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MENTORING AS ONE OF THE FORMS OF PERSONALIZED
SUPPORT OF YOUNG TEACHERS AT SCHOOL

Abstract

Now the school demands from the teacher pedagogical literacy and competence, high skill and deep
knowledge. In addition to a high level of proficiency in the discipline taught, it is also important for a school
teacher to be able to communicate with children, to captivate them. In the modern interpretation, there are
different forms of work with young teachers aimed at improving the professional competence of teachers and
helping them to go through a difficult path of adaptation. The article deals with the issue of the organization of
mentoring at school.

At this time, there are problems in schools with the fact that a young teacher at the beginning of his work has
sufficient knowledge, but insufficient skills, since he has not yet formed professionally significant qualities, so a
young teacher needs constant methodological assistance from a mentor teacher. The mentor takes responsibility
for teaching young teachers the basics of professional skills, taking care of the constant development and
professional growth of the wards, solving all professional issues with which the young specialist turned to me.
The mentor should be interested in constant purposeful communication with young specialists and should be the
initiator of this communication, commit to be positive when evaluating the results of their work, tolerant of the
mistakes of their wards, instill in them confidence that they, together with the mentor, will achieve their goals and
objectives.

Mentoring is a way to help young professionals without experience in the field of education to master the
necessary competencies. A mentor can be appointed not only by a teacher who has just recently received a
diploma, but also by a teacher who has been accepted again to help adapt to a new team. The mentor serves as an
example, is always ready to help a young specialist, explains goals, promotes professional growth. When
choosing a candidate for the role of mentor, it is necessary to pay attention to his experience, personal and
professional qualities. The mentor provides appropriate support, shares experience, knowledge and supports the
young specialist in a way that is effective and more effective. Mentoring is a vivid example of the pedagogy of
cooperation, mentoring, the essence of which consists in a humane, as well as a democratic attitude towards a
young teacher (ward), ensuring his right to choose, to his own dignity, respect. Mentoring is the support of a
young teacher in all his endeavors, namely, the formation of him as a professional who knows and loves his job.

Keywords: young teacher, mentoring, school, competence, adaptation, mentor, professional skills,
methodical work
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Ymunosa A.M.*", Camvinckas A.K.”, llaxenosa TJK.
1 .
Tlaenooap nedacocuxanvik yHueepcumeni

TOJIMI'EPJIIK MEKTENTEI'T 2KAC IEJAT'OI'TAP/IbI
JEPBECTEHIPIVII'EH CYMEMEJLIEYIIH BIP TYPI PETIH/JIE

Anoamna

Kaszip MekTen MyFalliMHEH MearoruKajblK CayaTThUIBIK MIEH KY3BIPETTUTIKTI, JKOFaphl IIeOEpIiK MeH TepeH
OumiMai Taman eremi. OKBITBUIATHIH TOHJI MEHTEPYIiH JKOFapbl JIEHTeHiHCH 0acka, MEKTEN MYFaliMi YIIiH
OananapMeH KapbIM-KaTbIHAC Kacay, ojappl Oaypam ally MYMKIHAIr Je MaHbp3abl. Kasipri uHTepnperanumsiaa
kKac MYFAITIMJIEPMEH JKYMBIC ICTEYIiH opTypii (opManapbl 0ap, onap MyFaliMACP/iH KoCIOM Ky3bIPETTLTIIrH
apTTBIPYFa XKOHE oJlapFa OCUIMIIEITy IIH KUBIH JKOJIBIHAH OTyre KeMeKTeceli. Makaiaia MEKTEeNTe TOIIMIepITiKTi
YHBIMIACTBIPY Maceseci KapacThIPbUIAIbL.

Kazipri yakpITTa MekTenTepsae >kKac MyFalliMHIH 63 KYMBICHIHBIH OachIHIA JKETKUTIKTI Oumimi Oap, Oipak
JAFIBUIAPEI JKETKUTIKCI3, OUTKEHI OHBIH KOCIOM MaHBI3IBI KaCHETTepl ojli KalbIITacliaraH, COHIBIKTAH >Kac
MYFaJIMre OKBITYIIBI-TIIMIEPiH TYPaKThl 9iCTEMENIK KOMeTi KaxeT. ToliMrep jkac IMemarorrapipl Kociow
medepITik Heri3nepiHe YHpeTy, KaMKOPIBIKTAFbl afaMaap/IblH TYPaKThl TaMybl MEH KOCiOM ecyiHe KaMKOPIIBIK
JKacay, jKac MaMaH MaraH KYTiHTeH OapibIK KociOM MaceleNiepii IIelTy YIMiH KayarKepIIuIKTi 63 MOWHBIHA
anapl. TonimMrep »ac MaMaHIapMeH YHEMI MakcaTThl KapbIM-KaThIHAC JKacayFa MyJIeli OOybl KepeK KaHE OChI
KapbIM-KaThIHACTBIH OacTaMallbIChl OOJTYbI KEpEeK, OJIapAbIH KYMBIC HOTIDKENIEpiH Oaranay Ke3iHIe MO3UTHUBTI
Oomnyra, KaMKOPILBUIAPBIHBIH KaTelliKTepiHe To3yre MiHaeTTeMe KaObUiaaybl KepeK, ojapra TaliMrepMeH Oipre
aJrFa KOMBUIFaH MaKcaTTap MEH MiHACTTEpIe KOJI KETKI3eTiHIHe CEHIMIUTIK Oepyi Kepek.

Tamimrepiik - OyJ1 Oi1iM Oepy canachbiHIa THKIPUOEC] JKOK yKac MaMaHIapra KaKETTI KY3bIPETTep/ii Urepyre
KeMeKkTeceTiH omic. TomiMrepl jkakplHIA FaHA JWIUIOM ajiFaH MYFajliM FaHa eMeC, COHbIMEH Karap jkaHa
KoMaHzara OeiliMaenyre KoMeKTeCy VIIiH KalTa KaObUIIaHFaH MYFaJiM e TaraibiHaail anagpl. TomiMrep yiri
peTiHze KbI3MET eTefli, opAaibIM jKac MaMaHFa KOMEKTecyre JailblH, MaKcaTTapblH TYCIHAIpemdi, KaciOu ecyre
pIKIan ereni. TomimMrep periHe YMITKepi TaHAaraHAa OHBIH OTUTIHE, KEeKe JKoHe KociOM KacHeTTepiHe Hazap
aymapy Kaxet. Tomimrep THICTI cyiieMenieyi KaMTaMachl3 eTell, TaxKipruoeciMeH, OltiMiMeH Oeicesi koHe Kac
MaMaHFa THIMJII YKoHe THIMI Typle Konnay kepcereni. TamiMrepiik - OYJ1 BIHTBIMAKTACTHIK Te/IarOrMKAChIHBIH,
TONIMIEpIIKTIH JKapKbIH MBICAJbl, OHBIH MOHI JKac MyFamiMre (KamKOpIIbFa) TyMaHHWCTIK, COHZIal-aK
JIEMOKPATHUSUIBIK KO3KApacTa, OHBbIH TaHIAy KYKbIFBIH, ©31H-031 Oaranay/pl, KYpMETTeY/i KaMTaMachl3 €TeIi.
Tamimrepitik - OyJ1 skac MyFaJliMHIH OapJibIK TaJIIBIHBICTAPBIHIA KOJJIAYbl, aTall alTKaHa OHbI 63 iCiH OLIeTiH
YKOHE JKaKChl KOPETIH MaMaH PETiHJe KaJIbINTACThIPY.

Tyiiin ce3aep: *ac menaror, TIMIEPIIiK, MEKTe, KY3bIPETTiIiK, OeHiMIery, TolimMrep, Kacion medeplik,
oJlicTEMEITIK KYMBIC
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HACTABHHUYECTBO KAK OJHA U3 ®OPM IEPCOHUDPULINPOBAHHOI'O
COITPOBOXAEHUSA MOJIOABIX ITEJAT'OI'OB IKOJIE

Annomayus

Ceiiuac mKoja TpeOyeT OT yUuTess MeIarornieckoi IpaMOTHOCTH M KOMIIETEHIIHH, BEICOKOTO MacTepCTBa
1 TIyOOKHMX 3HaHMi. Kpome BBICOKOTO YPOBHS BIAJCHUS NPENOJaBaeMOM THUCHUIUIMHOMN, IJIS IIKOJIBLHOIO
YUHTEIST BKHO €IIE M YMEHHE OOIIAaThCs C JETHMH, YBIICYb MX. B COBpEMEHHOW HMHTEPIIPETALMH CYIECTBYIOT
pasabie (opMbI PabOTEI C MOJOABIMU II€JArOraMH, HAIpaBIeHHBIE HA IIOBBIIMICHHE IPO(PECCHOHATBEHOM
KOMITETEHTHOCTH I1€/IarOroB M MOMOTAIOIINE UM IIPOUTH CJOXKHBIN IyTh afanTaii. B cTathe paccMaTpuBaeTcs
BOIIPOC OpPraHU3allMy HACTABHIYECTBA B IIIKOJIE.

B nmanHOE Bpemsi B IMIKOJIAX BO3HUKAIOT MPOOJIEMBI C TE€M, YTO MOJIOJIOW Me/aror B Hayajle cBoed paboThI
MMEET JIOCTaTOYHBIE 3HAHUWS, HO HEJAOCTATOYHBIE YMEHHWsS, TaK Kak y Hero eme He CPOpPMUpPOBaHbBI
MpoeCCHOHAILHO 3HAYMMbIE KavyecTBa, MOATOMY MOJIOJOMY MEIarory HYyXHa ITOCTOSHHAS METOIUYECKast
TOMOIIIb TIperojaBaTels-HacTaBHuKa. HacraBHuk Oeper Ha ceOs OTBETCTBEHHOCTh 32 OOYUYEHHE MOJIOJIBIX
MIeIaroroB OCHOBaM ITPOQ)ECCHOHAILHOIO MacTepPCTBa, 3a00Ty O TIOCTOSIHHOM Pa3BUTHHU U MPOECCHOHATEHOM
pOCTE TMOJOICUHBIX, PELICHHE BCEX IMPOQPECCHOHAIBHBIX BOIPOCOB, C KOTOPHIMH MOJIOAOH CIEIHUATHUCT

97




BECTHUK KazHIIY um. Abas, cepus «Iledacocuueckue naykuy, Ne4(76), 2022 .

oOparwicst ko MHe. HacTaBHUK NOKEH OBITh 3aMHTEPECOBAH B IOCTOSHHOM IICJICHAIPABICHHOM OOINCHHUU C
MOJIOJIBIMH CHETIMAIACTAMA | TOJDKEH OBITh MHUIIMATOPOM 3TOTO OOIICHMS, IPUHUMATE Ha ce0sT 0053aTEITECTBO
OBITh MMO3UTHBHBIM TP OIEHKE Pe3yJIbTaTOB UX pabOThI, TEPITUMBIM K ONIMOKAM CBOMX TOJIOTICYHBIX, BCEIATH B
HHUX YBEPEHHOCTH B TOM, YTO OHM BMECTE C HACTABHUKOM JOOBIOTCS [TOCTABICHHBIX IiejIei U 3a1a4.

HacraBHrdecTBO — 3TO CIIOCOO IMOMOYEL MOJIOABIM CIIEUAIKCTaM 0e3 OIbITa paboThI B chepe 00pazoBaHUS
OBJIaJeTh HEOOXOMUMBIMU KOMIICTCHIUSAMH. HacTaBHMKA MOIYT HA3HAYMTh HE TOJBKO II€Jarora, KOTOPBIH
OyKBaJIbHO HEMAaBHO IOJYYWI JAMIUIOM, HO M TOMY II€Jarory, KOTOPbIH ObLI MPHHSAT BHOBb, YTOOBI IIOMOYb
aJanTHPOBaThCI B HOBOM KOJUIEKTHMBE. HacTaBHHK CIY»KHT IPUMEPOM, BCEra TOTOB IIOMOYb MOJIOJOMY
CIELUAITUCTY, Pa3bsICHACT LIENH, CIIOCOOCTBYET MpodeccHOHaIbHOMY POCTy. BEIOMpas mpeTeHaeHTa Ha pojb
HACTaBHHKa, HEOOXOAMMO oOpalaTh BHUMaHKME Ha €ro CTaK, JUYHBIC U MpodeCcCHOHAIbHbBIC KayecTBa. HacTas-
HUK 00€CIIeYNBACT COOTBETCTBYIOIICE COITPOBOKACHIUE, JCTUTCS OIBITOM, 3HAHUSMH H MOIACPIKUBACT MOJIOIOTO
CIELUAIICTAa CIIOCOOOM, KOTOPBIN SABJISETCS pe3yJbTaTUBHBEIM U Ooee 3ddekTrBHbIM. HacTaBHHYECTBO MIpe-
CTaBJIsIET COOOM SIPKUii IpUMeEp MeAaroruky COTPYIHHUSCTBA, MEHTOPCTBA, CYITHOCTh KOTOPOM COCTOUT B T'YMaH-
HOM, a TaKXKe JIEMOKPATHIECKOM OTHOIIEHUH K MOJIOZOMY IIearory (IoJoIeYHoMYy), 0OecIiedeHHH ero IpaBa Ha
BBIOOp, HA COOCTBEHHOE JOCTOMHCTBO, yBa)keHHe. HacTaBHHYECTBO — 3TO HOAAEPIKKAa MOJIOZOrO Ieaarora BO
BCEX €ro HAaYMHAHMSX, a IMEHHO CTAHOBJICHHE €ro Kak IpodeccroHaia, 3HatOIIEro 1 JIFOOSIIIEro CBOE JIEIIO.

KiioueBble ciioBa: MOJIOJOH II€Iaror, HACTABHUYCCTBO, IIKOJIA, KOMIIETCHIIMS, aJanTallys, HaCTaBHHK,
npodecCHOHAFHOE MacTepCTBO, METOANIECKas paboTa

Introduction

In the practice of any educational organization, there are frequent cases when a young teacher who has been
hired is experiencing great difficulties at the beginning of his professional career. Currently, the issue of
mentoring has become relevant again. Discussions are held at forums, conferences, seminars, round tables about
the role of a mentor in the adaptation of young professional teachers, improving their gualifications about the
importance of mentoring. One of the most important criteria for the success of achieving the quality of education
and the need to bring it into line with modern requirements is the pedagogical process management system aimed
at forming the level of professionalism of teaching staff.

The need for mentoring is particularly acute today, as a modern teacher must immediately respond to all
changes taking place in the education system. And not just react, but change the content of education, introduce
new teaching methods and technologies, respond to metamorphoses in organizational processes and the
educational environment. Mentoring allows you to organically combine professional development, its
personification and at the same time guarantees a comprehensive approach to each employee of education. In
other words, we believe that mentoring allows us to develop applied professional competencies of a person and
deserves special attention, since it is one of the most effective learning technologies, time-tested and proven by
many generations. In the article, the authors present a generalized experience of mentoring in the educational
space and, in particular, consider mentoring in the professional development of existing teachers.

Today, graduates of pedagogical universities are not always professionally prepared to work with children.
Among the problems and difficulties that a young teacher faces in practice, it should be highlighted as the most
common: in the system of factors that affect the adaptation of young teachers, most researchers put emotional
communication in the first place. The professional adaptation of a young teacher, especially in the first two years
of work, is characterized by high emotional stress; both failures and joy from the first independent steps are
deeply experienced; oddly enough, conservatism of thinking and behavior is characteristic of young teachers -
they try to teach the way they were taught, without taking into account changes in the educational system; most
young people have difficulties in communicating, especially with middle-aged and older teenagers. interpersonal
interactions with students of the class, with their parents often a parent, being older than the teacher of his child,
psychologically blocks the young teacher, does not listen to his opinion and advice; with adult colleagues at work,
with established stereotypes of relationships within the team, in relation to children, parents, other teachers; with
the administration (often the administration prefers to keep an experienced, although working without a full-
fledged productive return, rather than «wasting time» on a potentially interesting, but not yet professionally
developed young teacher: too much responsibility and time-consuming) [1; p 265]. This leads to the fact that a
young specialist, unable to cope with the official duties assigned to him, leaves school. He leaves not because he is
not professionally suitable, but because the tension of his inner life cannot be constant. The solution to this
problem is possible through the organization of mentoring at school.

Mentoring, as a specific social institution, today exists as an element of corporate culture in many institutions
and organizations of various sectors of the economy and forms of ownership. But in fairness, it should be noted
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that mentoring, as a way of transferring knowledge to the younger generation, appeared in ancient times as part of
initiation rites, for which initiates were specially prepared.

The works of such scientists as S.Ya. Batyshev, M.V. Klarin, V.G. Sukhobskaya and others reveal the
essence and main characteristics of mentoring. The works of A.N. Dolgusheva, E.M. Pavlyutenkov,
N.M. Talanchuk, V.M. Shepel and others consider the psychological and pedagogical conditions for the
organization of mentoring. In the context of the system of continuous pedagogical education, mentoring was
studied by V.1. Zagvyazinsky, V.A. Kankalik, N.V. Kuzmina, L.S. Podymova, etc. The problem of mentoring is
also the subject of research by foreign authors (K.E. Kram). Studies of the features of mentoring in the context of
modern conditions for the functioning and development of the education system are presented in the works of
A.S. Zelko, S.1. Pozdeyev, O.K. Repina, M.A. Chervonny, I.A. Esaulova and others [2; p 75].

Mentors at the school are designed to help novice teachers realize themselves, develop personal qualities,
communicative and managerial skills, and become successful teachers. For the mentors themselves, mentoring is
the most effective way to improve their qualifications, develop the innovative content of their own work, and
reach a higher level of professional competence [3].

The main purpose of pedagogical mentoring is the methodological support of the activities of a young
specialist, the development of professional skills, the improvement of professional skills, the formation of the need
for self-improvement of a young specialist [4]. Mentoring tasks: providing methodological assistance for the
introduction of modern approaches and advanced pedagogical technologies into the educational process;
improving the professionalism of a young teacher, taking into account difficulties and achievements; motivating
the participation of a specialist in creative activity, in continuous self-education, the development of the ability and
desire to reflect on their own activities, the ability to form an individual style of creative activity of a young
teacher [5]. Teachers-mentors pay great attention to methodological forms of work with young teachers. A certain
role in the formation of a young teacher is played by his participation in the methodological activities of the
school:

- methodical days, methodical weeks, professional competitions, school seminars, conferences, open lessons
of experienced teachers, participation in the methodical work of the school;

- organization of self-educational work on a methodological topic;

- maintaining classroom journals;

- development of work programs on subjects;

- preparation of a modern lesson, implementation of an individual and differentiated approach in the learning
process, etc.

One of the most effective forms of methodical work at school is the creation of a teacher's portfolio. The
teacher-mentor helps to develop a "portfolio™ for a young teacher, where a young specialist will contribute
pedagogical findings, achievements, questionnaires with feedback on lessons, events

Before proceeding to the methodology that will help a young specialist in the pedagogical field to adapt more
successfully, we consider it necessary to consider the most common problems faced by novice teachers. Firstly, it
is impossible to accurately calculate the time in the lesson. A young teacher cannot always calculate the study
time, he may spend more time in the lesson, checking homework or explaining new material, completely
forgetting about the time or other stages of the lesson. Often, the stage of completing homework and summarizing
the lesson remains "behind the scenes"”, which are no less significant in the structure of a modern lesson.
Secondly, the young teacher faces difficulties in explaining the material. This may be expressed in the fact that the
teacher sometimes deviates from the topic of the lesson. There are also difficulties in choosing forms and methods
of teaching. In addition, the lack of mutual understanding with colleagues has a rather negative effect on the
emotional state of a young teacher, which directly affects his work in classes with students. As well as
interpersonal interactions with the students of the class and with their parents turn out to be quite problematic due
to the fact that the parent, being older than the teacher of his child, psychologically blocks the young teacher, does
not listen to his opinion and advice.

Materials and methods

The variety of approaches and forms of mentoring has been considered in the works of many scientists and
teachers. Faced with the problem of a broad understanding of mentoring as a process of transferring experience,
we believe that it is necessary to identify the tasks of defining the boundaries of mentoring, unlike other socio-
pedagogical practices (coaching, mentoring). After analyzing the scientific literature, we can identify four key
characteristics of mentoring:

- the practice of support, which involves long-term interaction with a person, in contrast to occasional
consultations, master classes that demonstrate their own skills and experience of a specialist;
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- the practice of transferring experience through mastering in action — mastering a new method, technology,
profession, he acts, tries, designs, explores, and the mentor helps him in the implementation of this real practical
action;

- a practice involving not only demonstration and training in the development of an action, but also an
analysis of the process itself, discussion of risks and limitations in the implementation of a particular action,
analysis of various ways of its implementation;

- a practice involving informal, close, trusting and respectful relationships with each other with the possibility
of choosing the mentor himself.

To understand the essence, purpose and principles of mentoring, methodological tools for the use of
mentoring in educational institutions are important.

In the most general form, mentoring in any field, including in education, is organized according to the
principle "the more experienced teaches the less experienced (hew) member of the labor collective what he can
do himself". In this sense, mentoring is a kind of individual (horizontal) training carried out directly at the
workplace, within the professional community. At the same time, unlike coaching and mentoring, mentoring
includes adaptation, training and support. It is not a one-time, but a long, systematic and integrative process, and,
in this regard, requires significant time and resource costs.

So, in this article, we understand mentoring as a purposeful, long-term, step-by-step, continuous process of
forming and improving the professionalism of both young specialists and teachers with diagnosed professional
(competence) deficits [2; p 73].

Mentoring is implemented in various forms, types, models and techniques. Thus, the forms of mentoring
organization can be classified by modifying the approach of S. G. Vershlovsky, according to the number of
participants and the degree of openness.

1. By the number of participants: - individual (personal) — assignment of one mentee to the mentor;

- group-mentoring applies to a group of specialists;

- collective-individual-mentoring of a young employee is carried out by a structural unit, a labor collective, a
group of employees;

- collective — group-mentoring of the teaching staff or a group of specialists is carried out over a group of
young workers.

2. According to the degree of openness of influence and interaction:

- direct (open) — direct contact of the mentor with the ward, communication with him not only during
working hours, but also in an informal setting;

- indirect (hidden) — the implementation of only formal contact through advice, recommendations of a
mentor, personal contacts and direct influence are minimized

In the education system, individual (personal) mentoring is most often found. Nevertheless, group and
collective mentoring also takes place, for example, when a group of teachers develops new pedagogical
technologies or implements a school-wide innovative educational project or experiment. Any of the above forms
of mentoring can be implemented according to one or more types, which can also be classified for various
reasons.

1. According to the content of the activity:

- corporate-transfer of corporate values, acquaintance with the history, traditions and achievements of an
educational organization, its leaders, innovators and masters;

- socio-psychological-solving social and psychological problems of young, beginners or teachers who need
specific help;

- qualification (mentoring-supervision) — professional support of young, novice or teachers in need of specific
assistance in the process of their corporate training aimed at improving professional competence;

- complementary-complementary interprofessional interaction of mentors and mentors, contributing to the
formation of collective knowledge and / or experience.

2. By time characteristics:

- episodic (situational) - temporary, fragmentary mentoring in connection with the introduction of new
documents, pedagogical technologies or methods into practice; providing methodological, psychological, practical
assistance that is currently relevant for the patron;

- periodic-the discrete nature of mentoring in connection with the periodic introduction of employees to a
new position;

- systematic-constant and continuous updating of the intellectual base of the personnel in connection with the
growing information component and modernization processes in education
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3. By the level of formalization:

- formal mentoring: based on formal mentoring procedures and rules, explaining the goals and content of the
work to the mentee and training him in the framework of special trainings. In this sense, mentoring is close to
mentoring; - informal mentoring: voluntary patronage of a colleague, personal responsibility for his successes and
failures without documentation and financial remuneration [3; p 433].

It is obvious that in reality, the forms and types of mentoring can be combined in various ways, while
performing the following main functions:

- adaptation — familiarization with traditions, culture, rules of communication, standards, etc. features of the
functioning of an educational organization;

- diagnostic-identification of problem fields and specific professional (competence) deficits among members
of the teaching staff - integration — inclusion in the planning, organization, control and evaluation of the process
and results of professional growth;

- consulting and didactic — providing theoretical and practical assistance and support, using adequate
psychological and pedagogical forms, means, methods and techniques for this;

- stimulating-motivation of the mentee, making proposals to the administration to encourage his success and
career advancement;

- analytical — analysis and evaluation of the results of mentoring, success achieved and unresolved problems;

- dissemination — the study, analysis and dissemination of the best educational practices; - socio-
psychological-assistance in creating a favorable environment for the adaptation of young professionals and / or
new members of the teaching staff, a positive attitude towards them.

In the studies of foreign practices of mentoring proposed five basic techniques of its implementation, which
are shaped name «support», «crops», «catalyzing», «showy, «the harvest» [4; p 76]: in relation to mentoring in
education can be interpreted as follows:

- «maintenance» — the mentor is required to provide the necessary mentoring and timely assistance, including
through participation in the development of professional skills and competences in the learning process;

- «sowingy - the mentor promotes the formation of the mentee's knowledge and skills that are not relevant for
him at the moment, but will become valuable in the near future, when a new situation requires it;

- «catalyzation» — the mentee is immersed in the environment of changes in the education system and / or the
educational process, which gives an impetus to the expansion of his personal and psychological-pedagogical
horizons, the transformation of professional and personal values;

- «demonstration» - the mentor demonstrates by his own example technologies, methods, methods of
teaching and upbringing as ways of solving educational problems that the mentee should solve;

- «harvesting» - the mentor concentrates his attention and activity on receiving feedback from the mentee in
order to analyze and comprehend the results achieved and determine future prospects.

In order for mentoring to function as a developing system, its forms and types are improved, a council of
mentors can be created in an educational organization, which, as necessary, will interact with various professional
communities. The organization of mentoring in an educational organization is a rather complex and lengthy
process.

One one mentoring (or one-on-one mentoring) is a traditional model of mentoring- this is the interaction
between a more experienced teacher and a novice young one for a certain period of time. Usually, a mentor and
his ward are selected according to certain criteria: experience, skills, personal characteristics, etc. As a rule, a close
personal relationship is established between the mentor and the ward, which helps to provide an interested
individual approach to the employee, creating a comfortable environment for his development. The mentor can
quickly respond to deviations in the course of training, encourage achievements. Practice shows that programs for
the development of young teachers with high potential, combined with such a mentoring model, not only allow
them to more fully reveal their abilities, but also contribute to the retention of future leaders in school [5; p38].

Among the functions of scientific and methodological support, the following can be distinguished:

- training function, which is focused on deepening the knowledge and skills development of specialists in the
system of continuing education, necessary to improve their professional activities;

- the consulting function involves providing assistance to the teacher about a specific problem by indicating
possible ways to solve it or updating additional abilities of a specialist;

- the diagnostic function is aimed at identifying problem points in the teacher's activity;

- the psychotherapeutic function helps the teacher in overcoming various types of difficulties and barriers
that hinder the successful implementation of professional and educational activities;
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- the correctional function is aimed at changing the model of practical activity implemented by the specialist,
as well as at correcting professional mistakes made;

- the adaptation function ensures the alignment of the employee's expectations and capabilities with the
requirements of the professional environment and changing working conditions;

- the information function contributes to providing teachers with the necessary information on the main
directions of education development, programs, new pedagogical technologies;

- the project function is related to the teacher's training in the examination of curricula and manuals,
educational technologies;

- the guiding function promotes the establishment of humanistic relations between teacher and student;

- identification, study and evaluation of the effectiveness of innovative pedagogical experience in education,
its generalization and dissemination, creation of a system to stimulate creative initiative and professional growth
of teachers;

- providing support to teachers and managers in innovative activities, organizing and conducting
experimental work, expert evaluation of author's programs, manuals, curricula; - implementation of editorial and
publishing activities; organization of joint work with research laboratories and universities during experimental
work [3; p 432].

These forms of support cannot be used in working with experienced teachers, they are specific, but this does
not detract from their importance, since they are aimed at adapting a young specialist in a pedagogical society,
solving problems that arise for any novice teacher. Very often the problems of young teachers arise with regard to
the behavioral aspect. Counseling in situations of resolving interpersonal and intergroup conflicts in various
systems of relations: teacher — teacher, teacher — student, teacher — parents, etc. Here, it is important for a teacher -
mentor, in addition to his recommendations, to orient a young specialist to appeal to a school psychologist. The
psychologist helps to relieve emotional tension among the participants of the conflict, to translate the discussion
into a constructive channel and then helps the opponents to find acceptable ways to solve the contradictory
situation. The teacher-mentor develops a work plan with a young specialist. The plan specifies: the main
professional difficulties experienced by a young specialist, the purpose and objectives of professional interaction,
stages of work, main directions, forms, methods and means of professional support.

The problem of professional development of the individual is becoming increasingly important. Working
with young specialists today is a priority in the activities of our school as a modern type of educational institution.
The continuous development of personnel policy, the ability to self-study and self-development is manifested in
the creativity of teachers of our school methodical association. Mentoring is an integral voluminous area of
methodological work. Experienced teachers support the management credo of the administration of our school —
to lead their employees to success. Therefore, mentoring is one of the most effective forms of professional
adaptation of young teachers, contributing to the successful improvement of their professional competence and
consolidation in an educational institution.

Results

The adopted Law «On the status of a teacher» defines the procedure for organizing mentoring in Kazakhstan
and establishes requirements for teachers who conduct mentoring in secondary education organizations. A teacher
who has started professional activity in the organization of secondary education for the first time is assigned a
teacher who performs mentoring for the period of one academic year. The candidacy of a mentor is considered at
a meeting of the pedagogical council and approved by the order of the head of the school no later than five
working days from the date of hiring a teacher. One one-time mentor is assigned to one teacher. The following
requirements are put forward for the candidacy of a mentor (with the exception of a mentor in a small school):

1) qualification category "teacher-researcher"” or "teacher-master";

2) adheres to the basic principles and norms of pedagogical ethics;

3) the quality of students ' knowledge in the taught subject is not less than 60%—70 % over the past three
years.

A mentor in a small school must meet the following requirements:

1) qualification category "teacher-researcher"” or "teacher-master";

2) adheres to the basic principles and norms of pedagogical ethics

3) the quality of knowledge in the taught subject is not less than 50%-60% over the past three years

The work for the organization of mentoring is carried out by the deputy head for academic work at the school
who needs:

- to present the teacher, with the announcement of the order on the appointment of a mentor.

- provide practical assistance in drawing up an adaptation plan and ensure monitoring of its implementation.
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- to study and generalize the experience of the organization of mentoring, to make reasonable proposals to the
head of the organization of secondary education for further improvement of mentoring [5; p 39].

Discussion

Mentoring includes several stages:

- The first stage (introductory): the mentor determines the level of professional training of the teacher within
10 (ten) calendar days. Following the results of the first stage, the mentor conducts diagnostics within 5 (five)
working days to determine the level of training and individual needs of the teacher, and also, taking into account
the results of the diagnosis, develops a Mentoring Plan for the period of one academic year, which is coordinated
with the deputy head for academic affairs and approved by the head of the school.

- The second stage (main): the mentor implements a Mentoring Plan and conducts work on professional
development and psychological and pedagogical support during one academic year.

- The third stage (final): the mentor prepares a report to the meeting of the pedagogical council at the end of
the academic year on the results of mentoring, which reflects the results of the implementation of the activities of
the Mentoring Plan and makes recommendations for improving the practice in action.

The ability to provide effective feedback is one of the most important skills of a mentor, it is the presentation
of a complete picture of the student's actions in a specific situation. An analysis of the effectiveness of its actions
and discussion of possible ways to improve it in the future are also important components of this process.

There is a great danger for a mentor to criticize the student, which is why there are feedback rules. "You did
wrong" is not feedback, because the trainee does not know what exactly he did wrong and what the mentor would
like to see. Feedback is a technique of conflict-free criticism aimed at making the interlocutor himself want to
change his behavior. There are three stages of feedback: 1) a description of the situation about which feedback is
provided; 2) a description of your attitude to this situation and its consequences; 3) suggestions about the further
results of the interlocutor's actions in similar situations, ways to improve work efficiency. Principles of feedback.
The following principles of providing feedback can be distinguished.

1. Balance, positive orientation The student should feel that feedback helps him to learn. If she is too critical,
he may reject her internally, if she is too laudatory, then this may be perceived as guardianship, which can also
cause rejection. Feedback should combine a description of positive aspects and "points of growth™ for the learner.
Maintaining a balance is to make feedback acceptable to the student, inspire him to professional and personal
growth.

2. Concreteness. Feedback is not a discussion about whether the trainee said or did not say something, did or
did not do. The mentor should always refer to a specific fact or action. It is necessary to avoid generalizing
phrases such as "you are always...", "you are inclined...", etc. Feedback concerns what was said, done and how,
but not why.

Guesses about someone's motives bring an atmosphere of distrust and hostility into the conversation.
Example of a specific review: "Yesterday you conducted a study using the ABC method, and | asked for the
gradient principle."

Conclusion

Mentoring relationships are a complex system, on the quality of functioning of which the final result depends,
including the psychological and competence state of both mentors and mentors. In order to create initially
ecological communications and maximize the efficient use of educational resources, it is necessary to approach
the selection and training of mentors in advance and with full responsibility. A good mentor should have
professional competence— a set of knowledge and specific skills that form his role as an "expert"”, and at the same
time-the ability to transfer this knowledge and skills qualitatively, i.e. the ability to listen, hear, interact, emotional
intelligence, systematization and planning skills, empathy [6; p 50].

In some cases, schools have several teachers who can be mentors. In this case, the school administration faces
the question: who should be chosen from among the equivalent teachers as a mentor for one young teacher. The
problem can be solved through the use of Flash Mentoring. Flash Mentoring is a new concept of mentoring. The
essence is as follows, teachers who want to act as a mentor should participate in a short, no more than an hour,
meeting with potential wards, during which mentors can share their life experience in building a career and give
some recommendations. After this meeting, the participants decide whether they would like to work with such a
mentor or not.

The interaction of the mentor and the mentee should be regular. This is preceded by the identification of
specific problems and requests of the mentee. Gradually, an adaptation program is being implemented, during
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which specific professional or personal skills of a young teacher are being adjusted. After the specific problem of
the mentee is solved, the level of professional competence of the young teacher is checked, the mentor determines
the degree of readiness of the young teacher to perform his professional duties.

In mentoring, there must be an assessment of intermediate results. It can be conducted in the format of
reviewing the practical results of professional training — a pedagogical project, a methodology, an open lesson, a
publication. The final results of mentoring are presented to the pedagogical council of the school, which evaluates
the work of the mentor for a specific academic year [7; p 89].

Undoubtedly, the system of interaction of mentoring forms will allow creating a broad pedagogical and
professional movement that includes representatives of different social groups, institutions and generations in a
single community, whose efforts will be directed to the development of the educational and economic systems of
Kazakhstan in general and the future generation-children and youth-in particular [8].

Of course, the development of mentoring programs is a complex, but necessary solution for a modern school,
since an effective system of teacher development needs tools that provide an integrated and individually oriented
approach to the formation of its personnel potential.

Very often the problems of young teachers arise with regard to the behavioral aspect. Counseling in situations
of resolving interpersonal and intergroup conflicts in various systems of relations: teacher — teacher, teacher —
student, teacher — parents, etc. Here, it is important for a teacher - mentor, in addition to his recommendations, to
orient a young specialist to appeal to a school psychologist. The psychologist helps to relieve emotional tension
among the participants of the conflict, to translate the discussion into a constructive channel and then helps the
opponents to find acceptable ways to solve the contradictory situation [9]. The teacher-mentor develops a work
plan with a young specialist. The plan specifies: the main professional difficulties experienced by a young
specialist, the purpose and objectives of professional interaction, stages of work, main directions, forms, methods
and means of professional support. Mentoring is the most significant factor in the process of professional
adaptation of a young teacher, a specific technique that represents a constant dialogue between experienced
teachers and a novice teacher. The organization of mentoring is of a step-by-step nature and includes the
formation and development of functional and personal (design, organizational, constructive, analytical)
components of the teacher's activity. The mentor checks the level of professional competence of a young teacher,
determines the degree of his readiness to perform his functional duties [10].

Mentors help to bridge the gap between theory and practice, supplementing the knowledge gained by the
mentee during formal training with practical experience. Mentoring helps talented and ambitious young teachers
plan their career, develop appropriate skills and competencies, becoming more independent, responsible and
purposeful. Mentoring promotes the transmission of the values, vision and mission of the school to all its levels
through a close relationship between the mentor and the ward, helping them to understand and make the necessary
changes in the individual style of work and behavior.

Summing up, we can say that mentoring is an effective way to transfer the experience of mastery to young
people. Moreover, the benefits of this process are two-sided: enriching the pedagogical experience of a young
teacher and improving the qualifications and professional skills of a mentor teacher. This is a aluable acquisition
for the school, because with the growth of its teaching staff, the educational institution increases the efficiency of
its activities. And the young enthusiasm, creativity, and enthusiasm of young specialists is an aid in this process.

It is known that only the teacher himself can change professional self-consciousness, and this is the most
difficult thing, but the most necessary at the present stage of the development of the education system. To achieve
significant results in the quality of education, the personal growth of a teacher is fundamental: both an experienced
and a young specialist. Therefore, the Teacher needs to constantly learn and improve himself, be an innovator in
innovative activities and a conservative in traditional, but effective pedagogical methods and teaching
technologies. The result of the proper organization of the mentors' work will be a high level of involvement of
young and new specialists in the pedagogical work, cultural life of the educational organization, increased self-
confidence and the development of personal, creative and pedagogical potentials. This will have a positive impact
on the level of educational training and the psychological climate in the educational organization. Mentored
teachers will receive the competencies necessary for this period of professional realization, professional advice
and recommendations, and it is also an incentive and a resource for comfortable formation and development
within the organization and profession.
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