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Abstract 

Education in the Philippines is continually 

evolving, marked by ongoing reforms and 

emerging challenges. Therefore, Filipino 

school leaders (mentors) must be able to 

provide professional guidance and support to 

teachers (mentees) to be able to transition 

smoothly and deliver quality education 

successfully through mentoring. This study 

examined the mentoring practices of 

elementary school leaders in Tiwi District and 

aimed to identify effective strategies, 

determine facilitating and inhibiting factors, 

and develop a sustainable, contextualized 

mentoring program for teacher-mentees. 

Grounded in collaborative learning, 

transformational leadership, and servant 

leadership principles, the research employed a 

sequential explanatory mixed methods design. 

Quantitative data were collected through a 

survey and analyzed using frequency, rank, 

percentage, and mean, followed by qualitative 

interviews analyzed through thematic analysis 

to generate major themes and subthemes. 

Findings revealed that mentoring practices 

were highly evident, with mean scores ranging 

from 4.79 to 4.89, indicating strong and 

consistent implementation. Results also 

showed alignment with national professional 

standards for teachers. Qualitative findings 

highlighted mentoring mechanisms such as 

coaching, classroom observation, reflective 

feedback, and technical assistance. Key 

facilitating and inhibiting factors included 

time availability, institutional support, and the 

use of personalized approaches. The study 

concludes that structured and systematic 

mentoring frameworks are essential to ensure 

consistent, goal-oriented, and needs-based 

support for teachers. School leaders play a 

critical role by providing technical guidance, 

resources, and protected time for mentoring 

activities. It is recommended that schools 

institutionalize a sustainable and 

contextualized mentoring program to address 

identified gaps, strengthen mentoring culture, 

and promote continuous professional growth 

among teachers. 
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Introduction 

Change is constant in life, as Heraclitus 

observed, and education systems are no 

exception, evolving continually to meet new 

curricula, teaching strategies, diverse learning 

needs, inclusive practices, and emerging 

technologies such as Artificial Intelligence 

(Belisle, 2024). Globally, school leaders play a 

crucial role in implementing reforms and 

ensuring that teachers and students benefit 

from continuous professional development. 

According to Thessin and Louis (2019), the 

quality of school leadership directly affects 

how effectively reforms are implemented and 

how well teachers and students adapt to 

change. In the Philippine context, Republic 

Act 9155 mandates quality basic education, 

and DepEd Order No. 42, s. 2017 establishes 

professional standards for Filipino teachers 

while emphasizing mentoring as a key 

strategy for teacher development (Department 

of Education [DepEd], 2017; Philippines, 
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2001). Nevertheless, challenges such as high 

learning poverty, low international assessment 

performance, teacher-specialization 

mismatches, and the widespread absence of 

school leaders underscore the need for 

effective leadership and structured mentoring 

practices (Second Congressional Commission 

on Education [EDCOM] Report, 2022). 

Mentoring fosters professional growth, 

nurtures future leaders, and strengthens 

instructional quality, making it central to 

instructional leadership. Accordingly, this 

study examines the mentoring practices of 

elementary school leaders in Tiwi District, 

identifies effective strategies, explores 

facilitating and inhibiting factors, and 

proposes a sustainable, contextualized 

mentoring program for teachers. 

Mentoring Practices of School Leaders 

Mentoring is widely recognized as a core 

function of instructional leadership, providing 

structured support to teachers in improving 

instructional competence, professional 

confidence, and alignment with professional 

standards. Literature describes mentoring as a 

developmental relationship in which 

experienced educators guide less experienced 

teachers through modeling, coaching, 

feedback, and reflective dialogue. 

Transformational leadership theory 

emphasizes inspiring and empowering 

teachers toward shared goals (Bass & Riggio, 

2006), while servant leadership underscores 

supporting teachers’ professional and personal 

growth (Greenleaf, 2002). Both perspectives 

position mentoring as an essential 

responsibility of school leaders, highlighting 

its dual role in developing teacher capacity 

and fostering professional identity.  

Effective Mentoring Practices 

The effectiveness of mentoring depends not 

only on its presence but also on how it is 

implemented (Wang, Husu, & Toom, 2025). 

Research highlights that structured, goal-

oriented, and collaborative mentoring 

programs yield more sustainable outcomes 

than informal or ad hoc approaches. Effective 

mentoring involves regular feedback, 

supportive relationships, trust-building, and 

opportunities for reflective practice. 

Collaborative learning theory further supports 

the idea that professional growth occurs 

through shared experiences and guided 

reflection, and peer interaction (Vygotsky, 

1978). Teachers who receive consistent 

mentoring demonstrate increased instructional 

competence, improved classroom 

management, and stronger alignment with 

professional standards (Wang, Husu, & Toom, 

2025). Furthermore, effective mentor–mentee 

relationships enhance teacher motivation, 

confidence, and long-term commitment to the 

profession. However, more research is needed 

to explore which mentoring strategies work 

most effectively from both mentor and mentee 

perspectives in elementary school contexts. 

Factors that Facilitate or Inhibit Successful 

Mentoring 

Literature identifies several conditions that 

influence the success of mentoring initiatives. 

Facilitating factors include institutional 

support, protected time for mentoring 

sessions, administrative commitment, resource 

availability, and mentor competence. 

Personalized mentoring approaches that 

address teachers’ individual strengths and 

developmental needs are also associated with 
positive outcomes. 

Conversely, mentoring may be hindered by 

heavy workloads, lack of clear frameworks, 

insufficient training for mentors, and limited 

leadership capacity. Organizational culture 

and policy support significantly shape whether 

mentoring becomes embedded in school 

practice or remains superficial. Understanding 

these enabling and constraining factors is 
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crucial for designing sustainable mentoring 

systems. 

Need for a Sustainable and Contextualized 

Mentoring Program in the Philippine 

Setting 

In the Philippine educational context, the 

delivery of quality basic education is 

mandated by national policy, which 

underscores the accountability of school 

leaders in ensuring effective teaching and 

learning. Professional standards guide teacher 

development and emphasize continuous 

improvement. However, national reports 

continue to highlight persistent challenges, 

including learning gaps, low international 

assessment performance, teacher 

specialization mismatches, and shortages of 

school leaders. These realities demand strong 

instructional leadership and systematic 

mentoring to strengthen teacher competence 

and school performance. 

While mentoring is recognized as a key 

strategy for professional development, there is 

a need to examine how mentoring practices 

are actually implemented at the district level 

and how they may be strengthened through 

structured and contextualized programs. 

Limited empirical evidence exists on 

mentoring practices among elementary school 

leaders in specific local settings such as Tiwi 

District. Addressing this gap can contribute to 

improving leadership practice and teacher 

development initiatives. 

In light of these considerations, this study 

examines the mentoring practices of 

elementary school leaders in Tiwi District. 

Specifically, it aims to: (1) determine the 

mentoring practices implemented for teacher-

mentees; (2) describe mentoring practices that 

work effectively from the perspectives of 

mentor–mentee tandems; (3) identify factors 

that facilitate or inhibit successful mentoring 

practices; and (4) design a sustainable and 

contextualized mentoring program for 

elementary school faculty. 

Methodology 

 This study employed a sequential 

explanatory mixed methods research design, 

following the framework of John W. Creswell 

(Cresswell, 2013), in which quantitative data 

collection and analysis preceded and informed 

the qualitative phase. The quantitative 

component aimed to determine the extent of 

mentoring practices among school leaders and 

to identify the factors that facilitate or hinder 

effective mentoring. The qualitative phase was 

subsequently conducted to explain, elaborate, 

and contextualize the quantitative findings 

through in-depth interviews. Integration of the 

two strands occurred during the interpretation 

stage through triangulation, enabling the 

development of meta-inferences and the 

formulation of a contextualized and 

sustainable mentoring program for elementary 

school teachers in Tiwi District, Albay. 

The study was conducted in the 23 public 

elementary schools in Tiwi District under the 

Schools Division of Albay, Department of 

Education (Philippines), Region V–Bicol. In 

the quantitative phase, complete enumeration 

sampling was employed. All 28 Master 

Teachers serving as mentors in the district 

were included as respondents, ensuring full 

representation of the mentoring population. Of 

these, 21 (75%) were female and 7 (25%) 

were male. The participants were considered 

appropriate sources of quantitative data due to 

their formal designation as mentors and their 

advanced professional rank. For the 

qualitative phase, purposive sampling was 

utilized to select information-rich participants 

who could provide deeper insights into the 

mentoring process. The criteria for selection 

included: (1) at least three years of mentoring 

experience for mentors; (2) prior participation 

in a formal mentoring relationship for 
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mentees; (3) willingness to participate; and (4) 

availability during the interview schedule. A 

total of ten participants qualified for the 

interviews, consisting of five mentors and five 

teacher-mentees from different schools in the 

district. 

Two research instruments were utilized in the 

study: a structured survey questionnaire and a 

semi-structured interview guide. The survey 

questionnaire was anchored on the Philippine 

Professional Standards for Teachers (PPST) 

and relevant policies of the Department of 

Education (Philippines), including DepEd 

Order No. 32, s. 2011 and DepEd Order No. 

42, s. 2017. The instrument consisted of three 

sections covering mentoring practices, 

enabling factors, and hindering factors, and 

employed a five-point Likert scale ranging 

from 1 (Not Evident) to 5 (Highly Evident). 

Sample items included: ―I provide regular 

instructional feedback to my mentee after 

classroom observations‖ (mentoring 

practices); ―Administrative support 

strengthens the implementation of mentoring 

programs‖ (enabling factors); and ―Time 

constraints limit the effectiveness of 

mentoring sessions‖ (hindering factors). 

Content validity was established through 

expert review by three specialists in 

educational leadership and research, and 

revisions were incorporated based on their 

feedback. A pilot test conducted among 

teachers in a neighboring district yielded a 

Cronbach’s alpha coefficient of 0.91, 

indicating high internal consistency and 

reliability of the instrument. 

The semi-structured interview guide was 

designed to further explore and explain the 

quantitative findings. Sample interview 

questions included: ―Can you describe how 

mentoring is implemented in your school?‖; 

―What challenges have you experienced in the 

mentoring process?‖; and ―What factors 

contribute to successful mentoring 

relationships?‖ These open-ended questions 

allowed participants to elaborate on their 

experiences and perceptions, thereby 

generating rich qualitative data. 

Data collection followed a systematic 

procedure. Prior to data gathering, formal 

approval was secured from the Schools 

Division Superintendent and the Public 

Schools District Supervisor, and informed 

consent was obtained from all participants. 

During the quantitative phase, printed 

questionnaires were distributed to all Master 

Teachers and subsequently retrieved upon 

completion. Responses were screened for 

completeness and encoded for analysis. In the 

qualitative phase, selected mentor–mentee 

participants were invited for interviews. With 

permission, interviews were audio-recorded 

and later transcribed verbatim to ensure 

accuracy of the data. 

Quantitative data were analyzed using 

descriptive statistics, specifically frequency 

counts, percentages, and weighted means, to 

determine the level of implementation of 

mentoring practices and the extent to which 

enabling and hindering factors were evident. 

An established interpretation guide was used 

to categorize the mean scores into levels 

ranging from Not Evident to Highly Evident. 

Qualitative data were analyzed using reflexive 

thematic analysis as articulated by Virginia 

Braun and Victoria Clarke, (Braun & Clarke, 

2006). The process involved familiarization 

with the data, initial coding, generation and 

review of themes, and refinement and naming 

of final themes. Participants were assigned 

codes (Mo1–Mo5 for mentors and Me1–Me5 

for mentees) to ensure confidentiality. 

Integration of quantitative and qualitative 

findings was conducted through triangulation, 

examining points of convergence, divergence, 

and complementarity between the two data 

sets. This integrative analysis strengthened the 

validity of the findings and informed the 

development of a sustainable mentoring 
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program aligned with national professional 

standards. Ethical considerations were strictly 

observed throughout the study in compliance 

with the Data Privacy Act of 2012. 

Participation was voluntary, confidentiality 

was maintained through anonymized coding, 

and all collected data were securely stored and 

used solely for research purposes. 

Results and Discussion 

a. Mentoring Practices of Elementary 

School Leaders in Tiwi District 

To determine the mentoring practices 

implemented by elementary school leaders 

in Tiwi District, the study gathered data 

through a PPST- and L&D-based 

mentoring survey completed by 28 school 

leaders. The survey measured practices 

across seven domains, including content 

knowledge, learning environment, 

diversity of learners, curriculum planning, 

assessment, community engagement, and 

professional growth. 

A total of 28 Master Teachers serving as 

mentors participated in the survey. Mentoring 

practices were measured across seven 

professional domains based on the Philippine 

Professional Standards for Teachers (PPST) 

and DepEd Learning and Development 

frameworks. The results (Table 1) indicate that 

all indicators were rated as Highly Evident, 

with weighted means ranging from 4.79 to 

4.89. The highest-rated practices were found 

in Curriculum and Planning and Community 

Linkages and Engagement, demonstrating 

strong guidance in lesson planning, alignment 

of objectives and assessments, and active 

collaboration with parents and community 

partners. These findings suggest that 

mentoring practices are consistently 

implemented across all PPST domains and are 

a core component of professional development 

in Tiwi District. 

 
Table 1. 

Mentoring Practices of Elementary School Leaders in Tiwi District (N=28) 
 

 Frequency WM Interpretation 

Indicators 5 4 3 2 1   

Domain 1: Content Knowledge 

and Pedagogy 

      Highly Evident 

1. The mentor guides mentees in 

improving mastery of content and 

teaching strategies. 

24 4 0 0 0 4.86 

2. The mentor demonstrates 

effective teaching practices and 

lesson delivery. 

25 3 0 0 0 4.89 

Highly Evident 

Domain 2: Learning 

Environment       

 

3. The mentor assists mentees in 

establishing safe and inclusive 

classrooms. 

24 4 0 0 0 4.86 

Highly Evident 

4. The mentor models positive 

discipline and effective classroom 

management. 

25 3 0 0 0 4.89 

Highly Evident 

Domain 3: Diversity of Learners 
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5. The mentor helps teachers design 
activities for learners with diverse 

needs. 

23 5 0 0 0 4.82 
Highly Evident 

6. The mentor encourages inclusive 

and equitable teaching practices. 
24 3 1 0 0 4.82 

Highly Evident 

Domain 4: Curriculum and 

Planning       

 

7. The mentor guides mentees in 

lesson planning aligned with 

curriculum standards. 

25 3 0 0 0 4.89 

Highly Evident 

8. The mentor supports teachers in 

aligning objectives, activities, and 

assessments. 

25 3 0 0 0 4.89 

Highly Evident 

Domain 5: Assessment and 

Reporting       

 

9. The mentor assists mentees in 

developing valid and reliable 

assessment tools. 

25 3 0 0 0 4.89 

Highly Evident 

10. The mentor helps teachers 

interpret assessment results for 

instructional improvement. 

23 4 1 0 0 4.79 

Highly Evident 

Domain 6: Community Linkages 

and Professional Engagement       

 

11. The mentor encourages 

collaboration with parents and 

community partners. 

25 3 0 0 0 4.89 

Highly Evident 

12. The mentor promotes 

engagement in school and 

community learning activities. 

25 3 0 0 0 4.89 

Highly Evident 

Domain 7: Personal Growth and 

Professional Development       

 

13. The mentor assists mentees in 

creating Personal Development 

Plans (PDPs). 

24 4 0 0 0 4.86 

Highly Evident 

14. Mentoring is incorporated in the 

school’s Training & Development 

plan (DO 32, s. 2011). 

25 3 0 0 0 4.89 

Highly Evident 

15. The school provides 

opportunities and resources for 

teacher development. 

25 2 1 0 0 4.86 

Highly Evident 

16. The mentor supports mentees in 

attending professional training 

sessions. 

25 3 0 0 0 4.89 

Highly Evident 

Overall Mean 4.87 Highly Evident 

Note: Highly Evident (4.20-5.00), Evident (3.40-4.19), Moderately Evident (2.60-3.39), Less Evident 

(1.80-2.59), Not Evident (1.00-1.79) 
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These quantitative results (Table 1) show that 

most indicators were rated as Highly Evident, 

with weighted means ranging from 4.79 to 

4.89. The highest-rated practices were under 

Domain 4: Curriculum and Planning, "The 

mentor guides mentees in lesson planning 

aligned with curriculum standards" and "The 

mentor supports teachers in aligning 

objectives, activities, and assessments," and 

Domain 6: Community Linkages and 

Professional Engagement, "The mentor 

encourages collaboration with parents and 

community partners" and "The mentor 

promotes engagement in school and 

community learning activities," all with a 

weighted mean of 4.89. 

The lowest-rated indicators were under 

Domain 3: Diversity of Learners, including 

"The mentor helps teachers design activities 

for learners with diverse needs" and "The 

mentor encourages inclusive and equitable 

teaching practices," with a weighted mean of 

4.82, still interpreted as Highly Evident. 

Interviews with selected mentors and mentees 

highlighted how these practices are 

implemented in classrooms. Mentors 

emphasized classroom observation, coaching, 

modeling, co-teaching, and personalized, 

need-based mentoring as the most effective 

strategies. Mentees reported that technical 

assistance, observational feedback, 

personalized guidance, and alignment with 

PPST standards were the mentoring practices 

that most supported their professional growth, 

demonstrating a practical, context-based 

approach to teacher development. 

Furthermore, the conduct of mentoring survey 

aligned with the PPST was highly significant 

because it provided the researcher the most 

valid, relevant, and policy-responsive 

framework for assessing mentoring practices 

in the district. Similarly, because the PPST is 

the national standard that defines teacher 

quality, any evaluation of mentoring must be 

anchored in these competency domains to 

ensure that support given to teachers is 

systematic, measurable, and aligned with the 

expectations of the DepEd. 

 

b. Mentoring Practices that Work 

Effectively from The Perspective of 

the Mentor-Mentee Tandem 

 

To explore which mentoring strategies most 

effectively support teacher development, the 

study gathered data through in-depth 

interviews with five mentor–mentee pairs in 

Tiwi District. Mentors and mentees shared 

their experiences regarding the strategies and 

activities that had the greatest impact on 

teaching performance and professional 

growth. This qualitative data was triangulated 

with survey results on mentoring practices 

(Objective A) to identify patterns and inform 

the design of a sustainable mentoring 

program. 

 
Mentors reported that classroom observation 

was the primary mode of mentoring, providing 

real-time feedback on instructional practices. 

Four major strategies emerged as most 

effective: coaching, modeling, co-teaching, 

and personalized, need-based mentoring. 

Mentors coached mentees collaboratively in 

lesson planning, instructional materials 

preparation, and teaching strategies. Modeling 

allowed mentees to observe mentors’ effective 

practices, while co-teaching enabled shared 

classroom responsibilities and hands-on 

guidance. Personalized mentoring addressed 

mentees’ individual strengths and weaknesses, 

helping them set and achieve targeted goals. 

 
Mentees highlighted four complementary 

themes: technical assistance and task-oriented 

support, observational learning with feedback, 

personalized and goal-oriented guidance, and 

alignment with PPST standards. They 

emphasized the practical nature of mentoring, 



Lux Veritatis 12.1 Special Edition: 143-156, 2026 © 2020  

University of Santo Tomas-Legazpi Publication  

Printed in the Philippines ISSN no: 2476-5644 

150 

 

including assistance with lesson planning, 

assessment tools, classroom management, and 

professional documents. Observational 

feedback and reflective discussions reinforced 

their teaching strategies and improved 

classroom performance. Personalized 

guidance fostered confidence and addressed 

individual learning needs, while PPST-aligned 

mentoring ensured that practices were 

consistent with national professional 

standards. 

 
When we look at these interview insights 

alongside the survey results, it becomes clear 

that effective mentoring in Tiwi District works 

best when it combines structured classroom 

observation, timely feedback, collaborative 

lesson planning, and personalized support. 

These approaches create a supportive and 

responsive environment that helps teachers 

grow professionally and provides a solid 

foundation for designing a mentoring program 

that is both practical and sustainable. 

 

c. Factors that Facilitate or Inhibit 

Successful Mentoring Practices. 

To understand the factors that enable 

or hinder effective mentoring in Tiwi 

District, the study gathered data from 

two sources: a survey administered to 

28 elementary school leaders and in-

depth interviews with five mentor–

mentee pairs. The survey provided 

quantitative insights into the 

prevalence and impact of various 

facilitating and inhibiting factors, 

while the interviews offered qualitative 

perspectives on how these factors 

operate in practice. Triangulating 

these sources allowed for a 

comprehensive understanding of the 

conditions that support or challenge 

mentoring, providing evidence to 

inform the design of a sustainable 

mentoring program. 

The quantitative findings, summarized in 

Table 2, indicate that the strongest facilitating 

factors include positive mentor–mentee 

relationships (f = 22), supportive school 

leadership (f = 21), effective monitoring and 

evaluation systems (f = 21), and collaboration 

among teachers and leaders (f = 21). Other 

factors such as adequate mentoring time, clear 

guidelines aligned with DO 42 and DO 32, 

access to relevant training and development 

programs, and well-trained mentors also 

contribute but to a lesser extent. In contrast, 

recognition, incentives, and availability of 

mentoring funds were less emphasized, 

suggesting that relational and institutional 

supports are more critical for successful 

mentoring in this context.  

 

Table 2. 

Rank Order of Facilitating Factors for Successful Mentoring 

           

FACILITATING FACTORS 
Frequency 

(F) 
Rank 

Positive mentor–mentee relationship 22 1 

Supportive school leadership 21 2 

Monitoring and evaluation system 21 3 

Collaboration among teachers and leaders 21 4 

Adequate mentoring time and schedule 20 4 

Clear guidelines aligned with DO 42 & DO 

32 

19 6 
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Access to relevant T&D programs 18 7 

Well-trained and committed mentors 15 8 

Recognition and incentives 15 9 

Availability of mentoring funds/resources 13 10 

Qualitative data reinforced these findings. 

Mentors emphasized that supportive school 

leadership, a collaborative school culture, and 

access to professional tools strengthen 

mentoring. Active participation and openness 

of mentees to feedback were also essential, 

creating an environment conducive to 

professional growth. Mentees similarly 

highlighted that trust and availability of 

mentors, as well as administrative and 

logistical support, such as allocated time for 

mentoring sessions, were key to effective 

mentoring. One mentee shared, ―The most 

significant factor is the availability of 

expertise of the mentor specifically a master 

teacher who is consistently willing to share 

technical skills.‖ Another added, ―The 

administration provides time for discussions 

and encourages collaboration between 

mentors and mentees,‖ demonstrating the 

importance of leadership support. 

Conversely, the study also identified 

inhibiting factors that challenge mentoring. 

Survey data (Table 3) showed that heavy 

workload and insufficient mentoring time (f = 

20), limited financial or material resources (f 

= 13), and weak administrative support (f = 

11) were the most pressing obstacles. Other 

factors such as lack of trained mentors, 

mismatched mentor–mentee pairs, absence of 

structured mentoring plans, and lack of 

feedback mechanisms also impeded effective 

mentoring. Low motivation or absence of 

incentives (f = 5) was the least cited barrier, 

indicating that mentors remain committed 

despite minimal external rewards. 

Significantly, despite the implementation of 

DepEd Order No. 002, s.2024, which 

explicitly removes administrative tasks from 

teachers’ workloads, heavy workload remains 

an obstacle, suggesting that more systemic 

adjustments are required if mentoring is to be 

fully prioritized. 

 

 

 

Table 3. 

Rank Order of Inhibiting Factors for Successful Mentoring 

 

FACILITATING FACTORS 
Frequency 

(F) 
Rank 

Heavy workload / lack of mentoring time 20 1 

Limited financial or material resources 13 2 

Weak administrative support 11 3 

Lack of trained mentors 10 4 

Mismatch between mentor and mentee 10 4 

Lack of follow-up or feedback mechanism 8 6 

Absence of structured mentoring plan 7 7 
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Low motivation / absence of incentives 5 8 

Qualitative interviews highlighted similar 

challenges. Mentors noted that heavy teaching 

loads, conflicting schedules, unclear roles, and 

administrative responsibilities reduce the time 

and focus available for mentoring. Mentees 

reported that overlapping responsibilities and 

lack of structured approaches made it difficult 

to receive targeted guidance and feedback. 

One mentee explained, ―Common challenges 

are unclear expectations, lack of structured 

focus, and difficulty receiving feedback,‖ 

emphasizing the need for a more organized 

framework. 

Triangulating survey and interview findings 

show that effective mentoring relies not only 

on willingness and skill but also on contextual 

and organizational support, including 

leadership, structured processes, and available 

resources.  

d. Designed Sustainable and 

Contextualized Mentoring Program  

To develop a sustainable, 

contextualized mentoring program for 

teacher-mentees, the insights obtained 

from the quantitative and qualitative 

data directly informed the design of a 

sustainable and contextualized 

mentoring program tailored to the 

realities of Tiwi District, ensuring that 

facilitators are strengthened and 

barriers are addressed. 

The TIWI GPS: Guiding Professional Support 

program is conceptualized as a strategic, 

sustainable, and contextualized mentoring 

initiative designed to serve as a ―navigation 

system‖ for teachers and mentors. Just as the 

Global Positioning System (GPS) provides 

direction and real-time guidance to travelers, 

this program aims to guide teachers not only 

novice and developing ones but also those 

who need mentoring toward professional 

growth, pedagogical excellence, and reflective 

practice. The program aims to guide and 

support teachers in enhancing their 

instructional practices aligned with PPST 

standards pursuant to DO No. 42, s.2017, 

foster a culture of collaboration between 

mentors and mentees in Tiwi District, improve 

teacher competence and learner outcomes 

through continuous feedback and professional 

guidance and develop sustainability in 

mentoring by establishing a clear framework 

for implementation, monitoring, and 

evaluation. 

The core components of the proposed 

program are mapping phase, route planning, 

guided navigation, recalibration and 

destination check. 

The mapping phase serves as an 

assessment in which initial identification of 

mentees’ strengths, weaknesses, and needs 

using PPST-based observation tools will be 

done by the school head and master teachers. 

Next, during route planning, mentor and 

mentee will collaborate for the creation of a 

mentoring roadmap (action plan) with clear 

measurable goals. Then, it will be followed by 

the guided navigation session or mentoring 

session where in coaching, observation and 

reflective conversations based on identified 

goals will be conducted. Recalibration or 

known as the feedback and reflection session 

will also be done for continuous feedback loop 

after the conduct of mentoring activities, 

revisiting goals and adjusting strategies. 

Lastly, assessment of mentees’ progress and 

mentoring effectiveness will be done by the 

school heads and mentors through destination 

check. 

The implementation of the program is 

divided into four phases namely preparation, 

implementation, evaluation and sustainability 

phase. The preparation phase includes 

orientation, assignment of mentor-mentee 

pairs and baselines assessment. Conduct of 

mentoring sessions, coaching and classroom 
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observations will be done during 

implementation phase. Then, post-assessment, 

reflection and presentation of success stories 

are executed during evaluation phase. Finally, 

mentoring training workshops and integration 

of the program in the school improvement 

plan will be carried out during sustainability 

phase. 

In summary, TIWI GPS: Guiding 

Professional Support Program- A Mentoring 

Program for Tiwinhon Teachers envisions 

mentoring as a compass that directs teachers 

toward professional mastery and pedagogical 

innovation. Similarly, this initiative reinforces 

mentoring as both a leadership strategy and a 

lifelong learning journey, ensuring that no 

teacher remains ―lost‖ in navigating the ever-

changing landscape of education. 

Comparison of Results with Related 

Literature 

The findings of the study indicated that 

school leaders implement supportive 

strategies, including classroom observation, 

immediate feedback, collaborative lesson 

planning, and individualized guidance. These 

practices aligned with established definitions 

of mentoring as a developmental relationship 

that fosters cognitive, social, and emotional 

growth (Prumer, et al. 2024). Mentees 

reported increased confidence and 

instructional competence, reflecting the 

literature’s emphasis on mentoring as a 

mechanism for professional and personal 

development. 

Moreover, effective strategies 

identified in the study structured observations, 

feedback, and co-teaching mirrored 

recommendations from meta-analyses 

indicating that job-embedded, sustained 

mentoring enhances teacher performance and 

retention (Keese, Thompson, et al., 2023; 

Wang, Husu, & Toom, 2025). Facilitators such 

as leadership support and clear objectives 

were evident, while challenges like limited 

time and mentor workload reflected common 

inhibitors described in prior studies (Roberts 

& Gonzalez, 2023). 

However, one of the findings of this 

study revealed that the need to establish a 

structured mentoring framework is vital for 

continuous professional growth of teachers 

which corroborates to the identified research 

gap by which EDCOM II report claimed that 

there is no established local mentoring 

program yet that addresses local realities.  

Meanwhile, the role of school leaders 

as mentors in Tiwi reinforced literature 

emphasizing their influence on instructional 

improvement, teacher confidence, and 

professional identity. Additionally, the 

reciprocal benefits for mentors, such as 

expanded skills and professional insights, 

support Augusto’s (2019) and the Association 

of Talent Development’s (2024) assertions 

about mentoring as mutually beneficial. 

Finally, a designed sustainable and 

contextualized-based mentoring program 

taking into account the suggestions and 

recommendations made by the respondents 

was proposed in the study in order to address 

the mentoring gaps and to sustain mentoring 

practices for continued professional growth 

and enhancement among teachers (Keese, et 

al., 2025). 

Conclusion 

This study provides empirical evidence that 

mentoring practices in Tiwi District are 

strongly aligned with the professional 

standards prescribed by the Department of 

Education through the Philippine Professional 

Standards for Teachers (PPST). Using a 

sequential explanatory mixed methods design, 

the findings demonstrate that mentoring is 

highly evident across key professional 

domains, particularly in content knowledge 

and pedagogy, responsiveness to diverse 

learners, curriculum and planning, and 
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community engagement. Quantitative results 

confirm the consistent implementation of 

structured mentoring strategies, including 

classroom observation, systematic feedback, 

lesson planning assistance, and instructional 

modeling. Qualitative insights further 

illuminate that mentoring is most impactful 

when it is characterized by timely and 

constructive feedback, collaborative 

reflection, sustained instructional guidance, 

and meaningful emotional support. 

The study also establishes that 

mentoring effectiveness is shaped by critical 

enabling conditions, including proactive 

instructional leadership, strong and trust-based 

mentor–mentee relationships, access to PPST-

aligned tools and processes, and teachers’ 

intrinsic commitment to professional growth. 

These findings underscore that effective 

mentoring is not incidental but is cultivated 

through intentional systems and supportive 

institutional environments. Nonetheless, 

persistent structural constraints—particularly 

time limitations, increasing workload 

demands, and insufficient formal preparation 

for mentors continue to hinder optimal 

implementation. 

The study generally affirms the central role of 

structured mentoring in strengthening teacher 

competence and instructional practice within 

the district context. The findings support the 

institutionalization of a coherent and 

systematically monitored mentoring 

framework, exemplified by the proposed 

TIWI GPS: Guiding Professional Support 

Program, to enhance consistency, mentor 

capacity, and sustained professional support 

aligned with national standards. 

Limitations 

Despite the meaningful insights 

generated by this study, several limitations 

must be acknowledged. First, the qualitative 

phase involved only five mentors and five 

mentees from Tiwi District. Although these 

participants were purposively selected for 

their rich experiences, the limited number may 

restrict the transferability of findings to other 

districts or educational contexts. Second, 

variations in school contexts such as 

differences in school size, available resources, 

administrative support, and workload 

distribution were not fully controlled in the 

study. These contextual factors may influence 

the implementation and experience of 

mentoring practices and should be examined 

more comprehensively in future research. 

Recommendations 

Given the scope of this sequential 

explanatory mixed methods study and the 

limitations identified in both its quantitative 

and qualitative components, several directions 

for future research are worth pursuing. 

Strengthening the quantitative strand through 

the inclusion of larger and more representative 

samples across multiple districts or divisions 

would enhance the generalizability of findings 

and allow for more robust statistical analyses. 

A broader sampling frame may also provide 

clearer evidence of the relationship between 

specific mentoring practices and measurable 

teacher performance outcomes. 

There is also a need for longitudinal 

research that tracks mentoring effects over 

time. While the present study confirms strong 

alignment with the Philippine Professional 

Standards for Teachers under the Department 

of Education, longer-term investigations could 

offer deeper insight into how mentoring 

contributes to sustained improvements in 

teacher competence, instructional quality, 

retention, and student learning. Such designs 

would help clarify developmental patterns and 

provide stronger grounds for examining 

potential causal links. 

Future studies may likewise adopt 

quasi-experimental or experimental 

approaches to assess the effectiveness of 

structured mentoring initiatives, including the 
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proposed TIWI GPS: Guiding Professional 

Support Program. Comparing outcomes 

between schools that implement a formalized 

mentoring framework and those that rely on 

less structured systems may generate more 

definitive evidence regarding program impact 

and scalability. 

On the qualitative side, expanding 

participant representation to include school 

leaders, instructional supervisors, and 

policymakers could provide a more 

comprehensive understanding of mentoring 

implementation from multiple levels of the 

educational system. Richer case studies may 

also illuminate how leadership practices, 

organizational culture, and contextual realities 

shape mentoring experiences and outcomes. 

Finally, future mixed methods research 

should continue to prioritize strong integration 

between quantitative and qualitative strands. 

Clear alignment in research design, systematic 

data integration, the use of validated 

instruments, and transparent qualitative coding 

procedures will further strengthen 

methodological rigor. By addressing these 

areas, subsequent research can build upon the 

present findings and contribute to the 

continued development of a coherent, 

evidence-based mentoring framework that 

meaningfully supports teacher growth and 

instructional improvement. 
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