksiyonlarinin aday
6gretmen ve danigman Ogretmenin cinsiyetinin ayni ya da farkli olmasi degis-
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kenine gore farklilasip farklilasmadigini test etmek igin bagimsiz drneklemler
t-testi uygulanmigtir. Test sonuclart Tablo 6’da yer almaktadir.

Tablo 6

Danisman Ogrgtmenlerin Sergiledikleri Mentorluk Fonksiyonlarnin Aday Ogretmen
ve Damigman Ogretmenin Cinsiyetinin Ayni ya da Farkli Olmast Degiskenine Gore
Analizine lliskin Bagimsiz Orneklemler T-Testi Sonuclar

Grup N X Ss t Sd p
Ayni 98 3.24 1.28 0.93 169 .350
Farkli 73 3.06 1.27

Tablo 6, danisman 6gretmenlerin sergiledikleri mentorluk fonksiyonlari pu-
anlarinin aday 6gretmen ve danisman 0gretmenin cinsiyetlerinin ayni ya da farkli
olmasi durumuna gore istatistiki olarak farklilasmadigini gdstermektedir [t(169) =
0.93, p = .350 > .05].

Arastirmanin dordiincii sorusu “Aday Ogretmenlerin mutluluk diizeyleri
arasinda ayni ya da farkli cinsiyet eslestirmesine gore istatistiksel acidan anlaml
bir farklilik var midir?” seklindedir. Aday 6gretmenlerin 6znel mutluluk diizeyle-
rinin aday 6gretmen ve danigsman 6gretmenin cinsiyetinin ayni ya da farkli olmasi
degiskenine gore farklilasip farklilasmadigin test etmek icin bagimsiz 6rneklem-
ler t-testi uygulanmustir. Test sonuglar1 Tablo 7’de yer almaktadir.

Tablo 7

Aday Ogretmenlerin Oznel Mutluluk Diizeylerinin Aday Ogretmen ve Damisman Og-
retmenin Cinsiyetinin Aynt ya da Farkly Olmast Degiskenine Gore Analizine lliskin
Bagimsiz Orneklemler T-Testi Sonuglan

Grup N g Ss t Sd p
Ayni 98 3.36 0.97 0.60 169 .549
Farklt 73 3.27 0.95

Tablo 7, aday 6gretmenlerin 6znel mutluluk puanlarinin aday 6gretmen ve
danigman 6gretmenin cinsiyetlerinin ayn1 ya da farkli olmasi durumuna gore is-
tatistiki olarak farklhilasmadigini gostermektedir [t(169) = 0.60, p = .549 > .05].

Aragtirmanin besinci sorusu “Danigman 6gretmenlerin sergiledikleri men-
torluk fonksiyonlarinda ayni ya da farkl brang 6gretmeni olma durumuna gore
istatistiksel agidan anlamli bir farklilik var midir?” seklindedir. Aday 6gretmen-
lerin algilarina gore danisman ¢gretmenlerin sergiledikleri mentorluk fonksiyon-
larinin aday 6gretmen ve danigman 6gretmenin branginin ayni ya da farkl olmasi
degiskenine gore farklilasip farklilasmadigini test etmek icin bagimsiz 6rneklem-
ler t-testi uygulanmustir. Test sonuglar1 Tablo 8’de yer almaktadir.
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Tablo 8

Danisman Ogrf;;menlerin Sergiledikleri Mentorluk Fonksiyonlaninin Aday Ogretmen
ve Darigsman Ogretmenin Brangimin Aynt ya da Farkl Olmast Degiskenine Gore
Analizine lliskin Bagimsiz Orneklemler T-Testi Sonuclan

Grup N X Ss t Sd p
Ayni 23 3.13 1.17 0.86 169 .530
Farkli 148 3.17 1.27

Tablo 8, danigman 6gretmenlerin sergiledikleri mentorluk fonksiyonlarinin
aday 6gretmen ve danigman gretmenin branglarinin ayni ya da farkl gore ista-
tistiki olarak farklilasmadigini gdstermektedir [t(mg) = 0.86, p = .530 > .05].

Arastirmanin altinci sorusu “Aday 6gretmenlerin mutluluk diizeyleri arasin-
da ayni1 ya da farkli brang 6gretmeni olma durumuna gore istatistiksel agidan
anlamli bir farklilik var midir?” seklindedir. Aday 6gretmenlerin 6znel mutluluk
diizeylerinin aday 0gretmen ve danigman 6gretmenin branginin ayni ya da farkl
olmasi degiskenine gore farklilasip farklilasmadigini test etmek icin bagimsiz or-
neklemler t-testi uygulanmustir. Test sonuglar1 Tablo 9’da yer almaktadir.

Tablo 9

Aday Ogretmenlerin Oznel Mutluluk Diizeylerinin Aday Ogretmen ve Damigman
Ogretmenm Brangiin Aynt ya da Farkli Olmast Degiskenine Gore Analizine Iliskin
Bagimsiz Orneklemler T-Testi Sonuglarn

Grup N i Ss t Sd P
Ayni 23 3.27 0.79 0.58 169 .890
Farkli 148 3.33 0.99

Tablo 9, brangi danisman 6gretmenleriyle ayni olan aday 6gretmenlerin 6z-
nel mutluluguna iligkin puanlar ile brangt danisman 6gretmenleriyle farkli olan
aday ogretmenlerin 6znel mutluluguna iliskin puanlar1 arasinda istatistiksel ola-
raksz;r(l)lamgsc]luzeyde bir farklilik bulunmadigini gostermektedir [t(169) =058, p

>

Arastirmanin yedinci sorusu “Danigman 6gretmenlerin sergiledikleri men-
torluk fonksiyonlarinda danisman 6gretmenin haftalik ders yiikiine gore istatis-
tiksel agidan anlamli bir farklilik var midir?” seklindedir. Aday 6gretmenlerin
algilarina gore danisman 6gretmenlerin sergiledikleri mentorluk fonksiyonlari-
nin danigsman 6gretmenin haftalik ders yiikii degiskenine gore farklilagip farkli-
lasmadigin1 stnamak icin varyans analizi gerceklestirilmistir. Uygulanan Levene
testine gore, grup varyanslart homojen dagilmaktadir (p = .410 > .05). Grup
varyanslari homojen dagildigindan tek yonlit ANOVA testi gerceklestirilmistir.
Test sonuclar1 Tablo 10’da yer almaktadir.
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Tablo 10

Danisman Ogretmenlerin Sergiledikleri Mentorluk Fonksiyonlariin Haftalik Ders
Yiikii Degiskenine Gore Analizine Iliskin ANOVA Sonuglan

Grup N X Ss Sd F p
0— 15 saat 6 2.81 1.75 4 0.26 .898
16 — 21 saat 35 3.16 1.25 166

22 - 30 saat 95 3.19 1.24

31 -40 saat 24 3.05 1.34

41 saat ve st 11 3.40 1.25

Tablo 10’a gore, haftalik ders ytikil 0-15 saat, 16-21 saat, 22-30 saat, 31-40
saat ve 40 saat ve tizeri olan damigman 6gretmenlerin sergiledikleri mentorluk
fonksiyonlar: arasinda istatistiksel bakimdan anlaml bir farklilik bulunmamustir
[F4, 165 = 0.26, p = .898 > .05].

Arastirmanin sekizinci sorusu “Danisman 6gretmenler tarafindan sergile-
nen mentorluk fonksiyonlar1 aday 0gretmenlerin 6znel mutluluk diizeylerinin
istatistiksek acidan anlamli bir yordayicist midir?” seklindedir. Ilk asamada, aday
ogretmenlerin 6znel mutluluk diizeyleri ile danisman 6gretmenlerin sergiledikle-
ri mentorluk fonksiyonlar1 arasinda iligki olup olmadigini tespit etmek icin basit
dogrusal korelasyon analizi gerceklestirilmistir. Test sonuglar1 Tablo 11°de yer
almaktadir.

Tablo 11

Aday Ogretmenlerin Oznel Mutluluk Diizeyi ile Darmisman Ogretmenlerin Sergile-
dikleri Mentorluk Fonksiyonlari Arasindaki lliskiye Dair Pearson Korelasyon Matrisi

Oznel Mutluluk Mentorluk Fonksiyonlar

Mentorluk Fonksiyonlari .66
Is Doyumu .66

Tablo 11, aday 6gretmenlerin 6znel mutluluk diizeyi ile danisman ¢gretmen-
lerin sergiledikleri mentorluk fonksiyonlari arasinda pozitif yonde, giiclii ve ista-
tistiksel bakimdan anlamli bir iligki oldugunu gostermektedir (r = .66, p = .000
< .05). Buna gére danigman 6gretmenlerin mentorluk fonksiyonlar: puanlari art-
tikca aday 6gretmenlerin 6znel mutluluk diizeyi de artmaktadir.

Ikinci asamada, danisman 6gretmenlerin sergiledigi mentorluk fonksiyon-
larinin aday 6gretmenlerin 6znel mutluluk diizeyinin yordayicisi olup olmadigini
tespit etmek icin basit dogrusal regresyon analizi gerceklestirilmistir. Mentorluk
fonksiyonlar: dlceginden elde edilen puan bagimsiz degisken, 6znel mutluluk 6l-
¢eginden elde edilen puan bagiml degisken olarak belirlenmistir. Test sonucun-
da elde edilen veriler Tablo 12’de yer almaktadur.
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Tablo 12

Damgmannégretmenlerin Sergiledikleri Mentorluk Fonksiyonlarimin Aday Ogret-
menlerin Oznel Mutluluk Diizeyini Yordamasina lligkin Basit Dogrusal Regresyon
Analizi

Std.

. 2
Degiskenler B error B t P R R
Sabit 1.720 15 11.37  .000

Mentorluk Fonksiyonlari 0.508 .04 661 11.44 .000 .661  .436
Fy, 160y = 130.88 p =.000

Tablo 12 incelendiginde, danisman 0gretmenlerin sergiledikleri mentorluk
fonksiyonlari ile aday 0gretmenlerin 6znel mutluluk diizeyi arasinda anlamli bir
iliski gézlemlenmekte (R = 0.661, R? = 0.436), danisman 6gretmenler tarafin-
dan sergilenen mentorluk fonksiyonlarinin aday 6gretmenlerin 6znel mutluluk
diizeyinin anlamli bir yordayicisi oldugu gérilmektedir [F 160) = 130.88, p =
.000 < .05]. Danmisman 6gretmenlerin sergiledigi mentorluii fonksiyonlari, aday
ogretmenlerin 6znel mutluluk diizeyinin %44’tinti aciklamaktadir. Regresyon
denklemine esas yordayici degisken katsayisinin (B = 0.3508) anlamlilik testi de
danigman 6gretmenlerin sergiledigi mentorluk fonksiyonlariin anlaml bir yor-
dayici oldugunu goéstermektedir (p = .000 < .05).

Regresyon analizi sonucuna gore, aday 6gretmenlerin 6znel mutlulugunu
yordayan regresyon denklemi su sekildedir: Oznel Mutluluk = (0.508 * Mentor-
luk) + 1.720

Tartisma ve Sonug

Bu calisma ile danigsman 6gretmenlerin sergiledikleri mentorluk fonksiyon-
lar1 ile aday 6gretmenlerin 6znel mutluluk diizeyi arasindaki iligkinin incelen-
mesi hedeflenmistir. Bununla birlikte, ¢caligmada, danigman 6gretmenlerin sergi-
ledikleri mentorluk fonksiyonlarinin aday 6gretmenlerin 6znel mutluluk diizeyi
icin anlaml bir yordayici olup olmadig1 sorusuna cevap aranmugtir.

Adaylik siireci, okullarin ana unsuru konumundaki 6gretmenlerin gelecek-
teki verimliligi iizerinde biiyiik etkiye sahiptir. Bu denli 6nemli olan bir siiregte,
aday Ogretmenlere yonelik gerceklestirilecek rehberlik faaliyetlerinin tasidigi
o6nem de On plana ¢ikmaktadir (Ekinci, 2010). Bu calismada mentorluk olarak
degerlendirilen, danigman 6gretmenin aday 6gretmene rehberlik etmesi siirecin-
de menti (aday 6gretmen) ve mentorun (danisman ¢gretmen) uyum ve giiven
icerisinde hareket etmesi, bu siirecinin saglikl ilerleyebilmesi icin bir gerekli-
liktir (Ozkalp vd., 2006). Dolaysiyla, bu arastirmada yer alan aday ve danisman
ogretmenlere iliskin demografik ve mesleki degiskenler de 6nem tasimaktadir.

Arastirmanin katilimcilariin yariya yakini lise tiiri okullarda gorev yap-
maktadir. Biiyiik bir kismini kadinlarin olusturdugu katilimer aday 6gretmenle-
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rin yaridan fazlasi 21-25 yag araligindadir. Dolayisiyla, aday 6gretmenlerin ¢ogu-
nun iniversite egitimini tamamlamalarinin lizerinden uzun bir siire gecmedigi,
mesleki bilgilerinin giincel oldugu sdylenebilir. Katilimcilarin énemli bir cogun-
lugu lisans diizeyinde egitime sahiptir.

Arasgtirmaya katilan aday 6gretmenlerin danisman 6gretmenlerinin cinsiyet
dagilimi birbirine oldukg¢a yakindir. Danisman 6gretmenlerin en fazla oldugu
grup 4145 yas araligindadir. Onemli bir cogunlugu lisans diizeyinde egitime sa-
hip olan danisman 6gretmenlerin yaridan fazlasi 11 yil ve tizeri kideme sahiptir.
Aday Ogretmen Yetistirme Siirecine Iliskin Yonergenin (MEB, 2016) 11. mad-
desi, yetistirme siirecindeki aday dgretmenlere danigmanlik yapmast igin gorev-
lendirilecek 6gretmenlerde aranacak sartlar1 diizenlemektedir. Bu maddeye gore
danigman Ogretmen olarak gorevlendirilebilmek icin adaylik dahil en az 10 yil
hizmet siiresine sahip olmak gerekmektedir. Elde edilen verilere gore, danisman
Ogretmenin en az on yil hizmet siiresine sahip olma kriteri, biiytik 6l¢tide kargi-
lanmisg durumdadir.

Benzerlik, mentorluk stirecinde 6nemli bir konudur (Allen, 2007; Owen ve
Solomon, 2006). Benzer niteliklere sahip mentor ve mentilerin mentorluk dene-
yiminde daha fazla doyuma ulagtiklar1 bilinmektedir (Ensher ve Murphy, 1997,
Ensher vd., 2002). Cameron vd. (2007), mentor ve mentilerin d6gretim alanlari-
nin ve egitim verdikleri diizeyin benzer olmasi gerektigine iliskin kanitlar ortaya
koymaktadir. Basarili bir 6gretmen olmakla birlikte egitim verilen diizeyin ayni
olmasi, Stansburry ve Zimmerman (2000) tarafindan mentor secimi kriterleri
olarak listelenmektedir. Diger taraftan, Alhija ve Fresko'nun (2014) yiirittigi
bir calisma da mentorluk aktivitelerinin 6gretim verilen diizeye gore cesitlilik
gosterdigine dair kanitlar ortaya koymaktadir. Ancak, bu arastirmanin sonucla-
r1 — Yildirim ve Serethanoglu’nun (2014) ulastigi, okul miidiirlerinin mentorluk
fonksiyonlarinin 6gretim kademesine gore degismedigi sonucuyla uyumlu bir
sekilde — okul tiiriiniin danisman 6gretmenlerin sergiledikleri mentorluk fonksi-
yonlarmin diizeyi iizerinde rol oynamadigini isaret etmektedir.

Mentorluk fonksiyonlari ve cinsiyet arasindaki iligkiye yonelik gercekles-
tirilen calismalarin sonuglari cesitlilik gdstermektedir (O’Neill, 2011). Ragins
(1997), mentor ve mentinin cinsiyetinin farkli oldugu mentorluk iligkilerinde,
algilanan benzerlik ve rol model olmaya iliskin farkliliklardan dolay1r mentorluk
fonksiyonlarinin sergilenmesi konusunda birtakim kisithiliklar oldugunu 6ne siir-
mektedir. Benzer bir sekilde Allen ve Eby (2004), karsit cinsiyetlerden bireylerin
yer aldigi mentorluk iliskilerinin cesitli zorluklar barindirdigini ifade etmekte-
dir. Mentorlar ve mentilerin ortak noktalarina iliskin algilar1 ya da paylastiklar
degerler, mentorluk iligkisinde sergilenen mentorluk fonksiyonlarinin tiiriini
ve miktarmi etkilemektedir (Ensher ve Murphy, 1997). Literatiirde, mentor ve
mentinin ayni cinsiyete mensup olmasi halinde mentorluk siirecinin daha basa-
ril1 olacagini 6ne siiren ¢alismalar (Ragins ve Cotton, 1999; Sosik ve Godshalk,
2005) bulunmaktadir. Sergilenen mentorluk fonksiyonlarinin mentinin kadin ya
da erkek olmasina gore farklilik gosterdigi de ¢esitli caligmalarla (Allen ve Eby,
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2004; Elliot, Leck, Orser ve Mossop, 2006; Ragins ve McFlarin, 1990; Scandura
ve Ragins, 1993; Scandura ve Williams, 2001; Turban ve Dougherty, 1994) tespit
edilmistir.

Diger taraftan Noe (1988) ve Ragins ve Cotton (1999), mentor ve mentinin
cinsiyetlerinin ayni ya da farkli olmasi arasinda sergilenen mentorluk fonksiyon-
lar1 bakimindan bir farklilik bulunmadigini 6ne stirmektedir. Bununla birlikte,
literatiirde, sergilenen mentorluk fonksiyonlarinin mentor ya da mentinin cin-
siyetine gore farklilik gostermedigine iliskin cesitli calismalar (Benetto, 2010;
Deering, 2010; Kennedy, 2013; Ozcan ve Balyer, 2012; Sezgin, 2002) mevcuttur.
Bu arastirma ile aday 0gretmen ve danisman Ogretmenin cinsiyetlerinin ayni ya
da farkli olmasi durumuna gore danisman dgretmenlerin sergiledikleri mentor-
luk fonksiyonlariin farklilik gostermedigi sonucuna ulagilmistir. Elde edilen bu
sonug, Scandura ve Willimas (2001) tarafindan gerceklestirilen, mentor ve men-
tinin cinsiyetlerinin sergilenen mentorluk fonksiyonlar: tizerinde dogrudan bir
etkisinin bulunmadigini ortaya koyan ¢alismanin sonuglariyla ortiismektedir.

Her ne kadar Harring, Stock ve Okun (1984) tarafindan 146 calisma iize-
rinde gerceklestirilen meta analize gore cinsiyet farkliligt mutlulugun %1’inden
daha azim aciklasa da Chang (2011), bireyin cinsel kimliginden kaynaklanan
kazanimlarinin ya da kayiplarinin mutluluk diizeyi tizerinde etkisi oldugu ifa-
de etmektedir. Bu arastirmada elde edilen sonuca gore, aday 6gretmenin 6znel
mutluluk diizeyi, danisman 6gretmen ve aday 6gretmenin cinsiyetinin ayni ya da
farkli olmasina gore farklilik gostermemektedir.

Ogretmen yetistirmeye yoOnelik mentorlukta, mentilerin kendileriyle
ayn1 bransa sahip mentorlarla eslestirilmesi durumunda siirecin basariyla
sonuclanmasi beklenmektedir (Boyd, Grossman, Hammerness, Lankford, Loeb,
Ronfeldt ve Wyckoff, 2012; Cameron vd., 2007; Hobson ve Malderez, 2013; In-
gersoll, 2012; Johnson, Berg ve Donaldson, 2005; Marable ve Raimondi, 2007).
Smith ve Ingersoll (2004), mentoruyla ayni brangi paylasan 6gretmenlerin men-
torluk siirecinden etkin olarak fayda sagladigini ortaya ¢ikartmistir. Ancak, Sez-
gin (2002) tarafindan yiiriitiilen calismada danigman 6gretim iiyelerinin yetistiri-
cilik rollerini yerine getirme diizeylerinin danigman ve tez 6grencilerinin egitim
alaninin ayni1 ya da farkli olmasit durumundan etkilenmedigi sonucuna ulagiimis-
tir. Bu calismada, danisman 6gretmenlerin sergiledikleri mentorluk fonksiyonla-
riin danmigmanlarla aday 6gretmenlerin branglarinin ayni ya da farkli olmasina
gore farklilik gostermedigi belirlenmistir.

Agir ders yiikiiniin, 6gretmenlerin profesyonel gelisimlerine katki saglaya-
cak etkinliklere katilmalarinin 6niinde engel teskil ettigi bilinmektedir (Balyer,
2016; Can, 2014). Mentorluk hem mentorlar hem de mentiler igin fazladan ig
yuki getirmektedir (Ehrich vd., 2004). Mentorun ve mentinin ig yiikli, mentorluk
stirecinin kalitesini etkilemektedir ve agir is yiikiiniin planlamayla negatif iligkisi
vardir (Hung, Oi, Chee ve Man, 2007; Waters, 2004). Smith ve Evans (2008),
mentorlarin mevcut ders yiiklerine ek olarak mentorluk yaptiklarin1 vurgula-
maktadir. Mentorlarn is yiikiinii azaltmak, mentorlarin bircogunun is yiiklerinin
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fazlaligindan sikayet etmesinden dolay: tizerine odaklanilmasi gereken bir konu-
dur (Algozzine, Gretes, Queen ve Cowan-Hathcock, 2007; Farrell, 2003). Lee ve
Feng’e (2007) gore, ders yiikiiniin az olmasi, mentorlarin mentilerle daha fazla
etkilesim kurmasina firsat tanimaktadir. Diger taraftan, bu calismada danisman
ogretmenlerin sergiledikleri mentorluk fonksiyonlarinin danigmanlarin is yiiki-
ne gore farklilasmadigi sonucuna ulasiimistir.

Mutluluk; tiretkenlik, performans artigi, zihinsel saglik, orgiitsel vatandaslik
ve is doyumu gibi hem Orgiitlere hem de bireylere cesitli faydalar saglamaktadir
(Achor, 2015; Frey ve Stutzer, 2002; Grant, Christianson ve Price, 2007; Lyubo-
mirsky, Sheldon ve Schkade, 2005; Lyubomirsky ve Tucker, 1998; Staw, Stutton
ve Pelled, 1994). Orgiit baglaminda mutlulugun arkasinda yer alan yapilardan biri
de is doyumudur (Gustainiené, Teresevic¢iené ve Pranckeviciené, 2012). Her ne
kadar orgiitsel davranig alaninda tizerinde en ¢ok caligma yiiriitillen konulardan
biri olsa da (Judge, Parker, Colbert, Heller ve Ilies, 2001; Spector, 1997), is do-
yumunun tanimi konusunda fikir birligine varilamamistir (Alegre, Mas-Machuca
ve Bebegal-Mirabent, 2016; Aziri, 2011). Is doyumu, Locke (1976) tarafindan,
bireyin ig tecriibelerine ya da isine atfettigi degere bagh olarak ortaya ¢ikan mut-
luluk veren olumlu duygular olarak tanimlanmaktadir.

Mentorluk siirecinin sagladig getiriler tizerine gerceklestirilen calismalar-
da, bireylere daha yiiksek ticretle calisma olanagi sundugu, terfi olanagi sag-
ladigi, tretkenlige yol actigi, orgiitsel bagliligr giiclendirdigi, liderlik becerisi
gelistirmeye yardimci oldugu ve is doyumuna ulagsma diizeyini arttirdigl ortaya
cikartimigstir (Abdullah, Rossy, Ploeg, Davies, Higuchi, Sikora ve Stacey, 2014;
Alayoglu, 2012; Allen, Eby, Poteet, Lentz, ve Lima, 2004; Arora ve Rangnekar,
2016; Eby, Allen, Evans, Ng ve DuBois, 2008; Haynes ve Ghosh, 2008; Izadina,
2016; ibrahimoglu, 2013; igcan ve Cakir, 2016; Kim, 2014; Lo, Ramayah ve Kui,
2013; Noe, Greenberger ve Wang, 2002; Ozcanve Caglar, 2013; Ozdemir ve Boy-
dak Ozkan, 2013; Ozkalp vd., 2006; Ragins ve Cotton, 1999; Ragins ve Kram,
2007; Scandura ve Pellegrini, 2004). Bu ¢aligmada elde edilen danigman 6gret-
menlerin sergiledikleri mentorluk fonksiyonlarinin aday 6gretmenlerin 6znel
mutluluk diizeyini arttirdigina iligkin sonug, mentorlugun is doyumuna, is doyu-
munun da mutluluga yol actigini ortaya cikartan, anilan calismalarin sonuclariyla
benzerlik gostermektedir. Ozdemir ve Koruklu (2010), bireylerin sahip olduklar1
degerler, kiltir, kisilik o6zellikleri ya da ¢evresel etkenlerin de mutluluk dizeyi
tizerinde rol oynamasinin olasi oldugunu ifade etmektedir. Hobson™un (2016)
caligmasi, goreve yeni baslayan 6gretmenlerin 6grenme konusunda hassas olduk-
larini ve mentorlugun okul kiiltiiriinii ve 6rgiit kiiltiiriinii 6grenme ile kisisel ge-
lisime yonelik destekleyici roliiniin goreve yeni baglayan 6gretmenlerin mutluluk
duzeylerini etkiledigini vurgulamaktadir. Bu noktada, mentorluk siirecinin, 6znel
mutlulugu arttiran etkenlerden yalnizca bir tanesi oldugu goz ardi edilmemelidir.
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Oneriler

Bu arastirmadan elde edilen sonuglar 151§inda su Oneriler getirilmistir:

Aragtirmaya katilan hem aday ogretmenler hem de damigman oOgret-
menlerden yiiksek lisans ve doktora mezunu sayisi cok azdir. Egitim
sistemindeki 6gretmenlerin timiiniin en az yiiksek lisans diizeyinde egi-
tim alma konusunda tegvik edilmesi gerekmektedir.

Mentorluk fonksiyonlari ile aday 6gretmenlerin 6znel mutluluk diizeyi
arasinda pozitif yonde anlamli giiglii bir iligki oldugu tespit edilmistir.
Yani mentorluk fonksiyonlari1 puanlarinda artig olmasi aday 6gretmen-
lerin 6znel mutluluklarini artirmaktadir. Mentorluk siirecinin basarili
bir sekilde hayata gegirilebilmesi igin danigman 6gretmenler igin kap-
samli bir egitim planlanmalidir.

Mentorluk fonksiyonlarinin iyi yerine getirilmesi 6gretmenlerin goreve
daha nitelikli ve daha mutlu baglamasini saglayacaktir. Milli Egitim Ba-
kanliginin uygulamadaki eksiklikleri giderecek adimlar atmasi1 dnemli-
dir. Ornegin aday 6gretmen ve danisman 6gretmen eslestirmelerinde
daha siki kriterler getirilmesi diisiiniilmelidir.

Aday 6gretmenlerin mentorluk programlari yoluyla yetistirilmesi giizel
bir fikirdir ancak, bu programlarin iyi planlanmig ve tasarlanmis olmasi
gerekmektedir. Yeni uygulanan bu yetistirme programinin artilari ve
eksilerine dair goriislerin toplanmasi ve danisman 6gretmenler ile aday
Ogretmenlerin Onerilerine gore revize edilmesi, aday Ogretmenlerin
daha nitelikli olarak yetistirilmesi ve hazirlanmasi konularinda politika
tireticiler ve yoneticiler icin bir yol haritasi teskil edecektir.

Bu arastirmadan elde edilen sonuglar 1s1¢inda gelecekteki arastirmala-
ra yonelik su Oneriler getirilmistir:

Yeni aday 6gretmen yetistirme sistemi ile ilgili daha derinlemesine bilgi
toplamak amaciyla farkli illerde ve genel 6rneklemler kullanilarak nitel
arastirmalar yiritilebilir.

Okul diizeyindeki karar vericilerin gerceklestirecegi erken planlamanin
olumlu etkilerinden yararlanmak i¢in danigman §gretmen gorevlendir-
mesine iligkin okul miidiirlerinin fikirleri incelenmelidir.

Bu ¢alismada elde edilen veriler aday 6gretmenlerin goriislerine dayanmak-
tadir. Turk 6gretmen yetistirme sistemine iligkin derinlemesine bir anlayis gelis-
tirmek icin, konuyla ilgili, danisman 6gretmenlerin algilarina dayali bir aragtirma
yuritilmelidir.
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