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Event participant agreement: 
we agree to.... 

…keep communication professional

…maintain privacy/confidentiality

…consider diverse cultural backgrounds

…foster equal participation

…engage with kindness and respect

…contribute constructively.

…respect people’s identities & experiences

…not tolerate bullying, harassment, or discrimination

Presenter
Presentation Notes
CHAIR’S NOTES/SCRIPT:

We want everyone to enjoy the [workshop] and feel able to contribute.
We will not share any communication on anyone’s personal circumstances or experience.
We will treat each other with dignity and respect and conduct ourselves in a respectful manner.
We will be kind to each other and will not insult or put down other [workshop] attendees.
All communication, be it online or in person, will be appropriate for a professional audience and be considerate of people from different cultural backgrounds.
We agree that harassment and exclusionary jokes are not appropriate. Harassment includes (but is not limited to) offensive verbal comments, deliberate intimidation, stalking, following, harassing photography or recording, sustained disruption of discussions, inappropriate physical contact and unwanted sexual attention.
We will contribute to discussion with a constructive and positive approach.

USEFUL LINKS:
Bullying and Harassment support https://www.rsc.org/new-perspectives/talent/bullying-and-harassment-support/�Inclusion & Diversity resources https://www.rsc.org/new-perspectives/talent/inclusion-and-diversity/resources/







Teacher Mentoring – what are your 
experiences?
Poll 1 - What is your experience of mentoring, tick all that apply…
Poll 2 – How helpful did you find that mentoring with regards to the support it 
offered you?
Chat – Why did you find the mentoring helpful/unhelpful?
Chat – How much training did you get before you were asked to mentor 
someone?
Chat – if you didn’t have training, did you feel like you knew what you were 
doing as a mentor?
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Poll 1 – what is your experience of mentoring, tick all that apply…
Poll 2 – how helpful did you find that mentoring with regards to the support it offered you?
Chat – why did you find it useful/not useful?
Chat – how much training did you get before you were asked to mentor someone? Did you feel prepared to take on that role?
Chat – if you didn’t have training, did you feel like you knew what you were doing as a mentor?
Discussion from the chat and thoughts on answers about mentoring form the polls




Why Mentoring?
The RSC already run an award winning member mentoring programme 
We know that mentoring can have enormous benefits to both the mentor 
and mentee including…
• Gaining greater self-confidence and self belief
• Better communication skills
• Improving performance in their current role
• Pursuing personal and professional development opportunities
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Member mentoring is a rolling programme with mentor training several times a year. Members can ask for a mentor at any time and a suitable match will try to be made. Many mentees in the scheme come back at a later date to train to be mentors.
Use the skills to support their own teams/line reports in the roles that they work in.



Why Teacher Mentoring? 

‘Judgementoring’1 often compromises the mentoring relationship for trainee and early 
career teachers. 
Research by the Gatsby Foundation2 emphasised that external teacher mentoring 
could be a way to support early career teachers to stay in the profession. 
Earlier research by Gatsby, looking at the effect of external mentoring on teachers of 
physics,3 highlighted that non-specialist teachers of physics and chemistry 
participating in physics subject knowledge programmes benefitted from external 
mentoring. 

5

Presenter
Presentation Notes
In 2013 Andrew Hobson and Angi Malderez wrote a paper entitled ‘Judgementoring and other threats to realising the potential of school-based mentoring in teacher education’ This highlighted that school-based mentors reveal too readily and/or to often their own judgements on, or evaluations of, mentees’ planning and teaching. This meant that the ‘safe-space’ for mentees to speak openly was lost, or not created in the first place, and the mentoring relationship broke down.
The ‘mentoring across the professions project’ report from 2016 looked at mentoring programmes from various organisations, including police forces, banks and business start-up programmes. They looked at what made them successful, and their key ingredients and how they could be applied to teaching. One key feature that most schemes emphasised was that the mentor was external to the organisation/part of the organisation where the mentee was employed. In all cases it was strongly recommended that people were not mentored by their line manager, something that doesn’t always happen with teacher mentoring.
Findings from that report highlighted the support offered by external mentors led to:
improved subject knowledge,
Increased practical work
Improved pupil understanding
Reduced feelings of isolation, anxiety and stress
Enhanced teacher retention
We wanted to build on these findings and see whether chemistry-specific mentoring 
We already offered light touch mentoring to the trainee teachers as part of the scholarship programme that we administer on behalf of the DfE. The trainee teachers will contact their mentor as and when they need to. Some scholars make regular use of this, while others may only talk with their mentors at training days.






Scotland – Probationer mentoring 2017/2018
Royal Society of Chemistry worked in collaboration with Scottish Schools Education 
Research Centre (SSERC)
Independently evaluated by the Robert Owen Centre (ROC) at the University of 
Glasgow. 
30 Probationer teachers (teachers in their first year of teaching after training) were 
paired with experienced chemistry teachers (> 5 years teaching experience).
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As the Scholarship programme is only available in England, Scotland wanted to be able to support their early career teachers in a similar way. 
Probationer teachers in Scotland don’t get to choose the schools that they teach in during their first year. They apply centrally and pick three LA’s that they would like to work in, but ultimately they can be posted to wherever there are vacancies. This can lead to teachers being the only subject specialist in their school. Mentoring support through schools and LA’s can also be variable.
9 of the participating probationer teachers indicated that they were also taking part in concurrent mentoring schemes either through their school and/or local authority.



The programme
Training for both the mentors and probationers in September 2017 prior to 
matching
Expectation to meet once every 6 weeks from  September 2017 – May 2018
Evaluation consisted of:
• Pre- and post-surveys conducted with both probationers and mentors 

alongside focus group discussions
• Survey of comparison group of probationer teachers in May 2018 
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In designing the programme and training we looked at the Gatsby reports and our own mentoring programme to make sure we were following best practice.
Programmes work best if there is buy-in from both mentors and mentees and that they are committed to meeting regularly.
Method of meeting wasn’t specified
Relationships should be non-judgemental
There is monitoring (light-touch) of the relationships at regular intervals to ensure that there are no issues (e.g. personality clash, can’t offer the support required, can’t give the time, non-contact)
Matching was done geographically where possible, as well as looking at other factors such as background and teaching similar phases/class types



Outcomes we evaluated
Primary Aim: To investigate the contribution of having an external mentor to 
teacher retention
We also explored:
• Impact of the support from the mentor scheme
• Attitudes towards teaching
• Job satisfaction
• Career aspirations
• Intention to remain in teaching in the longer term
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What we learnt?

Mentees (N=24):
Increased my subject confidence (71%)
Improved my general teaching skills (66%)
Improved my Chemistry teaching skills (66%)
7 = Encouraged them to stay in teaching (46%)
Mentors (N=12):
Increased enthusiasm for teaching (75%)
Encouraged them to stay in teaching (42%)
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Poll 3 – What do you think the top three 
outcomes were for the mentees?

Presenter
Presentation Notes
As this scheme only lasted one year we were unable to say what the longer term impact of mentoring on chemistry teachers will be. There is a potential need for a longitudinal evaluation to better measure the ‘actual’ impact on teacher retention. We would need to follow up with teachers on this programme periodically to see whether they, compared to the control group, were more likely to stay in teaching.
Some positive impact of the mentors support on the mentee’s reported stress and mental health 
Despite many on the probationers having in-school or LA mentors they valued the support of the RSC mentor as they were impartial and so felt they could confide in them about pastoral matters and relationships with colleagues. Some in-school mentors were not always chemistry specialists and therefore couldn’t address subject specific issues, and this supports was also valuable to the mentees.
All of the mentors who participated benefited from the scheme and many would like to continue mentoring. It helped them to reflect on their teaching and contributed to self-confidence and esteem



Thoughts from participants
I got what I asked for and I got a lot.  So if I asked for something, my mentor 
went over and above to make sure that all the boxes could be covered if I 
had a question.  Like you were saying, I could have asked for more help, but 
I didn’t feel like I needed to and so when I did ask for it I got exactly what I 
needed. Mentees (focus group)
I suppose I feel I gained a wee bit of knowledge about what probationers are 
going through, because I graduated quite some time ago and I went through 
a different system, so I feel I maybe got more awareness of probationers 
and how difficult it is.  …. it gave me an indication that I am knowledgeable 
and I do know and I can support people.  Mentor (focus group)
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Recommendations for future mentoring 
schemes:
Match mentors and mentees before their initial meeting to allow them to 
meet at the training and arrange initial contact
Starting mentoring from year 2 of teaching (not NQT or probationer year)
Possible targeting of support to areas where Chemistry teacher retention 
was poor or there was only one chemistry teacher in a school.
Background information about the programme could be sent before the 
initial training
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As with the findings from the Gatsby ‘Mentoring across the professions project’ no mentoring scheme is the finished article and there were things to learn…
We didn’t match mentor and mentees at the initial training event as we wanted to see whether organic relationships came about before pairing. One organic relationship did form, but on the whole the group was paired by us. The final report indicated that the majority of mentors and mentees would have preferred to be paired at that initial meeting so that the relationship could have started then, rather than later and meeting, almost as strangers, in a different location.
Already have support of in school mentors and in some cases a LA mentor as well. So already a lot of support in most cases. Year 2 was when they needed that support more as teaching load increases and possibly increased responsibility could lead to additional stress.
As this was the first time that we had run the scheme we didn’t target specific areas as we wanted to support teachers who volunteered themselves
We wanted to make sure that we didn’t bombard the participating teachers with too much information before they started as this may have deterred them from participating.



England – Mentoring for early career 
chemistry teachers (MECCT) 2019/20204

Funding from the Education Endowment Foundation and Wellcome
Independently evaluated by NFER
Built on the findings from the Scottish mentoring work
Focusing on teachers with between 1 and 5 years teaching experience
Paired with mentor with > 5 years teaching experience
40 mentoring pairs from the East of England and the Midlands
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Initially we focused on teachers from 2-5 years experience, which built on the findings of the Scotland programme which recommended support from year 2 of teaching, however during recruitment we were approached by several NQTs who wanted to participate. After discussion this was accepted. 



The programme
Initial training session for mentors and mentees
Pairing happened, where possible, before the training sessions so they 
could meet then.
Specified a minimum of 6 mentoring sessions between February 2019 and 
February 2020
Method of meeting wasn’t specified, although we encouraged the mentees 
to initiate the meetings
Mentors and mentees received check-in emails from Education 
Coordinators every 6 weeks
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NFER attended the training days and administered the pre-programme questions to both mentors and mentees present
We were encouraged by NFER to get the mentees to initiate the meetings, something that we haven’t done in the past, it is usually the mentor who initiates the meetings.



Theory of change
The intervention aimed to help participating early career teachers (ECTs) feel 
more supported by:
• Boosting their confidence
• Expanding their chemistry-specific pedagogical knowledge
• Helping them to manage their workload and stress
• Supporting them to stay in teaching

It also aimed to provide mentors with the skills required to implement flexible 
and personalised mentoring
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Research Methods
Pre and post-intervention questionnaires
Fidelity logs after each mentoring session
Interviews with mentors and mentees
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What we learnt?
Mentors signed up relatively easily
Recruitment of the early career teachers was much more challenging
The MoU process wasn’t straightforward and again led to delays
Some delays in getting mentor pairs matched
Whilst monitoring of the relationships was undertaken every 6 weeks, 
responses were very limited and we lost some mentees through the process   
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Recruitment within time constraints of a project is really difficult! Recruitment was done through a series of methods including through our newsletters (more often than not the teachers who are signed up to this are more experienced), Twitter and Facebook advertising, letters sent to schools in the area, calling schools (last resort, and didn’t yield much success), through other local stakeholders and organisations such as ITT providers and training schools.
We did have criteria that the mentors were from state schools and not the independent sector
We found recruitment of mentees more of a challenge. There are many possible reasons for this, including: not knowing about the programme, being recommended by an experienced colleague may have discouraged them from applying, not wanting other colleagues to know they were struggling and needed a mentor 
MoU were another stumbling block as they had to be signed by a head teacher and the ECTs weren’t always confident in getting the forms returned, it may also have made them feel awkward having to talk to a senior member of staff about why they were taking part.
Shorter time period for the mentoring sessions to take place in – final pairs were matched in May 2019, meaning that they only had 10 months of the programme rather than 12.
Although the monitoring was meant to be light touch, and some teachers did reply to the emails if there were issues, this did lead to issues when we hadn’t heard from teachers at a second check-in and were unable to get hold of them via other means. 



Topics discussed during mentoring sessions

1. Classroom and behaviour management (58%)
2. Lesson planning, paperwork and bureaucracy (54%)
3. Day-to-day teacher experiences (54%)
4. Time and workload management (50%)
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Poll 4: What were the top 3 topics of discussion during mentoring sessions?



Findings
The biggest improvement from the start of the project was having a wide repertoire of 
teaching approaches to draw on (81% improvement)
Pitching lessons at the right level and being able to differentiate lessons also saw 
improvements from the start of the project
Confidence levels also increased
Ability to manage workload, bureaucracy and stress were areas that didn’t see as 
much improvement over the course of the programme.
As with the Scotland mentoring, there was limited evidence to suggest whether this 
would support teacher retention
Also meeting face-to-face was found to be difficult in many cases, either because of 
time or geographical locations 
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Not clear whether this was wholly due to the mentoring, or whether the teachers were now a year more experienced. 



Thoughts from participants…
‘When I first met with [my mentor] I was in a bit of a rut and I didn’t know whether my 
future lay in teaching … It’s revolutionised my teaching and pushed me outside of my 
comfort box which has helped me make things a bit more interesting which has helped 
me enjoy things a bit more’ (ECT 4).
‘I love to teach and I think it’s what I’m supposed to do, but having someone that 
reminds you that you love it and having conversations that are positive and constructive 
to your practice gives you less reason to consider throwing in the towel’ (ECT 2). 
‘It’s not only him learning from me, I’m learning from him … I’ve learned the different 
style of resources he uses … I’ve learned about the different syllabuses and books they 
use in their school and what’s good and bad about them’ (Mentor 3)
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Conclusions
Neither the Scotland Probationer, nor the MECCT mentoring in England 
showed a clear indication that teachers would remain in teaching because of 
the intervention.
We did see an increase in confidence of the ECTs who participated, as well 
as improved subject knowledge and pedagogy.
Teachers in both studies appreciated having a mentor who was non-
judgemental and from outside their school
It increased many of the mentor’s enthusiasm for teaching  
Face-to-face meeting was preferred
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We would need to conduct a more longitudinal study to see whether the mentoring had a sustained effect on the participants and that effect led to them staying in teaching.
Having someone form outside the ECTs school was beneficial as they were someone that knew teaching, but wasn’t part of monitoring their practice and so it helped them to open up about issues that were affecting them, getting a different perspective and then having the support to move forward. This is obviously backed by the Gatsby and the Hobson and Malderez research as well.
Whether the F2F mentoring would still be the method of choice now remains to be seen, but it may change people’s view on how mentoring can be run in the future, and may lead to better matching over a wider geographical area. We would try to maintain relationships within devolved nations where possible due to differing curriculums 




Over to you…
Were there any questions that we should have asked but didn’t in either of 
these two projects?
Was there anything that surprised you in our findings?
Is there another approach to teacher mentoring that we should/could take?
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What now?
We have set up our own early career teacher mentoring strand as part of our 
member mentoring.
Advertised in May 2020 for mentors and got an immediate response
In 2021 we aim to have training sessions throughout the year so we have a pool of 
experienced teacher mentors who can be paired with early career teachers as 
needed.
Although the scheme will be open to all, we want to encourage teachers in schools 
that are in challenging circumstances to participate as both mentors and mentees.
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Response form teachers was really quick – we filled our 30 mentor places within a week.
Once we advertised for mentees we got a similar response and we have 27 ECTs currently in the programme. Highlighting the need for this type of mentoring, particularly at this time of change and disruption. 
Rolling programme with that aim that we will have available mentors ready to mentor when ECTs need them



Apply now – Leadership mentoring
We are inviting heads of science or chemistry at secondary schools in the 
UK to form mentoring partnerships with RSC members working in industry.
Mentoring partnerships are a great way to work collaboratively to enhance 
leadership skills, by discovering new ways of looking at leadership and learning new 
techniques.
The scheme is primarily aimed at heads of department working in schools where at 
least 25% of pupils are eligible for free school meals.
If you would like to find out more about the scheme, you can visit our website. There 
are limited spaces, and the closing date for applications is 28 January 2021. If you 
have any questions or would like to apply, please email Katie Nuttall.
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https://www.rsc.org/events/detail/45807/leadership-skills-mentoring
mailto:mentoring@rsc.org?subject=Leadership%20Mentoring-%20Teacher%20Enquiry


Any questions?
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Links:
1. Judgementoring and other threats…, Andrew Hobson and Angi Malderez, 

Sheffield Hallam University, 2013
2. The Mentoring Across Professions (MaP) project, Gatsby Foundation, September 

2016
3. The nature, impact and potential of external mentoring for teachers of physics 

and other subjects in England, Gatsby Foundation, 2012
4. Mentoring for early career chemistry teachers, EEF, November 2020
5. Factors affecting teacher retention: qualitative investigation, DfE, March 2018
6. The impact of mentoring on teacher retention, R. Ingersoll and J.M. Kralik, 

University of Pennsylvania, 2004
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https://shura.shu.ac.uk/7224/1/Hobson_and_Malderez_2013_Judgementoring_IJMCE_Post-print_draft.pdf
https://shura.shu.ac.uk/7224/1/Hobson_and_Malderez_2013_Judgementoring_IJMCE_Post-print_draft.pdf
https://www.gatsby.org.uk/uploads/education/reports/pdf/mentoring-across-the-professions-final300816.pdf
https://www.gatsby.org.uk/uploads/education/reports/pdf/gatsby-impact-of-mentoring.pdf
https://educationendowmentfoundation.org.uk/public/files/Projects/Evaluation_Reports/Mentoring_for_Early_Career_Chemistry_Teachers_Pilot_Evaluation_-_final.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/686947/Factors_affecting_teacher_retention_-_qualitative_investigation.pdf
https://www.gse.upenn.edu/pdf/rmi/ECS-RMI-2004.pdf


Chrissie Maitland, Regional Programme 
Manager (South England) 

maitlandc@rsc.org

edu.rsc.org/ase
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