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Abstract

The lack of effective mentoring and coaching calls for an urgent response from the Department of Education. This study identified problems and issues, coping mechanisms, and ways to enhance teacher development through interviews and focus group discussions with 11 master teachers selected through purposive sampling. Teaching overloads, limited time, coaching resistance, and implementation inconsistencies were coped with through flexible scheduling, micro mentoring, effective communication and openness, and others. Insights include setting clear objectives and communicating ideas effectively to ensure successful mentoring and coaching sessions. A dichotomized plan for mentoring and coaching focuses on guidance and professional growth and emphasizes skill application and classroom strategies, respectively. 
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Chapter 1

INTRODUCTION

A significant challenge within the educational system is the lack of effective mentoring and coaching by master teachers (Darling-Hammond et al., 2017). I have learned that the absence of structured mentoring programs contributes to inconsistent support for novice teachers (Ambrose et al., 2016), and many mentor-mentee relationships suffer from unclear goals, expectations, and accountability measures (Ingersoll & Strong, 2011). The mentoring process often overlooks individual mentees' diverse needs and contexts (Aspfors & Fransson, 2015). Researchers emphasize the pivotal role of mentoring and coaching in fostering professional development and improving teacher performance (Ali et al., 2018). 
Poor guidance and coaching are known to be big problems. Studies from many countries, like the US, Canada, and Australia, have shown how they affect how teachers work and how well their students do in school (Gallant, 2016; Darling-Hammond et al., 2017; Dinham & Scott, 2019). Moreover, the OECD (2019) reported that only a few countries have established comprehensive induction and mentoring programs for new teachers.
The Department of Education (DepEd) has created programs under the National Educators Academy of the Philippines (NEAP) to address these concerns, requiring master instructors to serve as instructional leaders and mentors (DepEd, 2017).   I have found that novice teachers had significant fatigue and attrition rates due to inadequate mentoring (Ingersoll et al., 2018; Tonton, 2020; Quijano & Makano, 2021). The issue persists despite these efforts.   Differentiated teaching environments and teacher shortages worsen this issue (Ravelingene, 2019; Macapagal & Primavera, 2022), emphasizing context-specific and comprehensive mentorship solutions.
 The educational system and student outcomes suffer without effective mentorship for beginner educators. I have learned that insufficient support during the early years of teaching leads to higher burnout and attrition rates, which worsens teacher shortages (Ingersoll et al., 2018; Carver-Thomas & Darling-Hammond, 2019; Podolsky et al., 2019). Despite the recognized importance of mentoring, there is a research gap in developing comprehensive, context-specific strategies to address the challenges faced in mentor-mentee relationships (Aspfors & Fransson, 2020; Hobson & Malderez, 2018; Spooner-Lane, 2017; Hoffman et al., 2020). 
This gap must be addressed urgently, as effective mentoring supports teacher retention and professional development and promotes a culture of continuous learning (Darling-Hammond, 2017; Feiman-Nemser, 2018; Kutsyuruba et al., 2019). My research aims to persuade policymakers and educational leaders to improve mentoring practices and the teaching-learning experience for educators and students (Goldhaber et al., 2020; Ronfeldt & McQueen, 2017; Redding & Nguyen, 2020). Failing to address the lack of effective mentoring may perpetuate achievement gaps and negatively impact student outcomes (Rockoff, 2008; Glazerman et al., 2010; Atteberry et al., 2017).
Significance of the Study

In line with SDG No. 4: Quality Education, this study analyses master teachers' mentoring and coaching practices and provides strategic insights for various players in the educational ecosystem. To improve teacher support systems, the Department of Education officials can use the study's thorough research to create policies and programs based on data. Similarly, school administrators can improve their leadership styles by receiving specific feedback. The research helps educators enhance their teaching methods and foster strong peer support networks by providing a forum for professional validation, development, and reflection. Learners are the ones who will gain the most from better mentoring and coaching practices because it leads to more interesting and exciting lessons for them. Last but not least, the study lays a solid groundwork for researchers, providing a comprehensive view of educational professional development and a jumping-off point for investigating new ways of supporting teachers that could improve basic education schools' academic quality.

Research Questions

The primary goal of this research study was to explore the problems and issues related to mentoring and coaching master teachers in basic education schools. Specifically, this study aimed to answer the following research questions:
1. What are the problems and issues of Master Teachers in large and mega schools in mentoring and coaching other teaching personnel?
2. What are the coping mechanisms of Master Teachers in large and mega schools in mentoring and coaching other teaching personnel?
3. What are the insights of the Master Teachers in large and mega schools in mentoring and coaching that can be shared with other master teachers?

Assumptions

This study posited that master teachers in large and mega schools encountered more intricate and multifaceted challenges in mentoring and coaching compared to those in smaller educational settings. These challenges were characterized by heightened administrative complexities, a broader range of teacher competencies, and increased barriers in institutional communication. These teachers must cultivate advanced coping strategies and produce nuanced insights that reflect exceptional resilience, innovative problem-solving abilities, and a profound comprehension of professional development dynamics. It allows them to effectively assist teaching staff and significantly enhance educational mentorship practices within a complex organizational environment.



Theoretical Lens

20


This study is anchored on Albert Bandura's Social Learning Theory (1977), which emphasizes the crucial roles of observation, imitation, and modeling in learning. According to this theory, people learn from interactions with others in a social context. Through observation, people carefully watch and take note of the behaviors of others. They then imitate these behaviors, mainly when their observational experiences are positive or associated with rewards. Finally, modeling reinforces learning, where individuals internalize and refine the observed behaviors. 
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Chapter 2

METHODOLOGY

This chapter presents the research method and procedure employed in this study, including the research design, research environment, research respondents, research instruments, data gathering procedure, data analysis, and other sources of information and data treatment.

Research Design

A qualitative research design was employed, specifically adopting a multiple-case study approach. Qualitative research encompasses various methodologies, with the case study approach recognized for its comprehensive exploration of phenomena within natural settings (Creswell & Poth, 2016). As defined by Yin (2017), a multiple-case study involves the analysis of two or more cases, allowing for the examination of shared phenomena across varying contexts (DePoy & Gitlin, 2016). This methodology facilitates a deeper understanding of the complexities and contextual meanings attributed to the subject by the participants involved (Saldaña, 2021; Yin, 2018). 
This study focused on the real-world settings of basic education schools to explore and interpret the mentoring and coaching practices of master teachers. Guided by the principles outlined by Creswell (2021), the researcher pursued an inquiry process to uncover the meanings attributed to these practices by the individuals involved. The research sought to capture authentic experiences and perspectives, emphasizing the unique challenges and insights of master teachers while avoiding preconceived notions.
The choice of a multiple-case study design, supported by Creswell (2021) and Leavy (2022), was particularly suited to educational topics. This methodology allowed the researcher to study several cases across time, utilizing various data collection methods, including in-depth interviews, document analysis, and field observations. These methods facilitated a nuanced understanding of the experiences, strategies, and challenges encountered by master teachers in mentoring and coaching roles.
This study explored effective mentoring and coaching strategies by examining the experiences of master teachers in Davao City, showing the contextual factors shaping their practices and offering a comprehensive view of the educational landscape of the city.

Locale of the Study

The study was conducted in public elementary and secondary schools within Davao City. Located in southeastern Mindanao, Davao City is one of the Philippines’ largest and most populous cities. The schools included in the study are part of the Division of Davao City, representing a range of educational settings and socio-economic backgrounds. This locale provided a comprehensive view of the educational system in the city and its operational dynamics.

Sample and Sampling Technique

The study involved eleven Master Teachers selected as key informants, divided based on the classification of their schools. In the context of this research, "large schools" were defined as those with 30-50 teachers for elementary and 26-100 teachers for secondary, according to the Department of Education Order No. 21, s. 2023. Three Master Teachers from these large schools were assigned to Case One. "Mega schools" were identified as having a teaching staff of 51 or more for elementary and 101 or more for secondary. The other three Master Teachers came from these mega schools and were assigned to Case Two. In-depth interviews were conducted with all five Master Teachers to gain comprehensive insights into their experiences. Additionally, focus group discussions involved five Master Teachers from the mega schools to explore their unique perspectives further. The key informants were chosen using purposive sampling based on their schedule availability and willingness to participate. 
Conversely, qualitative researchers employed this sampling method to enlist participants capable of offering comprehensive and nuanced insights into the studied topic (Creswell, 2018). It was highly subjective and determined by the qualitative researcher, whom each participant's qualifying criteria participant met. Guided by this approach, the researcher identified potential participants using predefined inclusion criteria.
The inclusion criteria for master teachers were: 1) a Master teacher who had been in the education system for 3 years or more; 2) a Master teacher who had been handling one learning area or assigned to a mega school; and 3) a Master teacher who had been handling two or more learning areas or assigned in a large school.
Exclusion criteria encompassed: 1) busy Master Teacher unable to participate in IDIs; 2) appointed Master Teacher with less than 3 years in service; and 3) Master Teacher assigned as Teacher in charge.

[bookmark: _Hlk194777436]Interview Guide Questions

The semi-structured interview guide was developed to explore the mentoring and coaching experiences of master teachers in basic education schools. It focused on understanding their problems and issues, their coping mechanisms, and the insights they gained in their roles, particularly in supporting colleagues and fostering professional growth. For the complete set of interview questions, please refer to Appendix G.

Data Gathering Technique

To gather the data for this study, the following steps served as a guide to the researcher:
Creswell (2016) cited that a researcher in a qualitative study utilized a set of thorough data collection procedures. It included essential steps such as selecting qualified participants, preparing and setting the available time and place for the interview, collecting various forms of data, and interviewing the participants who experienced the same research phenomenon. This procedure was vital to achieving accurate information from the participants. In addition, Boyce & Neale (2006), as cited by Aspers (2016), stated that the researcher aimed for the voluntary participation of the participants by signifying consent forms. They were informed about the interview topics and research study based on the interviewees' interviewees' availability and preferred time and date.
Before conducting the study, the Research Ethics Committee (REC) examined the ethical aspect of this paper. Thus, as a researcher, approval was sought from them before conducting the study. After attaining the protocol's ethical approval, the researcher ensured that the steps were followed correctly and held accountability for all the procedures and activities associated with the protocol.
Moreover, the researcher asked for permission from proper authorities before data gathering. The researcher secured an endorsement letter from the Dean of Graduate Education and forwarded the approval to the office of the Schools Division Superintendent, requesting permission to conduct the study at Davao City Division's public schools before conducting the study. The letters were given personally and sent through personal e-mail to inform them of the interview, time, and platform.
The researcher ensured that the identified participants had significant knowledge of the problem and were willing to participate and cooperate in completing the study. An Informed Consent Form (ICF) was given to each participant from the school in which they participated to inform them about the study's aim and key facts, including the nature of their participation. This informed consent was signed electronically, scanned, or alternatively. The participants were given informed consent before data gathering and asked to sign after the orientation. However, they had the right to withdraw from participating in the study. The selection of participants was done voluntarily and without coercion. 
Moreover, the researcher ensured that another version of the informed consent was translated so the participants could understand it well. With this, it was ensured that the participants' signatures were attached to confirm their voluntary involvement, whether electronically, scanned, or in any other way. Then, after the informants signed the consent letter, the researcher conducted an orientation about the proper protocol for interviewing FB Messenger, as this was the online platform where participants had easy access. 
However, those unable to attend the virtual meeting were informed by phone. Before the actual interview, the researcher ensured that the link was sent ahead of time and reminded them to be where they were most comfortable, especially where they were alone. Additionally, the researcher informed them to double-check the unit's hardware to avoid glitches. As the interviewer, the researcher also double-checked that the technology was working to have a smooth interview process flow.
Following this, the in-depth interview began, which should not exceed one hour. During the interview, to enrich the information, the researcher combined the interview guide questions with relevant probing inquiries, which experts validated before the interview. Furthermore, only the interviewer and interviewee could hear the discussion during the interview. The researcher and the participants were alone to ensure no one else would hear the conversation. Courtesy was observed for the entire duration of the interview.
Additionally, the recorded interviews were kept safely in the researcher's e-mail and other drives on the laptop to secure all the data taken throughout the study. The participants' answers were carefully transcribed verbatim to guarantee validity and precision during the data analysis. On the other hand, all the data was permanently destroyed by reformatting the external hard drive. At the same time, the paper records were shredded three years after the research study's conclusion. 
However, the data could be kept and provided to other researchers, granted that it would only be used for reasonable academic purposes. These actions ensured the confidentiality, privacy, and security of the participants and all the data. The researcher utilized thematic analysis to analyze the answers of the participants. The researcher also consulted the adviser to ensure the analyses were correct and valid.

Data Analysis

The data analysis for this study was conducted using thematic analysis, which enabled the systematic identification, organization, and interpretation of patterns and themes within the data, offering a detailed understanding of participants' experiences. To address the research objectives, the responses from participants were analyzed and categorized based on whether they reflected mentoring or coaching practices in alignment with the duties and responsibilities described earlier. 
The first step in the thematic analysis was data familiarization. Data familiarization includes the researcher thoroughly engaging with the transcripts and reviewing them multiple times to develop initial impressions and identify potential patterns. At this stage, the analyst distinguished whether the responses indicated mentoring or coaching based on each practice's specific duties and responsibilities. For example, statements referring to long-term, holistic guidance, career development, and personal growth were categorized under mentoring. In contrast, responses focused on goal-setting, performance improvement, and immediate feedback were categorized under coaching.
Following this, the data analyst generated initial codes, which served as descriptive labels for specific data segments, creating a framework for organizing responses according to the themes of mentoring and coaching. The next step involved identifying emerging themes by examining the relationships between codes and grouping them into broader patterns. For instance, responses that aligned with mentoring practices, such as offering career advice or supporting professional growth through observation and reflection, were grouped. In contrast, responses focused on specific skill improvement, lesson planning, and targeted feedback were categorized as coaching.
Once the analysis for individual cases was complete, a cross-case analysis was performed, comparing findings across different cases, identifying similarities, differences, and connections between mentoring and coaching experiences, and synthesizing the data to strengthen the overall conclusions. This step ensured that both mentoring and coaching practices were examined in context, highlighting how master teachers' methods contributed to novice teachers' development through both approaches.
The final stages of thematic analysis involved refining the themes, ensuring their relevance and accuracy, and assigning each a concise label and description. Data excerpts were integrated into the narrative to provide context and illustrate the identified themes. The analysis concluded with reporting findings, presenting the identified themes— mentoring and coaching—and their interpretations, supported by evidence from the data. Throughout the process, thematic analysis provided a flexible yet structured approach to gain in-depth insights into the qualitative data, ensuring that the findings were rooted in the participants' perspectives while aligning with the study's objectives (Braun & Clarke, 2019).

Trustworthiness of the Study

Trustworthiness. In my study, which explored the problems, issues, coping mechanisms, and insights of master teachers in mentoring and coaching their colleagues, trustworthiness played a significant role in ensuring the accuracy and credibility of the findings. The validity of this research depended on how well I captured and represented the lived experiences and perspectives of the master teachers, particularly the challenges and strategies they encountered in their mentoring roles.
I established trustworthiness through transparent data collection and analysis methods. I aimed to ensure that the findings reflected the genuine experiences of the participants without distortion from researcher bias. I relied on rigorous methodologies such as in-depth interviews, observations, and document analysis to provide a detailed understanding of the challenges faced by the master teachers and the coping strategies they employed.
Furthermore, I employed triangulation to enhance credibility by cross-checking information from various sources. For instance, I compared insights gathered from interviews, observations, and relevant documents to offer a more comprehensive and accurate view of the participants’ experiences. Involving multiple researchers in the analysis also reduced the risk of misinterpretation, further strengthening the study’s credibility. By following these rigorous approaches, I was able to present trustworthy insights into the mentoring and coaching practices of master teachers, ensuring that the conclusions drawn were both reliable and reflective of their authentic experiences.
Transferability. Using rigorous data collection, analysis, and interpretation techniques, I ensured the reliability and dependability of the study's findings. I conducted in-depth interviews and focus group discussions with master teachers to elicit rich, first-hand narratives about their mentoring and coaching experiences. This contributed to the credibility of the research.
I utilized multiple data sources—including individual interviews and group discussions—to facilitate triangulation and gain a more comprehensive understanding of the issues, coping strategies, and insights shared by the participants. Additionally, I employed member checking, allowing participants to review and validate the findings to ensure their perspectives were accurately represented. I carried out the data analysis systematically, identifying recurring themes and patterns and cross-checking them to minimize bias. These practices allowed the study’s findings to remain trustworthy and genuinely reflective of the realities experienced by master teachers in large and mega schools.
Confirmability. Confirmability was essential in maintaining objectivity and neutrality in the study’s findings (Guba & Lincoln, 2018). I aimed to minimize the influence of my personal biases, values, or perspectives on data collection and interpretation. To establish confirmability, I maintained thorough and transparent records of the entire research process, including data collection and analysis procedures.
I also used member checking, wherein I shared preliminary findings with participants for feedback and validation (Charmaz, 2018). This process ensured that the findings genuinely reflected the participants' experiences and were not shaped by my assumptions or biases. Moreover, I adopted a reflexive stance, acknowledging my position and potential biases while documenting my decisions and interpretations transparently. Through these practices, I ensured that the study's findings remained grounded in the participants’ perspectives, thereby enhancing its confirmability.
Authenticity. Authenticity referred to the sincerity and genuineness of my research process and outcomes (Smith, 2018). I strived to faithfully represent the participants' perspectives and experiences, ensuring accuracy and avoiding misrepresentation. I did this by incorporating their language and stories into the presentation of findings and by openly acknowledging any limitations or challenges I faced during data collection (Chase, 2021).
Member checking again played a crucial role in ensuring authenticity. By inviting participants to review and validate the findings, I ensured that their voices were accurately represented. While member checking significantly enhanced the credibility of the study, I also recognized that it might not always be feasible or appropriate in all contexts.
Finally, ensuring trustworthiness in qualitative research was a continuous and reflective process. I engaged in ongoing self-evaluation of my methods, decisions, and interpretations to identify and address potential biases. By maintaining transparent and well-documented research practices and upholding ethical standards, I strengthened the trustworthiness of my study and reinforced confidence in the validity of its findings.





Chapter 3

RESULTS

This chapter presents the results of the thematic analysis based on the data gathered from the problems and issues, coping mechanisms, and insights of the two cases on mentoring and coaching practices of master teachers. The cases involved master teachers in basic education schools from large and mega schools of the Department of Education within the Davao City Division. Additionally, this chapter summarizes the research questions on which analysis of the cases is anchored.

Time Management Eases the Gap in Ratio: Insights of Master Teachers in Large Schools on Mentoring and Coaching Teachers

Mentoring and coaching are essential for teacher development, yet their objectives and methodologies differ. Mentoring is a sustained, relationship-oriented process in which a more experienced educator offers guidance, support, and counsel to a less experienced peer. The mentee's comprehensive growth is emphasized, promoting professional and emotional development. Conversely, coaching is generally characterized by its short-term nature and emphasis on particular skills or objectives. A coach collaborates with a teacher to enhance performance by providing strategies, feedback, and support to target specific areas of need.
Figure 2 illustrates the themes on the right side, which are linked to Mentoring, emphasizing the comprehensive developmental dimensions of the relationship. The themes on the left pertain to coaching, highlighting specific skills, feedback, and task-oriented development. This layout corresponds with Albert Bandura's Social Learning Theory (1977), which emphasizes learning via observation, imitation, and modeling. This demonstrates the contribution of these practices to the professional development of teachers via both direct and indirect learning.
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Figure 2.  Large Schools Master Teachers Problems & Issues, Copings,
and Issues in Mentoring and Coaching Colleagues
With the modified paradigm above, several core problems regarding the mentoring and coaching practices of master teachers in large schools are evident. Based on thematic analysis, key challenges emerge. For mentoring, three themes emerge: lack of teachers and teaching load, limited time for pre-conference and observations, challenges in using new tools, and lack of proper orientation. For coaching, three themes emerge: reemerge from teachers, the burden of being observed while observing others, and high expectations.

Problems and Issues of Master Teachers 
on  Mentoring Teachers in Large Schools

Mentoring is vital for teacher development, yet master teachers in large schools face significant challenges. This study explores three key issues: (1) lack of teachers and overloaded teaching loads, (2) insufficient time for pre-conferences and observations, and (3) difficulties with new tools due to inadequate orientation. These challenges, categorized under observing, imitating, and modeling, highlight the need for better support in mentoring practices.

[bookmark: _heading=h.ckl3pkntfprg]Observation: Lack of Teachers and Overloaded Teaching Loads
One of the most pressing challenges in mentoring is the persistent shortage of teachers, particularly in large schools. Participants shared that class schedules become congested due to limited teaching personnel, and teachers and master teachers are burdened with heavy teaching loads. As a result, mentoring, an essential component of professional development, often takes a backseat to the primary responsibility of managing classrooms.  A participant articulated this struggle, stating:  
"Ang problem encountered kanang lack of teachers, maong fully loaded ko. (The problem I encountered is the lack of teachers, which is why I am fully loaded with classes.)  " (IDI L1)  

This sentiment resonates deeply with my own experience. With six hours of daily teaching, I have only two hours of mentoring, paperwork, and other responsibilities. This time constraint limits my ability to engage in in-depth discussions with mentees, conduct thorough classroom observations, and provide meaningful post-conference feedback. Instead, I find myself trying to squeeze in brief consultations between classes or during short breaks, an approach that lacks the consistency and depth needed for effective mentoring.  
The participants also emphasized that mentoring requires regularity, which is challenging to maintain when master teachers are already stretched thin by their instructional duties. One participant expressed the overwhelming nature of this situation:  
"Teaching loads, ma’am. Daghan gyud kayo sya, especially nga need pa nako mo-monitor sa akong mga kaubanan. (The teaching loads, ma’am. There are too many, especially since I still need to monitor my colleagues.)" (IDI L3)  

With such demanding schedules, mentoring activities are often postponed, shortened, or carried out informally rather than in a structured and systematic manner. This challenge is even more pronounced in large schools due to the sheer volume of students and the shortage of educators to distribute the workload equitably. Another master teacher shared how this affects their capacity to support mentees:  
"Master teachers often have burdens like ahhm classroom teaching because of the overloads. We are given limited time in classroom observation because we also prioritize our own classes." (IDI L2)  

This situation not only affects mentors but also has implications for mentees, who may not receive timely or adequate support due to the unavailability of their mentors. Ideally, mentoring should be a continuous, collaborative process, but with increased teaching loads and limited personnel, ensuring its quality and effectiveness becomes an uphill battle.  
There is a critical need to open additional teaching positions to address this concern, allowing for a more balanced workload distribution. By reducing their teaching loads, master teachers can dedicate more time to mentoring, fostering professional growth among their mentees, and ensuring that the mentoring process remains structured, meaningful, and impactful.

[bookmark: _heading=h.g3ak3ieticay]Imitating: Limited Time for Pre-Conference and Observations 
Another major challenge in mentoring is the limited time for conducting pre-conferences and classroom observations. The participants said that while mentoring is an essential responsibility of master teachers, time constraints make it difficult to conduct thorough pre-conference discussions before observing mentees' classes. The pre-conference is a critical component of the mentoring process, as it sets expectations, clarifies objectives, and allows the mentee to express concerns or seek advice before the actual observation. .  
A participant highlighted this issue, stating: 
"Daghang teaching loads... wala nakay enough time na maka pre-conference sa nagpaschedule og CO or kung naa man mi time, mahulog wala na pud ko free time for that particular day. (With so many teaching loads, there’s not enough time for a pre-conference with those who scheduled a  classroom observation. And even if I find time, I end up having no free time at all for that particular day.)" (IDI L1)  

However, I often struggle to conduct these sessions properly because my vacant period does not align with that of my mentees. This scheduling conflict forces me to either conduct shortened discussions or postpone them, which reduces the effectiveness of the mentoring process. Additionally, the limited time also affects the quality of post-observation discussions. The participants said that after conducting classroom observations, master teachers are expected to provide timely and constructive feedback to mentees. However, I have only two hours for non-teaching tasks, so I sometimes delay post-conference sessions or hurriedly offer input.  
Another participant emphasized how overlapping school activities further disrupt the scheduled mentoring process:
  
"Oo, nahulog jud ana sya ma’am, usahay dili pajud ma follow ang time sa calendar of activities kay naay mga activities na overlapping. (Yes, ma’am, that’s exactly what happens. Sometimes,  we can’t even follow the schedule in the calendar of activities because there are overlapping events.)" – (IDI L1)  

It can be counterproductive, as mentees may not receive the depth of guidance they need to improve their teaching strategies. Another aspect that makes time management even more difficult is the need to document mentoring activities properly. Since mentoring is about verbal feedback and involves written reports and performance assessments, the time constraints make it challenging to complete the required paperwork while ensuring quality discussions with mentees.  
A possible solution to this issue would be to revise the workload distribution so that master teachers can allocate specific mentoring hours in their daily schedule. Another approach would be to implement more flexible observation procedures, considering the limited availability of mentors and mentees. By adjusting the scheduling and reducing overlapping activities, master teachers can better support their mentees while maintaining the integrity of the mentoring process.

Modeling: Challenges in Using New Tools and Lack of Proper Orientation
Introducing new tools and systems for classroom observation and teacher evaluation has presented challenges in mentoring. When the Results-Based Performance Management System (RPMS) guidelines were suspended, master teachers, including myself, continued providing technical assistance to teachers while transitioning to an unfamiliar tool, the STAR Observation Technique. Many participants noted that this method's lack of prior experience affected the mentoring process. 


A participant described the situation:
"Challenging pa gyud sya ron ma’am kay gisuspend  atong naandan nga indicators. Naggamit ta og new tool  in which wala man ta proper orientation how to maximize the tool. (It is even more challenging now, ma’am, because the familiar indicators have been suspended. We are using a new tool, but we were not given proper orientation on how to maximize it.)" (IDI-L1)

In navigating this transition, I engaged in self-directed learning and discussions with colleagues to understand the tool's application. Participants reported a slower adjustment period without structured orientation or formal training, as they needed to familiarize themselves with the tool before effectively assisting mentees. One participant noted the expectations placed on master teachers despite the absence of preparation:
"Kaylangan ikaw jud ang model, kaylangan ikaw ang  leader, ikaw ang nakabalo, ikaw jud ang master, master gud ka. (You need to be the model, you need to be the leader, you need to know everything, you must be the expert because you are the master teacher, after all.) " (IDI L2)

Mentees reported similar issues with the adaptation of the new tool. Uncertainty regarding the assessment procedure surfaced due to their familiarity with the prior method. Several participants mentioned the difficulty of managing one's responsibilities while also providing help to mentees.
This situation underscores the need for structured training programs when implementing new tools. Participants suggested that master teachers receive formal training and adequate preparation time before integrating unfamiliar tools into mentoring and teacher evaluation. Clear guidelines were also identified as necessary to ensure consistency in implementation.
One possible approach is the integration of technology-based training sessions, providing master teachers access to instructional videos, modules, or webinars. It could help bridge knowledge gaps and facilitate a more effective mentoring process despite changes in evaluation systems.


[bookmark: _heading=h.pdz1s5tbiv62]Problems and Issues of Master Teachers 
on  Coaching Teachers in Large Schools

In coaching, I found three main challenges: (1) teacher resistance, (2) the pressure of being observed while observing others, and (3) high expectations. These issues, linked to observing, imitating, and modeling, show the need for better support in coaching. Because of these problems, which are associated with observing, imitating, and modeling, there is a requirement for improved coaching help.

[bookmark: _heading=h.yq5op14jzrwm]Observation: Resistance from Teachers
One of the most common challenges in coaching is the resistance of some teachers to feedback and suggested improvements. Participants shared that certain teachers do not incorporate corrections in their lesson plans or make adjustments based on the Performance Monitoring and Coaching Form input. This resistance appears more pronounced among tenured teachers who have been in the profession for a long time and have developed profoundly ingrained teaching styles. 
A participant highlighted this issue, stating:
"Resistance sa teachers kay usahay, like for example 
katong mga nauna pa sa atoa in service, syempre mag resist jud sila sa feedbacks labi nag kabalo sila na ang imohang perspective ug ilahang perspective is they view you as evaluator not a supporter. (Teacher resistance happens sometimes, especially with those who have been in service longer than us. Naturally, they resist feedback, particularly when they perceive that our perspective differs from theirs, as they tend to see us as evaluators rather than supporters.)" (IDI L2)

According to the participants ' observations, some teachers listen to coaching sessions gracefully but stick to their tried-and-true methods without modifying them. It is not uncommon for coaching sessions to reveal unresolved improvement areas while reviewing lesson plans. This unwillingness to change their ways of teaching or adopt new approaches reduces the efficacy of coaching and stunts career advancement.
 Participants also mentioned that not all teachers saw coaching as a positive opportunity for growth but rather as a type of criticism. Their defensiveness or unwillingness to fully engage with the comments given could stem from seeing the process as an attack on their teaching talents rather than seeing it as a collaborative effort. This resistance is a big problem because genuine coaching requires an open mind and a desire to improve one's career.
To address this issue, participants emphasized the importance of fostering a coaching culture that highlights support rather than evaluation. Encouraging teachers to see coaching as a means to refine their skills rather than as an assessment of their competence may help reduce resistance. Building trust and rapport between coaches and teachers could also ease tensions, as teachers may be more receptive to feedback when they feel supported rather than judged.
Additionally, engaging teachers in reflective discussions rather than simply pointing out areas for improvement may encourage them to be more open to change. Providing opportunities for teachers to analyze their teaching practices and arrive at their realizations could facilitate a sense of ownership over their professional growth, making them more likely to implement meaningful adjustments.
[bookmark: _heading=h.sv8kjhc1e9pj]Imitating: The Burden of Being Observed While Observing Others
Another challenge in coaching is that master teachers are responsible for mentoring their colleagues and being observed and evaluated. Participants shared that while coaching aims to enhance the teaching practices of mentees, master teachers must simultaneously serve as models of effective instruction. This dual role creates added pressure, as perceived shortcomings in their demonstration could weaken their credibility as mentors. The stress is further amplified when school heads or administrators evaluate the mentees and how master teachers conduct their observations.  




A participant expressed this concern, stating:  
"And second problem, ma’am, kay dapat man gud while nag-observe mi sa among teacher, kay si school head pud mo-observe man pud sa atoa, giunsa nato 
pag-observe. (The second problem, ma’am, is that while we are observing our teachers, the school head is also observing us, evaluating how we conduct the observation.) " (IDI L1)  

This added layer of evaluation makes the coaching process mentally and emotionally demanding. Participants indicated that master teachers must provide valuable feedback to their mentees and ensure their observation practices meet institutional expectations. The awareness of being assessed can sometimes affect the natural flow of the mentoring process, leading to a more rigid and cautious approach rather than a genuinely collaborative exchange.  To address this issue, participants suggested fostering an environment where coaching is regarded as a shared learning experience rather than a hierarchical assessment. Support systems, such as peer mentoring among master teachers, may help alleviate the anxiety associated with being observed. Additionally, professional development programs could focus on refining coaching techniques and equipping master teachers with strategies to manage the pressures of simultaneously mentoring and being evaluated.

Modeling: High Expectations from Master Teachers
The role of master teachers as curriculum leaders comes with extremely high expectations. Participants shared that master teachers are expected to possess in-depth knowledge of all topics across all grade levels within their specialization. This expectation is overwhelming and demanding, requiring a continuous commitment to studying and updating expertise.
I have learned from the participants that this becomes particularly challenging when they are assigned to coach teachers in grade levels they do not regularly teach. Since their specialization is focused on a specific grade level, they often have to review topics outside their usual scope to provide relevant coaching. This additional preparation time makes mentoring more demanding than their existing workload.
Beyond content mastery, master teachers are also expected to provide technical assistance in pedagogy, instructional materials, assessment strategies, and classroom management techniques. The assumption that they should always have the correct answers or perfect solutions adds immense pressure as teachers always look to them for expert guidance.
Another challenge tied to these high expectations is the misconception that master teachers do not need coaching themselves. As participants pointed out, the reality is that they also require continuous learning and professional development to stay updated on new teaching methodologies, curriculum changes, and assessment strategies. However, the belief that they should already be "masters" in all aspects of teaching often discourages them from openly seeking further training or acknowledging areas where they need improvement. 



One participant shared their perspective on this issue:
"As master teacher, we almost have the same salary grade with our school head... ikaw ang ginasaligan sa imong school head na kana kaya mana ni maam. (As a master teacher, we almost have the same salary grade as our school head… and because of that, the  school head places their trust in us, believing that we can handle anything.) " (IDI L2)

In light of this declaration, it is clear that master teachers have a tremendous duty. This degree of trust reflects their leadership and competence, but it also highlights the importance of institutional backing that recognizes their commitment to lifelong learning.
 The significance of acknowledging that master teachers are both curriculum leaders and lifelong learners was highlighted by participants as a means to tackle this issue. Continuous professional development, chances for students and faculty to work together, and access to current pedagogical materials should all be part of every student's educational experience. Not only will it assist master teachers keep up with the latest research, but it will also improve their mentoring skills.

Coping Mechanisms of Master Teachers  
on Mentoring and Coaching Teachers in Large Schools

In my study, I explored the coping mechanisms master teachers employed to address the challenges they faced in mentoring and coaching. The key strategies identified for mentoring included effective time management, which allowed mentors to balance their responsibilities; a commitment to self-improvement and professional development, ensuring they remained updated with the latest teaching methods; and seeking guidance from school heads for additional support and alignment with school goals. In coaching, the primary coping mechanisms involved encouraging peer observation and self-reflection, promoting a collaborative learning environment, replicating best practices from school heads, which provided coaches with effective leadership models, and demonstrating best practices in teaching, allowing coaches to model effective strategies for their peers, these coping mechanisms demonstrated how master teachers navigated the complexities of their roles, enhancing their ability to support colleagues while managing their professional growth.

Coping Mechanisms of Master Teachers  
on Mentoring Teachers in Large Schools

Effective time management balances mentoring duties with teaching responsibilities and administrative tasks. Given that master teachers typically have six hours of classroom learning daily and only two hours allocated for other responsibilities, careful planning is essential to ensure productivity.
[bookmark: _heading=h.qkll4y60tpkq]
[bookmark: _heading=h.772c62ad5fdx]Observation: Time Management Strategies
Effective time management is crucial in balancing mentoring duties with teaching responsibilities and administrative tasks. Given that master teachers typically have six hours of classroom teaching daily and only two hours allocated for other responsibilities, careful planning is essential to ensure productivity. 
As one participant shared, 
"Gina arrange lang jud namo maam. Time management lang jud maam. (We just arrange it, ma'am. It's really all about time management, ma'am.)" (IDI L1)

This approach emphasizes the importance of organizing time efficiently. Another participant stressed, 
"Time management gyud dpat maam. Unahon ang dapat unahon. (Time management is really important, ma'am. Prioritize what needs to be prioritized.)" (IDI L2)

Emphasizing the significance of sticking to a prioritized list and concentrating on what matters. I've discovered that planning mentoring activities helps better organize pre-conference conversations, observations, and post-conference thoughts. Conflicts with teaching loads and the necessity for last-minute adjustments can be avoided with its guidance.. 
As one participant explained, 
"I have to manage my time because coaching other  teachers can be time-consuming... balance my time in teaching responsibilities as well as my mentoring and coaching." (IDI L2)

Using digital tools, such as calendar apps or shared schedules, helps streamline the coordination between mentors and mentees. One effective strategy is time blocking, where specific periods are set aside exclusively for mentoring-related tasks. For example, reserving one day each week for observations and feedback sessions allows the mentoring process to be conducted without disrupting other responsibilities. 
Participants also shared practical strategies to ensure that teaching duties and mentoring responsibilities are not disrupted. As one participant noted, 		
"Usahay prepared na akong activity sheets sa mga bata for the following week para if mabusy ko, naa ko’y mahatag sa mga bata kay no disruption of classes baya ta maam. (Sometimes I prepare the activity sheets for the students for the following week so that if I get busy, I still have something to give to the students because we must avoid disruption of classes, ma'am.) " (IDI L2)

Providing evidence that students' learning may continue uninterrupted even when time is of the essence through proactive planning. Master teachers use practical time management skills to juggle numerous tasks, as these coping mechanisms demonstrate..

[bookmark: _heading=h.rnhnym78xui]Imitating: Self-Improvement and Professional Development
To be effective mentors, master teachers must continuously enhance their skills and knowledge. Self-improvement and professional development are essential in providing relevant and up-to-date guidance to mentees. I have found that attending training sessions, workshops, and online courses allows me to stay current on new teaching methodologies, assessment strategies, and curriculum updates. Engaging in professional learning communities (PLCs), where educators share insights and best practices, also enhances the effectiveness of mentoring.
One participant emphasized the importance of ongoing professional development, stating, 
"I have to improve myself through engagement in 
different professional development by staying updated 
with new technologies and new teaching methods." (IDI L2).

A commitment to self-improvement also involves reflective practice. Keeping a journal of mentoring experiences, challenges encountered, and solutions implemented allows master teachers to refine their mentoring approach. Reflecting on these experiences helps identify areas for improvement and grow as educators. 
As one participant explained,
 "Asking what went well and what are the things need to be improved. Si teacher mismo mo identify ana then
mag agree mi to maintain good practices. (Asking what went well and what needs improvement. The teacher himself will identify that, then we agree to maintain good practices.) " (IDI L3). 

Seeking feedback from mentees also plays a key role in this process, as it helps pinpoint areas where further development is needed. 
Another participant shared, 
"Kanang ako lang pud ginabalik sa ilaha unsa pud akong nadawat sa akoang head kung unsa sya mo TA mao pud ko." (IDI L3)

It suggests that the guidance received from school heads serves as a model for effectively providing technical assistance. In addition to professional learning and reflective practice, master teachers also focus on modeling best practices for their mentees. 


As one participant shared,  	
"I have to model my best practices in math especially ahhh I invited them to observe my classes and letting them observe my teaching methods." (IDI L2)

This approach demonstrates effective teaching strategies and fosters an environment of open learning and collaboration. Moreover, simplifying work processes and managing tasks efficiently can help master teachers focus on their development while balancing mentoring and regular duties. 
One participant highlighted this coping mechanism: 
"Simplification of work..kanang kuan lang pagaanon 
lang nako akong trabaho. (Simplification of work... it's like I just make my work easier.)" (IDI L3)

These strategies reflect how master teachers actively engage in their professional growth to remain effective mentors, ensuring their mentees receive relevant and impactful guidance.
[bookmark: _heading=h.tm3k4az7cdwt]Modeling: Seeking Guidance and Technical Assistance from School Heads 
Mentoring necessitates a cooperative endeavor that needs backing from educational authorities. Consulting with school leaders guarantees that master teachers synchronize their mentoring strategies with the institution's objectives and priorities. School leaders can also promote professional development initiatives that assist mentors and mentees. I have gained from the technical support of school leaders, particularly when mentorship entails negotiating new policies or teaching frameworks. Engaging in dialogue with school administrators allows master teachers to access additional resources, such as teaching materials, observation tools, or external training opportunities.
Participants emphasized that consulting school heads provides clarity on mentoring expectations and helps address challenges such as scheduling conflicts and workload distribution. 
Additionally, requesting administrative support for adjustments in workload distribution can help balance mentoring and teaching responsibilities. School heads are essential in ensuring that master teachers can effectively carry out their mentoring duties without excessive strain. 
As one participant shared: 
"Katong mga HT ug school head, ma’am, moguide pud
 nako paghatag technical assistance to teachers. (The head teacher and school head can also guide me  in providing technical assistance to teachers.)" (IDI L3) 

 Another participant highlighted the significance of leadership support in mentoring: 
"If supportive pud ang school head, ma’am, mas gaan  pud mo-mentor og mga kaubanan. (If this school head is supportive, it becomes easier to 
mentor colleagues.) " (IDI L3) 

According to these findings, school administrators may better mentor master teachers by providing them with direction and tools and helping them manage their workload. By working together, master teachers can carry out their duties as instructors and mentors without sacrificing.




Coping Mechanisms of Master Teachers  
on Coaching Teachers in Large Schools

[bookmark: _heading=h.wumt5om8ft0s]Master teachers employ various strategies to overcome coaching challenges. This study highlights three key coping mechanisms: (1) encouraging peer observation and self-reflection, (2) replicating best practices from school heads, and (3) demonstrating effective teaching practices. These strategies, categorized under observing, imitating, and modeling, help enhance coaching effectiveness.

Observation: Encouraging Peer Observation and Self-Reflection
Enhancing coaching effectiveness can be achieved through the promotion of peer observation and self-reflection practices. Facilitating peer observation among teachers yields significant learning experiences and fosters professional development. Participants observed that peer observation enables teachers to observe effective teaching strategies in practice, promoting the integration of best practices into their instruction. Additionally, this approach helps reduce some teachers' resistance when being coached, as learning from peers feels more collaborative than directive.
I have observed that when teachers engage in self-reflection, they become more aware of their strengths and areas for improvement. Using guided reflection tools, such as self-assessment checklists or post-lesson reflection prompts, helps teachers critically evaluate their instructional practices. To implement this effectively, coaching sessions can include structured peer observation cycles where teachers watch each other's lessons, provide feedback, and discuss improvements. This strategy fosters shared learning rather than a one-sided evaluation process. 
One participant shared:
 "I invited them to observe my classes and let them observe my teaching methods, my techniques in daily teaching math." (IDI L2) 

This highlights how peer observation allows teachers to learn from one another and gain insights into effective teaching strategies. Another participant elaborated on the reflective process, saying: 
"Asking what went well and what are the things that need to be improved. Si teacher mismo mo-identify ana then mag-agree mi to maintain good practices. (Asking what went well and what needs improvement. The teacher identifies this themselves, and then we agree on maintaining good practices.) " (IDI L3)
 
These insights emphasize that integrating peer observation and self-reflection into coaching creates a more collaborative, supportive, and growth-oriented teaching environment. One more participant reflected on how they replicate their own experiences: 
"Kanang ako lang pud ginabalik sa ilaha unsa pud 
akong nadawat sa akoang head kung unsa sya mo TA 
mao pud ko. (I reflect back to them the same technical assistance I received from my head.) " (IDI L3) 
	
This approach highlights the reciprocal nature of coaching, where the learning is mutual, and the coach and the teacher continuously grow.


[bookmark: _heading=h.qzzhr521dda0]Imitating: Replicating Best Practices from School Heads
School heads play a pivotal role in enhancing the effectiveness of mentoring and coaching. Their guidance and support are essential in ensuring that master teachers can deliver technical assistance to their colleagues. Participants highlighted the importance of school heads in providing the necessary direction and resources for successful mentoring. One participant emphasized: 
"Kanang mga HT ug school head ma'am moguide pud 
nako paghatag technical assistance to teachers. (The head teacher and school head can also guide me in providing technical assistance to teachers.)" (IDI L3)
 
This statement reflects the crucial role that school leaders play in shaping the mentoring process, providing clarity on expectations, and offering support to master teachers.
Additionally, the level of support from school heads directly impacts the ease with which mentoring occurs. When school heads are supportive, the mentoring process becomes more manageable and effective. As one participant shared 
"If supportive pud ang school head ma'am, mas gaan pud mo mentor og mga kaubanan. (If the school head is supportive, it becomes easier to mentor colleagues.)" (IDI L3) 
it highlights how a supportive school head facilitates smoother mentoring and fosters a positive and collaborative environment among teachers.


Modeling: Demonstrating Best Practices in Teaching
As curriculum leaders, master teachers are expected to model high-quality teaching practices, strengthening their credibility and providing mentees with concrete examples to follow. Effective coaching goes beyond verbal guidance and requires hands-on demonstration of instructional strategies. Participants noted that teachers learn best when they see methodologies applied in real classroom settings. For instance, one participant shared: 
"I have to model my best practices in math especially, ahhh I invited them to observe my classes and letting them observe my teaching methods." (IDI L2) 

It highlights the importance of actively showing teaching strategies in practice, making it easier for mentees to adopt similar methods. Master teachers can also benefit from preparing in advance.
As one participant explained: 
"Usahay prepared na akong activity sheets sa mga bata for the following week para if mabusy ko, naa ko’y 
mahatag sa mga bata kay no disruption of classes baya  ta maam. (Sometimes, I prepare my activity sheets for the kids for the following week so that if I get busy, I still have something to give to the kids to avoid disruption of classes.)" (IDI L2) 
This approach makes it easier to focus on demonstrating teaching best practices without getting overwhelmed by administrative tasks. Lastly, mastering efficient systems and tools for managing tasks is key to maintaining effectiveness. A participant shared: 
"Simplification of work..kanang kuan lang pagaanon 
lang nako akong trabaho. (Simplification of work... I just make my tasks lighter.)" (IDI L3) 
This approach makes it easier to focus on demonstrating teaching best practices without getting overwhelmed by administrative tasks.
Lastly, mastering efficient systems and tools for managing tasks is key to maintaining effectiveness. A participant shared: 
"Gina search ko saon nako pagpadali sa mga
 trabahoon. Unsa nindot nga system, apps or anything 
nga mogaan. (I search for ways to make my tasks faster. What are good systems, apps, or anything that can make it easier?)" (IDI L3)
It reflects how embracing technology or streamlined processes can ease workload management, allowing master teachers to dedicate more time to mentoring and coaching. By modeling instructional strategies and providing structured learning experiences, master teachers create an environment where mentees can develop confidence and competence in their teaching practices.

Insights of Master Teachers  
on Mentoring and Coaching Teachers in Large Schools

About the modified paradigm above, several key insights emerge from the mentoring and coaching practices of master teachers in large schools. For mentoring, five significant themes are highlighted: being a role model, providing technical assistance, encouraging continuous learning, time constraints in mentoring, and building a supportive environment.
For coaching, five central themes emerge: facilitating teacher growth, overcoming resistance to feedback, pre-conference importance, modeling best practices, and time constraints in coaching. 
[bookmark: _heading=h.rz0ns71yn6a1]
Insights of Master Teachers  
on Mentoring Teachers in Large Schools

This study explored key insights into mentoring practices among master teachers. Five significant themes emerged: (1) the importance of being a role model, (2) providing technical assistance to teachers, (3) fostering continuous learning, (4) managing time constraints in mentoring, and (5) creating a supportive environment. These insights highlighted the essential role of master teachers in guiding and empowering their colleagues..
[bookmark: _heading=h.axfz795jxm7a]Being a Role Model
One of the most impactful insights I have gained is the importance of being a role model in mentoring. Mentees look up to their mentors not only for instructional guidance but also for professional conduct. It is not enough to provide theoretical advice; mentors must embody the principles they advocate. It means demonstrating best practices in lesson planning, classroom management, and instructional delivery. Being a role model extends beyond pedagogy. It involves exhibiting a strong work ethic, adaptability, and emotional intelligence. Mentees are observant and tend to adopt the strategies we teach and the attitudes and behaviors we exhibit. A mentor with resilience, a growth mindset, and enthusiasm for continuous learning inspires mentees to cultivate the same qualities in their professional journey. In my experience, those who mentor with integrity, patience, and dedication leave lasting impressions on the teachers they guide. As one participant emphasized:
"Kailangan ikaw jud ang model, kaylangan ikaw ang 
leader, ikaw ang nakabalo, ikaw jud ang master, master gud ka. (You really have to be the model because you need to be the leader, the one who knows, you’re the master, you’re really the master.)" (IDI-L1) 

By setting high professional and ethical standards, mentors create a positive ripple effect that influences the overall teaching culture within the school. As one participant shared:
"I have to model my best practices in math especially, ahhh I invited them to observe my classes and letting them observe my teaching methods." (IDI L2)

This response emphasizes the importance of demonstrating instructional practices in real classroom settings, providing mentees with a tangible example to emulate.
[bookmark: _heading=h.olksx6x92jw4]Providing Technical Assistance
Mentoring is not merely about offering verbal advice; it requires providing hands-on technical assistance to help mentees translate theory into practice. I have learned that technical assistance can range from guiding teachers in crafting lesson plans to demonstrating how to integrate technology into their teaching. This support becomes especially crucial when mentees face unfamiliar instructional challenges. Beyond instructional strategies, technical assistance also involves helping mentees navigate performance evaluation systems, such as classroom observations and documentation requirements. For instance, when the Results-Based Performance Management System (RPMS) was temporarily suspended, we had to shift to the STAR Observation Technique. Since this tool was new to master teachers as well, I realized that effective mentoring also includes self-directed learning. We had to equip ourselves first before confidently guiding our colleagues. This process reinforced that mentoring is a two-way street: mentors support their mentees while continuously refining their expertise.
As one participant mentioned:
"Katong mga HT ug school head maam moguide pud  nako paghatag technical assistance to teachers. (The head teacher and school head also guide me in providing technical assistance to teachers.)" (IDI L3) 

It highlights that even experienced mentors benefit from collaborative learning and leadership support, ensuring that mentoring remains a shared responsibility within the school community. Another participant shared:
"Kanang ako lang pud ginabalik sa ilaha unsa pud  akong nadawat sa akoang head kung unsa sya mo-TA mao pud ko. (I simply pass on to them what I have received from my head. How she provides technical assistance, I do the same.)" (IDI L3) 
This response underscores the importance of replicating effective practices and techniques learned from school leaders, ensuring continuity and consistency in mentoring efforts.

Encouraging Continuous Learning
Another essential insight in mentoring is the role of continuous learning. Teachers must stay updated on the latest pedagogical trends and technological advancements in an ever-evolving educational landscape. Mentors must encourage mentees to pursue professional development opportunities and model a commitment to lifelong learning. Encouraging continuous learning means fostering an environment where professional growth is not seen as an obligation but as an opportunity for enrichment. It can be done by sharing research-based strategies, organizing Learning Action Cell (LAC) sessions, and promoting participation in workshops and conferences. It also involves guiding mentees on their teaching practices and seeking improvement. In my experience, the most successful mentees embrace learning as a lifelong endeavor rather than a requirement for compliance. As one participant shared:
d
"Mas advance ta dapat sa atong mentees. For instance, in the use of ICT, it must be us who are learning first so we can give proper assistance. (We should be more advanced than our mentees. For instance, in the use of ICT, it must be us who are learning first so we can give proper assistance.) " (IDI L1)

It reinforces the idea that effective mentors lead by example, continuously honing their expertise to better support their mentees in navigating the complexities of teaching and learning.
"I have to improve myself through engagement in different professional development by staying updated 
with the new technologies, new teaching methods." (IDI L2)

Time Constraints in Mentoring
One of the most challenging insights I have gained is the pervasive issue of time constraints in mentoring. Balancing teaching responsibilities with mentoring duties often leaves limited time for in-depth pre-conference discussions, classroom observations, and post-conference feedback. This time crunch makes it difficult to maintain the consistency and depth that effective mentoring requires. As a master teacher, I am expected to teach six hours daily, leaving only two hours for mentoring, coaching, and administrative tasks. Moreover, coordinating schedules with mentees is a persistent challenge, as our vacant periods rarely align.
To address this, I have learned to maximize technology by using online platforms for asynchronous consultations and feedback. While these strategies help, systemic adjustments such as reducing teaching loads for mentors would be necessary to address this constraint fully. 
As one participant explained:
"Teaching loads, ma’am. It’s really heavy, especially since I also need to monitor my colleagues." (IDI L3)

It highlights the need for institutional support to optimize mentoring programs and ensure that master teachers can effectively fulfill their roles without compromising instructional quality.
"Usahay prepared na akong activity sheets sa mga bata for the following week para if mabusy ko, naa ko’y 
mahatag sa mga bata kay no disruption of classes baya ta maam. (Sometimes, I prepare the activity sheets for the kids for the following week so that if I get busy, I have something to give them, ensuring no disruption of classes.)" (IDI L2)


[bookmark: _heading=h.3eo634hos6al]Building a Supportive Environment
Mentoring cannot thrive in a climate of fear or mistrust. I have realized that creating a supportive and non-judgmental environment is essential for effective mentoring. Mentees are more receptive to feedback and willing to take risks when they feel safe and valued. Building a supportive environment requires fostering mutual respect and open communication. When mentees see that their mentor is genuinely invested in their success, they are more likely to embrace feedback as constructive rather than critical. I have also found that acknowledging mentees' progress, no matter how small, significantly boosts their confidence and motivation. A mentorship rooted in encouragement rather than mere evaluation fosters a stronger, more productive relationship. As one participant noted:
"If the school head is supportive, it becomes easier to mentor colleagues." (IDI L3)

This insight highlights the importance of cultivating a culture of trust, where mentees feel empowered to improve without fear of judgment
"If supportive pud ang school head maam, mas gaan pud mo mentor og mga kaubanan. (If the school head is supportive, it becomes easier to mentor colleagues.) " (IDI L3)



Insights of Master Teachers  
on Coaching Teachers in Large Schools

This study examined the coaching practices of master teachers, aiming to identify the strategies and challenges encountered in facilitating the professional development of their peers. Analysis of qualitative data from interviews and focus group discussions revealed five central themes: facilitating teacher growth, overcoming resistance to feedback, acknowledging the significance of pre-conferences, modeling best practices, and addressing time constraints in coaching. Themes illuminate the intricate dynamics of coaching, highlighting the deliberate and flexible strategies employed by master teachers to guide and empower their colleagues in the face of challenges.

Facilitating Teacher Growth
Coaching is fundamentally about empowering teachers to reach their full potential. I have learned that the most effective coaches act as facilitators rather than evaluators. Coaches help teachers recognize their strengths, establish improvement objectives, and explore new strategies rather than prescribe actions for them. Effective coaching involves inspiring change rather than imposing it. Engaging teachers in reflective discussions is essential for helping them identify areas for growth in a supportive manner rather than a prescriptive one. The key is to provide constructive feedback while allowing teachers to maintain their autonomy in their professional development. One participant explained the importance of self-reflection in coaching: 
"Asking what went well and what needs improvement. 
The teacher themselves identifies this, and then we agree on maintaining good practices." (IDI L3)
This approach fosters a sense of ownership over professional growth, making coaching a collaborative and empowering process.


Facilitating Teacher Growth
Coaching focuses on helping teachers develop professionally by providing constructive feedback and guidance. One participant shared:
"Kanang mga HT ug school head maam moguide pud 
nako paghatag technical assistance to teachers." (IDI L2)

Using the backing of school heads and coworkers to facilitate coaching is demonstrated. Coaching works best when teachers follow the lead of their mentors and school administration. Hence, everyone should pitch in to support teachers' professional growth. By taking this tack, coaching fosters an environment that is both encouraging and conducive to learning, enabling teachers to continue to develop.
Overcoming Resistance to Feedback
[bookmark: _heading=h.1bhxaoam6uek]Addressing resistance to feedback, particularly among tenured teachers, is one of the most sensitive aspects of coaching. I have learned that overcoming this challenge requires empathy, diplomacy, and effective communication. Instead of delivering feedback as a directive, I have found that framing it as a shared exploration works better. Encouraging self-reflection by asking questions like, "What do you think worked well in your lesson?" fosters a more open dialogue. This approach helps teachers feel more involved in their growth rather than feeling judged. When teachers take ownership of their professional development, they become more receptive to feedback and are more likely to implement meaningful changes. One participant shared:
"Resistance from teachers happens sometimes, especially those who have been in service longer. Of course, they tend to resist feedback." (IDI L2)
It emphasizes the difficulty of coaching veteran teachers who may be less receptive to criticism due to their established pedagogical habits or self-assurance in their abilities.
Coaching should be seen as a collaborative activity rather than a top-down evaluation. This helps mentors create trust and encourages even the most experienced teachers to accept ongoing learning.

Overcoming Resistance to Feedback
Resistance from teachers, especially those with more experience, can hinder the coaching process. Master teachers face the challenge of overcoming this resistance. 
One participant noted::
"Kanang resistance sa teachers kay usahay, like for  example katong mga nauna pa sa atoa in service syempre mag resist jud sila sa feedbacks. (That resistance from teachers happens sometimes, like for example, those who have been in service longer than us, of course, they tend to resist feedback.) " (IDI L2)

This insight reflects the challenges in coaching more experienced teachers who may be less receptive to feedback. Acknowledging this resistance and adopting strategies to make feedback feel like a shared process rather than imposed can foster a more supportive and effective coaching environment.


[bookmark: _heading=h.x1ckn8ydkbm2]Pre-Conference Importance
It has come to my attention that the pre-conference stage is an important but sometimes disregarded part of coaching, and it is this step that significantly contributes to making classroom observations more effective altogether. The time spent before the observation sets the stage for success, even though the observation is typically considered the main event. Investing time in pre-conference discussions allows coaches and mentees to align their expectations, clarify the observation criteria, and discuss any instructional concerns or goals for the lesson. Collaboration makes mentees feel prepared and supported, lessening observation anxiety for many teachers. Teachers can anticipate and overcome obstacles by examining lesson plans and techniques and improving lesson implementation. Additionally, pre-conferences allow coaches to offer guidance before the lesson takes place, which can help mentees prevent common pitfalls and maximize their opportunities for success. 
As one participant explained, 
"Pre-conference means offering an excellent opportunity to identify potential challenges students might face and address misconceptions proactively." (IDI L1) 

It focuses on the value of the pre-conference as a time for reflection and a space for planning. By prioritizing pre-conference discussions, mentors can create a supportive environment where teachers feel confident in their instructional decisions. It ensures that the observation is not merely a critique but a constructive and positive learning experience. This approach allows the mentee to see observations as a collaborative tool to help them grow rather than an evaluative process to highlight their weaknesses. Pre-conferences facilitate establishing a trusting relationship between coach and mentee, enhancing the potential for a productive and rewarding coaching experience. This stage focuses on identifying areas for improvement, facilitating teacher success, improving their confidence, and promoting professional growth.

Modeling Best Practices
Coaching is not just about telling teachers what to do but about showing them how to do it. Through my experience, I have learned that one of the most powerful coaching techniques is demonstrating best practices through model lessons or co-teaching sessions. When teachers see strategies implemented in real time, they gain a much clearer understanding of how to execute them effectively in their classrooms. This visual and experiential learning approach clarifies the theoretical aspects of teaching strategies and allows teachers to observe the nuances of how these practices are carried out. For example, they see how classroom management techniques are applied, how students are engaged in the lesson, and how the teacher navigates challenges during instruction. These aspects of teaching can often be difficult to communicate through verbal advice alone. One participant shared, 
"I have to model my best practices in math, especially ahhh I invited them to observe my classes and letting them observe my teaching methods." (IDI L2)
[bookmark: _heading=h.igv8c2xhj6s3] This statement highlights the efficacy of observational learning and active participation in the educational process. Incorporating modeling into coaching allows mentors to offer mentees concrete examples, transforming professional development into a more practical and impactful experience. Teachers develop confidence and acquire the necessary resources to effectively implement successful classroom strategies through observing their peers.   Teachers can internalize best practices through hands-on learning rather than merely receiving directives.

Time Constraints in Coaching
As with mentoring, time is a significant factor in coaching. There will be insufficient time for in-depth coaching sessions when juggling coaching, teaching, and administrative tasks. I have found that integrating coaching moments into regular professional activities, such as department meetings or school-based learning sessions, helps optimize time. This integration makes coaching more efficient and ensures that the coaching process is ongoing and embedded in the teachers' everyday professional lives. 
However, my most significant lesson is that quality matters more than quantity in coaching. Even brief but focused coaching sessions can profoundly impact when conducted with care, empathy, and precision. These short yet intentional sessions can be more effective than longer ones that may lack focus or relevance to the teachers' immediate needs. 
One participant explained, 
"Master teachers often have burden like ahhm  classroom teaching because of the overloads, we are given limited time in classroom observation because we also prioritize our own classes." (IDI L2) 

This insight highlights the constant juggling act that master teachers face, making optimizing the time spent in coaching even more critical. By making the most available time and ensuring that each coaching interaction is meaningful, master teachers can provide valuable support to their mentees without feeling overwhelmed by competing responsibilities. 
As one participant shared, 
"Gina search ko saon nako pagpadali sa mga  trabahoon. Unsa nindot nga system, apps or anything 
nga mogaan. (I search for ways to make my tasks easier. I look for good systems, apps, or anything that can lighten my workload.)" (IDI L3) 
It speaks to the need for strategies and tools that help streamline tasks, enabling teachers to manage their time more efficiently. By adopting these approaches, coaches can maximize the impact of each interaction, ensuring that even limited coaching time translates into meaningful growth for the teachers they support..
Structured Planning and Communication Bridge Workload Pressures: Insights of Master Teachers in Mega Schools on Mentoring and Coaching Teachers 


This section explored the problems and issues, coping mechanisms, and insights observed in Case 2, focusing on the mentoring and coaching practices of master teachers in mega schools under the Department of Education. Guided by Albert Bandura's Social Learning Theory (1977), which emphasizes learning through observation, imitation, and modeling, the analysis highlighted how these processes shape these mechanisms. The influence of observation, imitation, and modeling is central to how master teachers mentor and coach their colleagues, facilitating professional growth and development within larger, more complex school environments.
Figure 3 presented a modified paradigm illustrating the issues related to mentoring and coaching, along with the coping mechanisms and insights of master teachers in mega schools within the Department of Education, with a clear focus on how observation, imitation, and modeling influence these mechanisms. 
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Figure 3. Mega Schools Mentoring and Coaching Practices of Master Teachers in Basic Education Schools

Problems and Issues of Master Teachers 
on Mentoring and Coaching Teachers in Mega Schools

[bookmark: _heading=h.jwvm0ew7acry]With the modified paradigm above, it is evident that several core problems exist concerning the mentoring and coaching practices of master teachers in mega schools. Based on thematic analysis, several critical challenges for mentoring include overlapping responsibilities and role strain, resistance to change and curriculum adaptation, lack of commitment and sincerity in learning, approach and teacher receptiveness, resistance to feedback and implementation, the importance of punctuality and in mentoring, collaboration, and communication for success, and improvement in teaching strategies and classroom management, totaling eight themes. The themes for coaching involve time constraints and coaching challenges, hectic schedules and coaching limitations, workload and implementation challenges, multitasking across departments, limited materials and engagement barriers, and inconsistencies in implementation, totaling six themes.

Problems and Issues of Master Teachers 
on Mentoring Teachers in Mega Schools

Mentoring is crucial in professional development, yet various challenges can impact effectiveness. Based on a thematic analysis, eight key challenges have emerged, highlighting the complexities of the mentoring process. These include overlapping responsibilities and role strain, resistance to change and curriculum adaptation, lack of commitment and sincerity in learning, issues with approach and teacher receptiveness, resistance to feedback and implementation, the importance of punctuality in mentoring, the necessity of collaboration and communication for success, and the need for improvement in teaching strategies and classroom management. Understanding these challenges is essential for enhancing mentoring practices and fostering a more supportive learning environment..
[bookmark: _heading=h.44lxoklr8lt9]Observation: Overlapping Responsibilities and Role Strain
Mentoring in large educational institutions frequently poses considerable challenges, mainly because overlapping responsibilities result in role strain for master teachers. Overwhelming workloads commonly result from juggling multiple obligations, such as mentorship, administrative work, classroom instruction, and curriculum development.   Time restrictions force the acceleration or delay of specific sessions, affecting the consistency and quality of mentoring, which is a significant burden.
One master teacher shared the frustration of not being able to dedicate enough time to mentoring due to additional tasks beyond their designated responsibilities:
"Sad lang because I cannot perform my other responsibilities as master teacher tanan. Because there are other responsibilities that I have to perform that’s beyond my responsibility. (It’s just sad because I cannot fulfill all my responsibilities as a master teacher. There are other tasks I have to take on that go beyond my actual role.)" (IDI M4)


This statement highlights the difficulty of striking a balance between different responsibilities. With the increasing demands placed on master teachers, mentoring often takes a backseat, reducing effectiveness. Some participants noted that limited mentoring time leads to a lack of follow-through on lesson plan corrections and instructional improvements:
"They will not be able to edit their lesson plans and to
 improve their teaching strategies." (FGD 2)

[bookmark: _heading=h.plj0qv36cmrb]Master teachers have developed strategies to prioritize tasks, delegate responsibilities when feasible, and advocate for dedicated mentoring hours within the school schedule to address this issue. Institutional support, including the reduction of non-teaching responsibilities and the integration of mentoring into official workloads, is essential for maintaining the significance and productivity of mentoring.

Observation: Resistance to Change and Curriculum Implementation
[bookmark: _heading=h.rnpeqfr0pixh]One of the key challenges in mentoring teachers in mega schools is the resistance to change, particularly in adapting to new curriculum standards and teaching methodologies. Many teachers find comfort in their long-established teaching practices and hesitate to shift to newer, more innovative approaches. The continuous modifications in curriculum frameworks, as seen in recent educational reforms, have intensified this reluctance. 
A participant noted:
"Some of the teachers are not ready to adopt thenew techniques or the new curriculum, especially nowadays na bag-o napud ang curriculum. They are not ready to adopt it. (Some of the teachers are not ready to adopt the new techniques or the new curriculum, especially now that there is another new curriculum. They are not 
prepared to adapt to it.)" (IDI M4)

This resistance impacts instructional quality, as teachers who refuse to update their methods may struggle to meet evolving student needs. Observations from classroom demonstrations reveal that some teachers maintain outdated lesson structures without implementing suggested revisions:
"Pag tanaw nimo sa pagka-demo kay na chaka na, wala juy gi usab, walay gi-edit sa imong gipang sulti. (When you watched the demo, it was poorly done, nothing was changed, nothing was edited from what you originally said.)" (FGD 5)

Overcoming this resistance requires a gradual, structured approach to implementation. Rather than enforcing abrupt shifts, providing teachers with consistent professional development opportunities, hands-on modeling of new strategies, and clear justifications for change can increase receptiveness. Furthermore, promoting a culture of continuous learning within the school community can encourage teachers to view change not as a disruption but as a means to enhance their instructional effectiveness.
Observation: Lack of Commitment and Sincerity in Learning
[bookmark: _heading=h.95d1iy9hvqma]Mentees must demonstrate commitment and sincerity in their professional growth for mentoring to be effective. However, a common challenge among master teachers is encountering educators who participate in mentoring sessions out of obligation rather than genuine interest. This lack of intrinsic motivation hinders the impact of mentoring and limits the mentees' willingness to implement new strategies. 
One master teacher expressed disappointment over the lack of sincerity among some teachers:
"They are not sincere to learn something from you or from the master teacher. Since punctuality and sincerity is missing then I can really say, that they are not committed." (IDI M5)

This sentiment is further supported by observations of inconsistencies in how teachers respond to feedback. Some teachers agree in mentoring discussions but fail to implement the suggested improvements:
"Sometimes I see inconsistencies when mentees say yes to your suggestions but do not actually apply them." (FGD 5)

"There are some teachers na when you corrected their 
DLP, kanang murag mosupak gani sila. (There are some teachers who, when you correct their Detailed Lesson Plan (DLP), seem to resist or disagree.)" (FGD 3)

To address this challenge, it is essential to cultivate an environment where continuous learning is not merely a compliance measure but an integral part of professional growth. Providing incentives, recognizing small achievements, and integrating reflective practices into mentoring sessions can help encourage sincere participation. Additionally, aligning mentoring activities with teachers' personal and professional goals can create a stronger sense of ownership in the learning process.


Observation: Approach and Teacher Receptiveness
[bookmark: _heading=h.2tus5kid5zwh]The success of mentoring is heavily dependent on the approach used by the mentor and the level of receptiveness from the mentee. Some teachers thrive under structured, directive mentorship, while others respond better to a more conversational and collaborative style. The challenge arises when teachers perceive feedback as criticism rather than constructive guidance.
One master teacher shared the importance of being an active listener rather than merely instructing:
"The key lesson I've learned is my listening skills. Maminaw jud ka sa imong mga teachers, sa imong mentees, dili lang ikaw ang mag sigig istorya. (The key lesson I've learned is improving my listening skills. You really have to listen to your teachers, to your mentees, and not just be the one doing all the talking.)" (FGD 2)

When teachers feel valued and understood, they become more open to feedback and mentorship. On the other hand, some mentees may initially resist feedback due to pride, fear of change, or a sense of complacency in their teaching methods. It is evident in the reluctance of some teachers to revise their lesson plans despite receiving corrections:
"There are some teachers na when you corrected their DLP kanang murag mosupak gani sila, unya pag kuanan nimo naa kay mga correction, murag dili napud to nila matuman. (There are some teachers who, when you correct their DLP, they seem to resist it, and when you provide corrections, it feels like they won’t implement them either.)" (FGD 3)

Clear and open communication is essential in navigating these challenges. One mentor emphasized the significance of ensuring that messages are delivered in a way that prevents misunderstandings and resistance:
"Communication between my mentees and me is very important. There must be openness in terms of communication—everything must be clear and concise to avoid chaos." (IDI M5)

This highlights the need for mentors to establish trust and rapport with their mentees, fostering a supportive environment where constructive feedback is welcomed rather than rejected. Using a strengths-based approach, where feedback is framed around recognizing and enhancing existing skills, can also lead to better receptiveness among teachers.
Imitating: Resistance to Feedback and Implementation
[bookmark: _heading=h.w7ji382267h1]Providing constructive feedback is integral to mentoring, yet not all teachers readily accept or apply it. Some educators, particularly those in service for many years, resist modifying their teaching strategies, even when feedback is given to support their professional growth. While they may acknowledge the recommendations during mentoring sessions, implementing them in the classroom remains inconsistent. One practical approach to addressing this challenge is reinforcing the direct link between feedback and student learning outcomes, helping teachers recognize how instructional adjustments can enhance student engagement and achievement. Demonstrating the benefits of the suggested strategies through peer modeling or real classroom examples also fosters greater receptivity. Moreover, collaborative lesson planning and reflective discussions create a shared sense of responsibility for improvement, making teachers more willing to embrace change.
A participant observed, 
"There are some teachers na when you corrected their 
DLP kanang murag mosupak gani sila, unya pag kuanan nimo naa kay mga correction, murag dili napud to nila matuman. (There are some teachers who resist when you correct their Detailed Lesson Plan (DLP). When you point out corrections, they tend not to implement them.)" (FGD 3)

This statement underscores the need for a supportive mentoring approach rather than imposing. By fostering a culture of constructive feedback that highlights professional growth rather than criticism, teachers may develop a greater willingness to integrate meaningful changes into their instructional practices.

Imitating: Importance of Punctuality in Mentoring
Time management plays a crucial role in ensuring the effectiveness of mentoring sessions. However, punctuality issues remain challenging, as some teachers arrive late or fail to attend scheduled meetings. Such delays disrupt the mentoring process and hinder timely interventions for teaching concerns. To address this, setting clear expectations about punctuality and reinforcing the importance of time management is essential. Providing timely reminders, maintaining a structured schedule, and aligning mentoring sessions with teachers' availability contribute to improved attendance and engagement. Furthermore, cultivating a culture of accountability, where teachers recognize the value of mentoring in their professional growth, helps sustain their commitment to the process. 
One participant highlighted the significance of in-person mentoring, stating, 
"Talking about punctuality since mentoring and coaching, this is really a face-to-face interaction between the mentor and mentee." (IDI M5) 

This response emphasizes the importance of physical presence in mentoring, ensuring that sessions remain productive and meaningful. When mentors and mentees respect the time set aside for professional discussions, it enhances the overall impact of coaching and promotes a more structured approach to teacher development.

Modeling: Collaboration and Communication for Success
[bookmark: _heading=h.9zzzm59gs79n]Effective mentoring thrives on strong collaboration and open communication between mentors and mentees. When communication gaps exist, misunderstandings arise, and the mentoring process loses effectiveness. Establishing a culture of dialogue and mutual respect encourages mentees to express their concerns and seek support in refining their teaching strategies. Promoting collaboration through peer observations, co-teaching opportunities, and professional learning communities further enriches the mentoring experience. Teachers sharing best practices and insights foster a supportive environment, cultivating personal and professional growth. A participant emphasized, 
"If there is sharing of ideas within your group or department and you maintain good communication, the result will likely be the success of whatever goal you  are aiming for." (FGD 3)

This statement highlights how collective efforts and open communication lead to meaningful progress. Encouraging teachers to engage in collaborative planning and decision-making actively strengthens professional relationships. It ensures that the mentoring process is dynamic, inclusive, and geared toward sustainable improvements in instructional practices.

[bookmark: _heading=h.o3muydleh6ni]Modeling: Improvement in Teaching Strategies and Classroom Management
One of the primary goals of mentoring is to enhance teaching strategies and classroom management skills. Through effective mentoring, teachers refine their instructional approaches, engage students more effectively, and develop strategies to manage classroom dynamics confidently. Practical, evidence-based teaching strategies provide teachers valuable insights into improving student learning experiences. Mentors empower teachers by discussing real-life classroom scenarios, addressing common challenges, and exploring innovative methodologies to elevate their instructional effectiveness. Additionally, continuous follow-up and support ensure that the improvements gained through mentoring are sustained over time. 
A participant shared, 
"I noticed that teachers, especially beginning teachers, have improved in classroom management and teaching strategies." (IDI M4) 

This observation reflects the positive impact of mentorship on professional development. Teachers who access targeted coaching and constructive feedback become better equipped to foster engaging, student-centered learning environments. The transformation of classroom practices through mentoring ultimately contributes to enhanced teaching quality and student outcomes.

Problems and Issues of Master Teachers 
on Coaching Teachers in Mega Schools

Coaching is a valuable tool for professional growth, yet several challenges hinder its smooth execution. Through thematic analysis, six key themes have been identified, shedding light on the difficulties faced in coaching. These include time constraints and coaching challenges, hectic schedules and coaching limitations, workload and implementation challenges, multitasking across departments, limited materials and engagement barriers, and inconsistencies in implementation. Recognizing these challenges is crucial for refining coaching strategies and ensuring more effective support for teachers.

Observation: Time Constraints and Coaching Challenges
One of the most prominent challenges in coaching teachers in mega schools is time constraints. With the overwhelming number of students, administrative tasks, and classroom responsibilities, finding dedicated time for coaching sessions becomes a significant struggle. Despite their willingness to improve, many teachers find their schedules too tight to accommodate additional coaching sessions, limiting opportunities for in-depth professional development. Effective coaching requires a structured approach, including pre-conference discussions, actual observations, and post-conference feedback. However, due to the demanding nature of teaching in mega schools, these crucial steps are sometimes rushed or skipped, leading to ineffective coaching outcomes. This results in limited opportunities for guided practice, reflection, and gradual skill improvement among teachers. 
A participant shared:
"We have time constraints with numerous activities and teacher support. I often found myself scrambling to fit in coaching sessions amidst my own teaching responsibilities." (IDI M6)

Another participant echoed this sentiment:

"Personally and first and foremost, time constraint is the major problem I encounter." (FGD 4)

These responses underscore the need for strategic time management and school-wide support to ensure that coaching remains integral to professional growth despite the challenges of a busy teaching environment..

[bookmark: _heading=h.rp5jpdd3ldo5]Observation: Hectic Schedules and Coaching Limitations
One of the most prominent challenges in coaching teachers in mega schools is time constraints. With the overwhelming number of students, administrative tasks, and classroom responsibilities, finding dedicated time for coaching sessions becomes a significant struggle. Despite their willingness to improve, many teachers find their schedules too tight to accommodate additional coaching sessions, limiting opportunities for in-depth professional development. Effective coaching requires a structured approach, including pre-conference discussions, actual observations, and post-conference feedback. However, due to the demanding nature of teaching in mega schools, these crucial steps are sometimes rushed or skipped, leading to ineffective coaching outcomes. This results in limited opportunities for guided practice, reflection, and gradual skill improvement among teachers. A participant shared:
"We have time constraints with numerous activities and teacher support. I often found myself scrambling to fit in coaching sessions amidst my own teaching responsibilities." (IDI M6)

Another participant echoed this sentiment:
"Personally and first and foremost, time constraint is the major problem I encounter." (FGD 4)

These responses underscore the need for strategic time management and school-wide support to ensure that coaching remains integral to professional growth despite the challenges of a busy teaching environment.

Imitating: Workload Implementation Challenges
One significant challenge in the study was implementing the agreed-upon strategies, particularly in lesson planning. Many master teachers expressed frustration with the gap between discussions during coaching sessions and the actual application of those ideas in the classroom. While there was consensus on the importance of adapting teaching methods and creating effective lesson plans, the practical execution of these strategies proved to be more complicated. One participant shared,
"For me, the problem or issue that I encountered is the application of what has been discussed and agreed sa teachers, specifically sa lesson plan. (For me, the problem or issue I encountered is the application of what has been discussed and agreed upon with the teachers, specifically with the lesson plan.)" (FGD 1)

This response highlights a common struggle where teachers often face obstacles in translating theory into practice despite being provided guidance and support. These barriers could be due to various factors, such as the teachers' heavy workloads, lack of time for proper implementation, or the challenge of adapting new ideas to their unique classroom dynamics. Consequently, while the coaching sessions provided valuable insights, translating these strategies into tangible outcomes was often hindered by the constraints and realities of day-to-day teaching.

Imitating: Multitasking Across Departments
In the context of mentoring, a recurring challenge for master teachers was balancing multiple tasks and responsibilities across various departments, creating additional pressures in their coaching roles. With teaching duties often demanding significant attention, the added responsibility of mentoring and supporting colleagues in other areas left little room for focused attention on any one task. Participants shared that they often struggled to manage their time and workload effectively, particularly when implementing new strategies or maintaining quality work across different areas. One participant explained this dilemma in detail: 
"Gina search ko saon nako pagpadali sa mga trabahoon. Unsa nindot nga system, apps or anything  nga mogaan." (IDI L3)

This statement sheds light on the participant's ongoing efforts to find more efficient systems, tools, or apps that could ease the burden of managing multiple responsibilities. The search for solutions to reduce their workload's complexity and heaviness was about increasing productivity and ensuring they could provide effective mentoring while fulfilling their primary teaching duties. 
The challenge of multitasking across departments highlighted the need for better organizational strategies and systems that could streamline tasks. It also underscored the importance of time management and prioritization. In these situations, master teachers needed to meet the expectations in their primary roles and deliver on their commitment to mentoring and supporting their colleagues. This constant balancing act reflected a broader issue faced by many educators: finding sustainable ways to manage their roles' demands while contributing to others' professional growth. The search for more efficient tools and systems became a key coping strategy for addressing this issue, as master teachers sought to lighten their load while maintaining their effectiveness in multiple areas.

Modeling: Limited Materials and Engagement Barriers
A significant challenge faced by master teachers in modeling effective teaching strategies was the limited availability of materials and resources, which often hindered their ability to engage their colleagues and fully foster an interactive learning environment. While master teachers strove to introduce new methodologies and practices, the scarcity of teaching aids or resources made implementing specific strategies as intended difficult. This limitation was further compounded by the need to engage teachers actively during coaching sessions, ensuring they felt included and motivated to apply the discussed strategies in their classrooms. One participant shared a practical approach they used to address these barriers: 
"The strategies kay pag kindly remind sila sa objectives, tapos sila maengage kay makahibalo sila na they are involved. (The strategies are to kindly remind them of the objectives, then they get engaged because they know that they are involved.)” (FGD 5)

This response highlighted the importance of reminding teachers of the objectives behind each coaching session, which helped them understand the purpose of the activities. By involving teachers in the process and ensuring they were aware of the goals, the master teacher could enhance engagement, even when material resources were limited. This strategy kept teachers focused and created a sense of ownership over the learning process, fostering a more interactive and participatory environment. Despite the lack of resources, master teachers found ways to adapt by focusing on the underlying goals and involving teachers in discussions and activities relevant to their needs. This allowed for the continued development of teaching practices and fostered a collaborative atmosphere where the absence of materials did not prevent progress. The emphasis on objectives and engagement became a crucial strategy to overcome the barriers posed by limited resources, ensuring that the mentoring process remained effective and impactful.

Modeling: Inconsistencies in Implementation
One of the challenges faced by master teachers in modeling effective teaching practices was the inconsistency in implementing strategies and suggestions. Despite having thorough discussions with mentees and offering well-thought-out advice, there were instances when mentees expressed agreement but did not follow through with applying the strategies. This created a disconnect between the coaching sessions and the actual classroom practices, making it difficult for master teachers to gauge the effectiveness of their guidance. 
As one participant shared, 
"Sometimes I see inconsistencies when mentees say yes to your suggestions but do not actually apply them." (FGD 5)

This response highlighted the gap between verbal agreement and actual practice. The challenge was not just about providing advice or strategies but ensuring that mentees truly embraced and implemented them in their teaching. The inconsistency in applying suggestions posed a significant barrier to achieving the intended improvements in teaching practices. To address this, master teachers often had to engage in follow-up discussions or revisit strategies with their mentees, reiterating the importance of consistent application. This process required patience and understanding, as some mentees may have felt overwhelmed or uncertain about implementing the new practices effectively. Despite these challenges, the master teachers recognized the importance of persistence, as consistent guidance and support could eventually lead to the desired changes in teaching behavior. Through continuous encouragement and modeling, they strived to bridge the gap between discussion and implementation, aiming to support their colleagues in improving their teaching methods..



Coping Mechanisms of Master Teachers 
on Mentoring and Coaching Teachers in Mega Schools

With the modified paradigm above, several key coping mechanisms emerge to address the challenges master teachers face in their mentoring and coaching practices. For mentoring, six themes emerge: effective communication and openness, time management and limitations, structured planning and time management, goal setting and prioritization, adaptability to change, and building trust and supportive mentorship. 
For coaching, six themes are identified: understanding individual strengths and weaknesses, flexible scheduling and micro mentoring, empathy and trust in coaching, fostering a supportive and family-like environment, leveraging technology for accessibility, and adapting and embracing new techniques.

Coping Mechanisms of Master Teachers 
on Mentoring Teachers in Mega Schools

I learned about the challenges master teachers face in mentoring and coaching roles, highlighting the need for effective coping mechanisms to support their colleagues. Through my research, I identified six key strategies that help them navigate these challenges: effective communication and openness, time management and limitations, structured planning and time management, goal setting and prioritization, adaptability to change, and building trust and supportive mentorship. By applying these coping mechanisms, master teachers can foster a collaborative and productive learning environment while balancing their responsibilities..

Observation: Effective communication and openness
The participants emphasized that effective communication and openness are critical to successful mentoring. They conveyed that fostering an environment where teachers feel heard and valued strengthens professional relationships, creating a more collaborative and supportive learning culture. The participants shared that when mentees feel comfortable expressing their challenges and uncertainties, they become more receptive to feedback and guidance. As one participant reflected, 
"It is good to listen first and know their strengths and weaknesses so I can measure them to find ways to handle individual uniqueness." (FGD 4)

This approach allows mentors to tailor their support to the individual needs of their mentees, helping them feel understood and supported. Moreover, the participants highlighted the importance of active listening and providing constructive feedback. They acknowledged that feedback should be delivered in a manner that encourages growth, allowing mentees to understand their strengths and areas for improvement. 



As one participant noted, 
"We always give feedback… constructive feedback every after CO kana atong postcon sa makabalo jud ang mga teachers asa sila nag strength asa sila pud naay needs improvement. (We always give feedback… constructive feedback after the class observation so the teachers know their strengths and areas for improvement.)" (FGD 2).
 
This emphasis on transparent, two-way communication fosters a mutual learning process where the mentor and mentee contribute to developing teaching practices. Additionally, the role of open dialogue in establishing trust and setting clear expectations was emphasized as an essential part of building a strong mentoring relationship.

Observation: Time Management and Limitations
             Time constraints emerged as a significant challenge in mentoring, but participants shared how they developed strategies to navigate these limitations effectively. Balancing mentoring responsibilities with their regular teaching workloads often resulted in overwhelming schedules. As one participant explained, 
"With lesson planning, grading, and other tasks, finding time for mentoring can be difficult, but I have learned 
to maximize free periods and integrate mentoring into  daily interactions." (FGD 3)

In addressing this issue, many participants set specific time slots for mentoring sessions and used informal settings such as faculty meetings and lunch breaks to provide guidance. These strategies allowed them to maintain an ongoing mentoring process without overwhelming their daily tasks. 
One participant shared their approach to time management: 

"I set a calendar of activities for better time management para maiwasan ang magkatapun-ug na trabahuon. (I set a calendar of activities for better time management to avoid overlapping tasks, so I can address or solve issuesor concerns raised by my teachers.)" (FGD 1) 

 	Another participant reflected on how they adapted to time limitations, stating, 
"Although time management is really important noh, pero kung unsa lang ang makaya nako mao nalang to...mao to ang akong ma perform. (Although time management is really important, I just do what I can manage that’s all I can perform.) " (IDI M4) 

This recognition of their limitations reflects a balanced approach to time management—prioritizing key responsibilities without sacrificing the quality of mentorship.

Imitating: Structured Planning and Time Management 
Participants highlighted the importance of structured planning and time management in ensuring the effectiveness of mentoring. Mentoring can become inconsistent without proper organization, leading to missed opportunities for mentees' growth. One participant explained, 
"A structured mentoring plan helps maintain focus and ensures that both mentor and mentee remain accountable for their progress."  (IDI M6)

Participants shared their strategies for effective planning, which included setting clear goals, outlining specific topics, and adhering to timelines for each mentoring session. Using detailed schedules allowed them to monitor progress and ensure all necessary topics were covered.
Additionally, participants emphasized the importance of aligning their mentoring activities with the specific needs of their mentees. This alignment ensured that discussions and sessions were both ant and practical for the mentees' development. One participant shared, 
"I set a calendar of activities for better time management para maiwasan ang magkatapun-ug na trabahuon. (I set a calendar of activities for better time management to avoid overlapping tasks, so I can address or solve issues or concerns raised by my teachers.)" (FGD 1)

This structured approach helped mentors stay focused and goal-driven, ensuring they provided consistent and meaningful support to their mentees.

Imitating: Goal Setting and Prioritization
The participants identified goal setting and prioritization as key strategies in mentoring. They emphasized that setting specific, measurable objectives helped streamline the mentoring process, making it more focused and effective. One participant shared, 
"When mentees set both short-term and long-term goals, they gain a clearer direction, making the mentoring process more focused and meaningful." (FGD 2)

 Short-term goals often included improving specific teaching strategies, such as enhancing lesson delivery or integrating technology. In contrast, long-term goals focused on broader professional development aspirations, such as leadership preparation or engaging in research.
Participants also encouraged mentees to take an active role in setting their goals, fostering a sense of ownership and motivation. By revisiting and adjusting these goals periodically, the mentoring relationship remained dynamic and responsive to the mentees' evolving needs. One participant reflected on their approach to setting goals, stating, 
"I prioritize this by setting goals; we set schedules on when the class observations will be so that other teaching activities will not be hindered. (I prioritize this by setting goals; we set schedules on when the class observations will be so that other teaching activities will not be hindered.)" (FGD 2) 

This careful prioritization and scheduling ensured that mentees could achieve their goals without compromising other essential responsibilities..

Modeling: Adaptability to Change
The participants acknowledged that adaptability to change is crucial in effective mentoring. As the educational landscape continues to evolve, mentors must be flexible and open to adapting their approaches to meet the ever-changing necessities of their mentees. 
One participant noted, 
"Changes in curriculum and policies can be overwhelming, but as a mentor, I have to model adaptability and help my mentees see these changes as opportunities rather than challenges."  (FGD 1)

This adaptability requires mentors to stay informed about new guidelines, methodologies, and educational reforms, ensuring they can provide relevant and up-to-date guidance to their mentees. Additionally, mentors encouraged their mentees to adopt a growth mindset, emphasizing that adapting to change is essential for long-term success in education. 
One participant emphasized the importance of flexibility, saying, 
"We must be willing to adapt to transitions because everything changes. Nothing is permanent." (IDI M4)  

By modeling adaptability, mentors can help their mentees navigate transitions confidently and efficiently, ensuring they remain resilient in the face of change.

Modeling: Building Trust and Supportive Mentorship
Trust and supportive mentorship were identified as foundational components of effective mentoring. Participants highlighted that establishing trust with mentees fosters open communication and enhances their receptiveness to feedback. 
One participant shared, 
"Empathy fosters trust and open communication this will enable you to listen and understand teachers more."  (IDI M6) 

This empathetic approach helps mentors connect with their mentees on a deeper level, making them feel valued and supported.
Participants also stressed the importance of creating a comfortable and supportive environment where mentees feel part of a family. 
One participant reflected,

"I want them to feel that they are family, para comfortable mi sa isa't-isa then be kind in reminding them. (I want them to feel that they are family, so we can be comfortable with each other, and then be kind in reminding them.) " (FGD 5) 

This supportive atmosphere enables mentees to feel safe expressing their challenges, knowing they will receive guidance and encouragement. By fostering trust and building supportive relationships, mentors create an environment where professional growth can thrive.

Coping Mechanisms of Master Teachers 
on Coaching Teachers in Mega Schools

Observation: Understanding Individual Strengths and Weaknesses
The participants emphasized that understanding their coaches' strengths and weaknesses is essential for effective coaching. 
One participant shared, 
"Each teacher has unique skills and areas for improvement, so a one-size-fits-all coaching approach is ineffective." (FGD 5)

They explained that identifying the specific needs of their coachees allowed them to tailor coaching strategies accordingly. Some teachers needed guidance in classroom management, while others struggled with integrating technology or lesson delivery. By assessing these differences, the participants could focus on areas that required the most attention, ensuring that coaching sessions were relevant and impactful.
Additionally, they highlighted that recognizing strengths was equally important, enabling them to build on what teachers were already doing well. Encouraging teachers to refine their strengths while addressing weaknesses helped create a balanced approach to professional growth. One participant stated,
"It is good to listen first and know their strengths and weaknesses so I can measure them to find ways to handle individual uniqueness." (FGD 4)

Observation: Flexible Scheduling and Micro-Mentoring
The participants recognized time constraints as a recurring challenge in
coaching, which prompted them to develop flexible scheduling strategies to accommodate their colleagues' needs. They shared that rigid schedules were often impractical due to teachers' varying workloads and responsibilities. 
One participant noted,
"Instead of setting long, structured coaching sessions,
 I integrate short but frequent micro-mentoring moments into daily interactions." (FGD 5)

This approach allowed them to provide coaching support in a more manageable and less time-consuming manner. Many participants utilized brief discussions during free periods, between classes, or after school hours to provide guidance and feedback. Others adjusted their schedules to align with the availability of their coaches, ensuring that coaching sessions remained accessible and convenient. Adopting a flexible and adaptable coaching model maximized learning opportunities without overwhelming their colleagues.
One participant shared,	
"We will implement flexible schedules and have micro-mentoring sessions that will be brief but with frequent interactions." (IDI M6)

Imitating: Empathy and Trust in Coaching
The participants highlighted that trust and empathy were essential in creating a positive coaching experience. They explained that teachers are more likely to be receptive to guidance and feedback when genuinely supported.
One participant stated,
"A coach should not only provide instructional support but also serve as a mentor who listens, understands,  and encourages."

They shared that being approachable and empathetic helped create an environment where teachers felt safe to express their struggles and ask for help. Some participants emphasized the importance of emotional intelligence in coaching, recognizing that teachers might feel vulnerable when discussing their difficulties. By fostering an atmosphere of trust, the participants ensured that coaching was not perceived as a form of evaluation but as an opportunity for growth and professional development. As one participant mentioned,
"Empathy fosters trust and open communication. This 
will enable you to listen and understand teachers more, 
and the real needs and concerns can be addressed 
better." (IDI M6)

One participant added,

"I remind them always, and giving encouragement kay 
naa goy uban hesitant sila kay feeling nila dili nila kaya. (I remind them always, and give encouragement because some are hesitant, feeling they can't do it.)" (FGD 5) 

Imitating: Fostering a Supportive and Family-Like Environment
The participants stressed the importance of cultivating a supportive and family-like environment in coaching. They believed that a sense of belonging and camaraderie among teachers contributed to a more effective coaching experience.
One participant explained,
"When teachers feel that they are part of a team rather  than being judged, they become more open to learning
and improving." (FGD 6)

Many participants implemented group coaching sessions where teachers could share their experiences, challenges, and best practices. This collaborative approach helped foster a sense of unity and collective learning. Some also organized informal gatherings or check-in meetings to create a relaxed and comfortable discussion space. By reinforcing a culture of support, they ensured that coaching was a shared responsibility, making professional development a collaborative effort rather than an isolated task.
One participant shared,
"I want them to feel that they are family so that we can be comfortable with each other. Then, be kind in reminding them because sometimes if you overwhelm them, they might respond negatively." (FGD 5)


Modeling: Leveraging Technology for Accessibility
The participants recognized the value of leveraging digital tools to improve coaching accessibility, especially with the increasing integration of technology in education. They shared that technology allowed them to provide coaching support beyond face-to-face interactions.
One participant mentioned,
"Through online platforms and messaging apps, I can provide timely feedback, share resources, and answer questions even outside of scheduled coaching sessions." (FGD 6)

Participants used video conferencing tools for virtual coaching, online discussion forums for collaboration, and digital resources such as instructional videos and interactive documents to enhance learning.
Others highlighted the benefits of recorded coaching sessions, allowing teachers to revisit key discussions at their convenience. By incorporating technology into coaching, they overcame time constraints and geographical limitations, ensuring continuous support for their colleagues. 
One participant noted,
"We can always utilize the technology concepts that 
once flashed on PowerPoint or screen can be given or will be given to all teachers so that they can freely access and review it." (IDI M6).


Modeling: Adapting and Embracing New Techniques

Participants attended training sessions, explored research-based instructional practices, and collaborated with other educators to exchange insights to achieve this. Some also encouraged their teachers to experiment with innovative teaching methods and provided constructive feedback on their implementation.
By promoting a culture of lifelong learning, participants ensured that their coaching remained dynamic and responsive to the changing needs of teachers and students alike. One participant shared,
"As a coach, I must stay updated with the latest  teaching strategies so I can provide relevant and effective guidance to my teachers." (IDI M4)

To achieve this, participants attended training sessions, explored research-based instructional practices, and collaborated with other educators to exchange insights. Some also encouraged their teachers to experiment with innovative teaching methods and provided constructive feedback on their implementation.
By promoting a culture of lifelong learning, participants ensured that their coaching remained dynamic and responsive to the changing needs of teachers and students alike. One participant shared,
"You will learn to adopt techniques, especially now... you must embrace it because that’s the best strategy you can use to catch up with other teachers." (IDI M4).

"We are models, so we should exhibit good behavior, be approachable so your group will succeed." (FGD 3)



Insights of Master Teachers 
on Mentoring and Coaching Teachers in Mega Schools

In examining the mentoring and coaching approaches of master teachers in mega schools, several profound insights unfold. These insights shed light on the dynamics that guide and influence teachers' professional growth and development. The analysis revealed distinct themes that capture the essence of effective mentoring and coaching, reflecting the strategies and approaches employed by experienced educators to foster growth within their school communities. In the realm of mentoring, essential themes include clear communication, idea sharing, collaborative success, teamwork, strong relationships, and open-minded leadership, all of which are vital for the success of educators. Themes related to teacher involvement and responsibility, timeliness and compliance, engagement through clear objectives, and classroom discipline and learning underscore the essential elements of a practical coaching experience. The insights highlight the significance of structured guidance and the interrelation of relationships, leadership, and shared responsibilities in influencing the educational environment.

Insights of Master Teachers 
on Mentoring Teachers in Mega Schools

Clear Communication and Mentoring
Clear communication emerged as one of the most vital elements in effective mentoring. One participant highlighted, 
"Empathy fosters trust and open communication... When 
the teachers know that you fully understand them, you 
more of assisting them how to respond and deliver 
tasks better, than judging them with their actions." 
(IDI M6). 

This insight highlights the significance of empathy in fostering a trusting and open dialogue with mentees. Empathy enables mentors to comprehend the challenges and needs of their mentees, thereby ensuring that feedback and guidance are clear and supportive.

Idea Sharing and Success Through Collaboration
Collaboration and idea sharing were also essential in fostering a successful mentoring process. One mentor shared, 
"I want them to feel that they are family... para comfortable 
mi sa isa't-isa." (FGD 5) 
(I want them to feel that they are family... so that we
 feel comfortable with each other). 

This sentiment underscores the necessity of fostering a collaborative environment that provides professional and emotional support to mentees. Successful mentoring entails mutual growth, characterized by exchanging experiences, insights, and challenges between mentors and mentees. This collaboration guarantees that mentees are active participants in their development rather than mere recipients of knowledge. Another mentor stated, 
“I was able to develop a good relationship with my mentees through mentoring and coaching, understanding their strengths and weaknesses.” (FGD 4)

Highlighting the success of mentoring in creating stronger, more meaningful connections between mentors and mentees.

Teamwork and Strong Relationships
Another central theme that emerged was the importance of teamwork and building strong relationships. One mentor explained, 
“I ask them to be open all the time, I want them to feel
 that they are family... para comfortable mi sa isa't-isa. (I ask them to be open all the time, I want them to feel 
that they are family... so that we feel comfortable with
 each other) ” (FGD 5) 

This statement emphasizes the need for a safe, trusting environment that nurtures openness and collaboration. Additionally, another mentor shared,
 “The key lessons I’ve learned is my listening skills, maminaw jud ka sa imong mga teachers sa imong mentees dili lang ikaw ang mag sigig istorya. (The key lesson I’ve learned is my listening skills, you should really listen to your teachers, to your mentees, not just talk all the time)” (FGD 2) 

As a result, this highlights the significance of attentive listening in developing meaningful connections. Effective mentoring goes beyond giving advice; it's about listening attentively, understanding mentees' perspectives, and providing guidance responsive to their needs..

Open-Minded Leadership
An open-minded and flexible approach to leadership was also identified as crucial in effective mentoring. One participant reflected, 
“We are models, so we should exhibit good behavior, approachable ta para ma success pud ang inyohang grupo. (We are models, so we should exhibit good behavior, be approachable so that your group also succeeds)” (FGD 3) 
.
 	This underscores the idea that mentors must be flexible and approachable to foster an environment of mutual respect and learning. Effective mentors lead by example, modeling the behaviors they wish to see in their mentees and being open to feedback and changes. The ability to adapt and learn alongside mentees helps establish a more dynamic and supportive mentoring relationship, where growth and improvement are encouraged for both parties.

Insights of Master Teachers 
on Coaching Teachers in Mega Schools

Teacher Involvement and Responsibility
A key theme in coaching was the emphasis on teacher involvement and responsibility. One participant mentioned, 
“Communication between my mentees and me is very important; there must be openness in terms of communication, everything must be clear and concise to avoid chaos.” (IDI M5)

This statement highlights the importance of open and effective communication in coaching. For coaching to be successful, teachers must take an active role in their development, reflecting on feedback and applying it to improve their practice. Additionally, the participant's approach to setting a calendar of activities for better time management:
"Para maiwasan ang magkatapun-ug na trabahuon. (To avoid having tasks pile up)" (FGD 1) 

It demonstrates how crucial planning and time management are to the success of coaching initiatives. Coaches also emphasized that teachers should view coaching as a partnership, where both the coach and the teacher are equally committed to the process..

Timeliness and Compliance
Timeliness and adherence to schedules were vital to the success of coaching. 
One participant shared, 
“The strategies that I employed to manage my workload is time management, making schedules of CO's and the pre-cons mentoring and coaching and of course following it, strictly.” (FGD 2)

This reflects the need for structured timelines to ensure that coaching activities are implemented effectively and improvements are promptly applied.
Another participant echoed the sentiment, saying, 
“I set a calendar of activities for better time management.” (FGD 1)

Adherence to schedules helps ensure that coaching sessions are focused and teachers remain motivated and on track with their development. By providing clear timelines, coaches can maintain momentum and drive progress, ensuring teachers and students benefit from the coaching experience..

Engagement Through Clear Objectives

Engagement in coaching sessions was more effective when there were clear, well-defined objectives. One participant noted, 
“A teacher’s improvement can be noticed during the next classroom observation, especially in classroom management and teaching strategies.” (IDI M4)

This shows that when teachers understand the specific goals of coaching, they can measure their progress and apply the feedback in a way that leads to tangible improvements. Similarly, another participant emphasized, 
“For the resource allocation, we can always utilize the technology concepts... And lastly, for cultural diversity, we attend culturally responsive training or sessions.” (IDI M6)

Clear objectives and planning for resource allocation help ensure that coaching is aligned with the teacher's needs and the broader educational goals, promoting engagement and sustained improvement.

Classroom Discipline and Learning
Classroom management and discipline were significant areas of focus in coaching. One participant remarked, 
“I particularly ask first about the topic, then their objectives, to help them practice creating lesson plans and managing their classrooms.” (FGD 3)

This feedback illustrates how coaching goes beyond subject matter expertise, addressing practical aspects of teaching, such as classroom management. Effective coaching also helps teachers maintain discipline and promote a positive learning environment. Another participant stressed the importance of teamwork in making an orderly and productive learning space, saying, 
“Need sab tinabangay maam. Teamwork ug good 
relationship gyud sa mga kauban para smooth tanang planned activities. ) (We also need to help each other, ma’am. Teamwork and a good relationship with colleagues are necessary to ensure that all planned activities run smoothly).” (IDI M4 

This collaborative approach promotes a positive school culture where teachers and students can thrive.


Viewpoint and Standpoint

As a researcher and a master teacher, I bring a unique perspective to this study, informed by my experiences mentoring and coaching colleagues. Throughout my research, I have explored the challenges faced by master teachers in both large and mega schools, with a focus on how these educators cope with the demanding and multifaceted nature of their roles. My findings are rooted in Bandura's Social Cognitive Theory, which emphasizes the importance of self-efficacy, observational learning, and the social environment in shaping behavior. The theory provides a valuable framework for understanding how master teachers navigate mentoring and coaching roles as they model behaviors for their peers and create environments that foster collective learning and growth.
Time management is a critical coping mechanism for large schools that allows master teachers to balance classroom teaching and mentoring responsibilities. According to Bandura's theory, the ability to self-regulate and manage one's environment is central to the development of self-efficacy. The master teachers in this study demonstrated strong time management skills to alleviate the pressure of their dual roles. 
In addition, effective time management enabled them to allocate time for meaningful mentoring sessions, thereby improving the quality of support they provided to colleagues. Additionally, their commitment to professional development and seeking guidance from school heads exemplified how they used their social environment to enhance their knowledge and skills, which benefited their peers. In coaching, master teachers adopted a collaborative approach, relying on peer observation, self-reflection, and modeling best practices to foster mutual growth. These strategies reflect Bandura's idea that learning occurs through social interactions and that behaviors are influenced by both direct experience and the observation of others.
In mega schools, the challenges become more complex, with master teachers facing multiple layers of responsibility and navigating resistance to change. Bandura's concept of observational learning is especially relevant in this context, as master teachers in mega schools are often looked to as role models for their peers. However, resistance to change, overlapping roles, and a lack of commitment to the mentoring process can hinder their ability to enact change. The strategies they employ to cope with these challenges—such as fostering open communication, setting clear goals, and building trust—are vital in overcoming resistance and ensuring that mentoring and coaching are effective. These coping mechanisms also align with the principles of self-efficacy in Bandura's theory, as they highlight how educators can empower themselves and their colleagues to persist in the face of adversity.
Finally, both large and mega-school master teachers are confronted with similar challenges, but how they navigate them differs. The findings of this study underscore the significance of strong, adaptive leadership, collaborative relationships, and strategic use of time and resources in creating an environment conducive to mentoring and coaching. By fostering trust, demonstrating effective teaching strategies, and embracing change, master teachers can overcome their roles' difficulties and support their colleagues' growth, ultimately enhancing the quality of education within their schools.
Thus, my research highlights the crucial role that mentoring and coaching play in the professional development of educators, particularly in large and mega schools. By connecting these practices to Bandura's Social Cognitive Theory, I have gained more profound insights into how master teachers can overcome their challenges and continue fostering a positive learning environment. These insights also offer practical recommendations for schools to support master teachers better and ensure their roles are sustainable and impactful.
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DISUSSION
This chapter explores the narratives and experiences of master teachers in mentoring and coaching in basic education schools. The discussions provide a nuanced exploration of practices, linking gathered data to existing literature. Emerging themes, challenges, coping mechanisms, and insights are essential for understanding the complexities of mentoring and coaching. This chapter uses thematic analysis to highlight participants' voices, enhancing understanding of their roles, challenges, and development as educational mentors and coaches.

Case 1 – Large Schools


Problems and Issues of Master Teachers on Mentoring and Coaching in Large Schools

Based on a thorough analysis of the identified problems and issues faced by master teachers in large schools, three themes for mentoring and three for coaching were generated. For mentoring, the themes include a lack of teachers and teaching overload, limited time for pre-conference and observations, challenges in using new tools, and lack of proper orientation. These challenges limit the ability of master teachers to provide meaningful mentorship, as the demands of teaching and administrative duties often leave little time for practical guidance and support. Additionally, adapting to new instructional tools without proper training adds another difficulty to the mentoring process.
For coaching, the themes include teacher resistance, the burden of being observed while observing others, and high expectations from school heads, highlighting the task-oriented and performance-driven nature of coaching. Teachers may be hesitant to accept feedback, making it challenging for master teachers to facilitate growth and improvement. At the same time, the pressure of being evaluated while coaching others creates additional stress, affecting their ability to provide objective and constructive feedback. Furthermore, the high expectations set by school heads demand excellence in both instructional leadership and coaching, adding to the already heavy responsibilities of master teachers.
These issues emphasize the need for structured interventions to enhance mentoring and coaching practices. By addressing these challenges, schools can create a more supportive system that allows master teachers to effectively guide their colleagues, ultimately improving teaching quality and student learning outcomes. This study aims to examine these concerns in depth and propose strategies to strengthen mentoring and coaching in large school settings.

Problems and Issues of Master Teachers on Mentoring in Large Schools
In this qualitative research, I explored the experiences of master teachers in large schools, particularly their mentoring roles. From the participants' accounts, I discovered three significant themes that hindered effective mentoring: the lack of teachers, which led to teaching overload, the limited time available for pre-conferences and classroom observations, and the challenges in using newly introduced tools due to the absence of proper orientation. These insights highlighted the need for stronger institutional support to enable master teachers to balance their teaching responsibilities and mentoring functions effectively.

Observation: Lack of Teachers and Teaching Load
[image: ]One of the most pressing challenges experienced by master teachers in large schools is the lack of sufficient teaching personnel, which directly results in an excessive teaching load. This situation significantly hampers their capacity to carry out mentoring duties, which are integral to their role as instructional leaders. Instead of being assigned the standard 1,800 minutes of teaching per week, many master teachers exceed this limit, as documented in the attached School Form 7 (SF7). This document reflects the discrepancy between the ideal and actual workloads master teachers bear in the current setup.





Due to the shortage of teachers, master teachers are often compelled to take on more teaching hours than recommended. As a result, their time and energy are consumed by classroom instruction, leaving minimal opportunities to perform critical mentoring functions such as lesson observations, coaching sessions, and post-conference feedback. This situation creates tension between their dual roles as classroom instructors and mentors who are expected to support the professional growth of their colleagues, especially novice teachers. The struggle to balance these responsibilities is not isolated. Garcia and Weiss (2019) note that heavy teaching loads diminish the ability of teachers to participate meaningfully in professional development and mentoring initiatives. Similarly, Nguyen et al. (2020) assert that mentoring often becomes inconsistent when teachers are burdened with excessive workloads, as they naturally prioritize their immediate instructional responsibilities.
Smith and Kovacs (2021) also stress the importance of providing master teachers with sufficient time and reduced teaching assignments, as these are necessary to carry out mentoring programs effectively. Without such support, the goals of improving instructional quality and nurturing teacher growth are undermined. 
Furthermore, Johnson and Stevens (2022) argue that a lack of teaching personnel often results in an unfair redistribution of workloads, where master teachers are forced to sacrifice their mentoring responsibilities to cover teaching gaps. It affects their effectiveness as mentors and compromises the quality of classroom instruction due to stress and fatigue. Martinez et al. (2023) reinforce this concern by highlighting the risks of burnout and the negative impact on both teaching and mentoring effectiveness.
Given these findings and the reality presented in the attached SF7, it becomes imperative to address the issues of teacher shortage and workload imbalance. If master teachers are to function as instructional leaders fully, they must be given the time and space to perform their roles meaningfully. Strategic policy reforms, increased staffing, and administrative measures are needed to ensure that the mentoring function is not neglected but strengthened as a cornerstone of teacher development and educational improvement in large schools.

Imitating: Limited Time for Pre-Conference and Observations
Another significant challenge in mentoring is the limited time for pre-conference meetings and classroom observations, which affects the ability of master teachers to provide timely and meaningful feedback to their mentees. Due to demanding teaching schedules and overlapping school activities, master teachers often struggle to find dedicated time for pre-conference discussions, an essential step in guiding teachers before their scheduled classroom observations. Without adequate time for these sessions, the mentoring process becomes less effective, as mentees miss out on crucial instructional guidance and clarifications before their formal observation.
This challenge is consistent with the findings of Ingersoll and Strong (2018), who emphasized that time constraints are one of the most significant barriers to effective mentoring, as mentors struggle to balance their instructional duties with their coaching responsibilities. Similarly, Barrera-Pedemonte (2019) found that in schools where master teachers have high teaching loads and administrative responsibilities, mentoring is often deprioritized, reducing its overall impact on teacher development. Hobson et al. (2020) also highlighted that mentoring sessions become rushed and ineffective without proper time allocation, leaving mentees without the structured guidance they need to improve their teaching practices. 
Hence, I attached DepEd Order No. 05, s. 2024, which rationalizes teachers' workloads in public schools. This policy mandates a 1,800-minute weekly teaching load and provides overtime compensation for excess hours. Under this directive, master teachers are assigned 360 minutes of daily instruction, with the remaining 120 minutes designated for mentoring, paperwork, meetings, and other responsibilities. However, the challenge of aligning schedules between master teachers and their mentees often hinders practical pre-conference sessions. 
To address this issue, schools should consider implementing policies that allocate specific time slots for mentoring-related activities, ensuring that pre-conference meetings and observations are not compromised by excessive workloads or overlapping schedules. Providing master teachers with designated mentoring hours would allow them to focus on their role as instructional leaders, ultimately enhancing the effectiveness of the mentoring process.


Modeling: Challenges in Using New Tools and Lack of Proper Orientation 

Master teachers has an important role in promoting instructional excellence by mentoring and supporting fellow teachers. However, one emerging challenge that significantly affects their effectiveness is the introduction of new tools and frameworks without proper orientation or training. When changes such as updated evaluation instruments, revised assessment frameworks, or new teaching strategies are implemented without comprehensive guidance, master teachers face difficulties in fully understanding and utilizing these tools. As a result, they encounter uncertainty in mentoring sessions and struggle to provide accurate and timely support to their mentees, especially when they are still grappling with the intricacies of the new system.
This concern is echoed in the work of Darling-Hammond et al. (2018), who emphasized that professional development and appropriate training are essential when introducing new instructional tools. Even experienced educators may find it challenging to adapt without adequate preparation, leading to inconsistent and ineffective mentoring. Similarly, Avalos (2019) noted that when mentors are not thoroughly trained in newly adopted educational policies or systems, their ability to lead and support others is significantly compromised. Opfer and Pedder (2020) further stressed the importance of ongoing and structured training, asserting that mentor teachers must have the knowledge and confidence to model and facilitate new tools effectively.
A concrete example of this challenge is the recent implementation of the STAR Observation Technique Guide, which replaced the Classroom Observation Tool as stated in DepEd Memorandum No. 8, s. 2023. While this tool aims to provide a more effective and learner-centered approach to classroom observations, its rollout lacked structured orientation for master teachers. Rather than receiving in-depth training or workshops, many were simply given the document without any accompanying session to explain its components or demonstrate its use. This lack of guidance has led to confusion, inconsistent application, and missed opportunities for meaningful technical assistance during post-observation conferences.
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In some cases, observers merely record general impressions rather than applying all aspects of the STAR framework, affecting observation results' consistency and reliability. This inconsistency not only diminishes the tool's intended impact but also undermines the credibility of the observation process itself. Consequently, master teachers are left in a difficult position—expected to lead and guide others using tools they have not been adequately trained to use.
To address this issue, education stakeholders must ensure that comprehensive and timely training sessions accompany any newly introduced tools, frameworks, or guidelines. Master teachers must be provided with continuous professional development opportunities that allow them to internalize and apply new tools confidently. Doing so will strengthen their mentoring capacity and ensure consistent, meaningful, and impactful instructional support across all levels of teaching.


Problems and Issues of Master Teachers on Coaching in Large Schools
In addition to mentoring, I explored the challenges encountered by master teachers in their coaching roles. From the participants' narratives, I identified three key themes that affected their ability to coach effectively: teacher resistance, the burden of being observed while observing others, and the high expectations placed on them by school heads. Some master teachers shared that their colleagues were hesitant or unresponsive to coaching, making it challenging to initiate meaningful professional conversations. Others expressed discomfort and pressure when being evaluated or scrutinized while trying to observe and support others. Moreover, the expectations from school leaders to consistently produce results added emotional and professional strain. These findings revealed the complex dynamics involved in coaching. They underscored the need for a more supportive and understanding environment that empowers master teachers to fulfill their roles confidently and clearly.

Observation: Resistance from Teachers
One of the common challenges in coaching is the resistance from teachers, particularly those who have been in service for a long time. Resistance often stems from the perception that the coach is an evaluator rather than a supporter. The literature highlights this issue, suggesting that coaching resistance usually arises when teachers feel scrutinized rather than guided. According to Knight (2007), teachers are more likely to resist instructional coaching if they perceive it as an authoritative assessment rather than a collaborative effort to enhance teaching practices. Similarly, Mangin and Dunsmore (2015) emphasized that veteran teachers may hesitate to embrace coaching because they believe their experience makes external guidance unnecessary.
Furthermore, psychological studies indicate that resistance is a natural response to change, particularly when individuals feel their professional autonomy is at risk (Fullan, 2001). Teachers become more open to constructive feedback and professional growth when coaching is positioned as a developmental rather than an evaluative process (Aguilar, 2013).
Overcoming resistance requires fostering trust and emphasizing the supportive nature of coaching. One effective strategy is engaging teachers in reflective dialogue rather than directive feedback, ensuring they feel valued (Gallucci et al., 2010). By reframing coaching as a partnership rather than an assessment, schools can cultivate a more receptive and growth-oriented culture among teachers.
The teacher's resistance to implementing the revised lesson plan became evident during the classroom observation, affecting the overall flow and effectiveness of the lesson. Despite prior corrections and guidance, the observed reluctance to adhere to the suggested modifications resulted in instructional challenges, ultimately impacting the learning experience. This lack of alignment with the recommended structure led to a performance rating of 5, falling short of the highest possible score of 7. 
Moreover, the deviation from the planned approach contributed to time constraints, preventing the completion of the intended lesson within the given period. Official documents, including the inter-agreement form signed by the observers or raters, substantiate these findings, highlighting the influence of instructional resistance on teaching outcomes.
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Imitating: Burden of Being Observed While Observing Others
One of the challenges master teachers face in coaching is the pressure of being observed while conducting classroom observations. As part of their role, they are responsible for assessing teachers' instructional practices and providing constructive feedback. However, school heads often observe them during these sessions, evaluating their approach to coaching and assessment. This dual layer of scrutiny creates a heightened sense of pressure, making the process more stressful and sometimes affecting the quality of feedback given to mentees. Instead of focusing entirely on guiding teachers, master teachers must also be conscious of their evaluation, which can impact their confidence and decision-making during observation.
This issue aligns with the findings of Knight (2019), who emphasized that instructional coaches and mentors often experience performance anxiety when being evaluated by their superiors, which can interfere with their ability to provide authentic feedback. Similarly, Ingersoll and Strong (2018) found that mentor teachers often feel pressured to adhere strictly to formal observation protocols when under supervision, sometimes at the expense of more flexible, meaningful coaching interactions. Furthermore, Gallucci et al. (2020) highlighted that the effectiveness of coaching depends on a supportive, trust-based environment rather than one driven by hierarchical evaluation, as excessive oversight can lead to self-consciousness and reduced effectiveness in mentoring.
Recent research further supports these findings. According to Smith and Harris (2021), educators experience increased stress and self-censorship when observed, leading to scripted rather than reflective coaching sessions. Similarly, Patterson et al. (2022) emphasized that the presence of school administrators during peer observations often shifts the focus from developmental feedback to compliance with formal evaluation standards, reducing the overall impact of mentoring sessions. Without a supportive environment, master teachers may struggle to deliver meaningful coaching and guidance.
To address this issue, it is essential to establish clear expectations and a supportive environment where master teachers can conduct observations without excessive pressure. Encouraging a collaborative approach where school heads serve as partners in instructional improvement rather than evaluators can alleviate the burden and ensure that coaching remains an effective and growth-oriented process for mentors and mentees.

Modeling: High Expectations from School Heads
Master teachers play a crucial role in guiding and mentoring their colleagues, but one of the significant challenges they face in coaching is the high expectations set by school heads. Due to their expertise and leadership position, they are often entrusted with responsibilities beyond mentoring, making them key figures in school improvement initiatives. This heavy reliance on master teachers can sometimes lead to overwhelming pressure, as they are expected to excel in teaching and coaching while fulfilling administrative tasks. Assuming they can handle any challenge regardless of the complexity adds to their workload and stress.
This issue is supported by the findings of Mangin and Dunsmore (2018), who highlighted that instructional coaches and teacher leaders are often given high-stakes responsibilities, sometimes without the necessary structural support. Loeb et al. (2019) also found that school administrators delegate complex instructional and managerial tasks to master teachers, assuming they can manage coaching and teaching demands efficiently. Similarly, Nieto (2020) argued that while high expectations can motivate, unrealistic workloads can lead to burnout and decreased effectiveness in coaching.
To address this issue, there must be clear role delineation between school heads and master teachers, ensuring that coaching remains a focused and effective process rather than an additional administrative burden. Providing professional development opportunities, extra support staff, and structured time for coaching can help master teachers meet expectations without experiencing excessive pressure. A balanced approach to leadership and mentoring will contribute to a more efficacious and sustainable coaching environment.

Coping Mechanisms of Master Teachers on Mentoring and Coaching in Large Schools
I identified three themes for mentoring and three for coaching based on a thorough analysis of the coping mechanisms of master teachers from large schools. For mentoring, the themes are time management strategies, self-improvement, professional development, and seeking guidance and technical assistance from school heads. For coaching, the themes include encouraging peer observation and self-reflection, replicating best practices from school heads, and demonstrating best practices in teaching.

Coping Mechanisms of Master Teachers on Mentoring in Large Schools
As I delved deeper into the experiences of master teachers, I also explored how they coped with mentoring challenges. From the participants' insights, I discovered that they employed strategies such as effective time management, engaging in self-improvement and professional development, and seeking guidance and technical assistance from school heads. These coping mechanisms helped them navigate dual roles and support their mentees despite their workload demands.

Observation: Time Management Strategies
One of the coping strategies employed by master teachers in mentoring is effective time management. Teachers often juggle various responsibilities, from classroom teaching to mentoring colleagues. Practical time management skills among teachers lead to increased job satisfaction and reduced burnout, which are crucial for sustained mentoring efforts (Ghanizadeh & Jahedizadeh, 2020). Structured time management allows teachers to allocate appropriate time for mentoring, fostering a more supportive learning environment for mentors and mentees (Schuck & Lambert, 2020). Teaching and mentoring responsibilities can be better balanced by teachers who manage their time well, which enhances school culture (Klassen & Tze, 2019).
 According to research, scheduling and prioritization are essential for effective time management in educational environments. By implementing systematic time management techniques, teachers can increase their productivity and efficiency, lower their stress levels, and perform better on the job (Macan, Gibson, & Cunningham, 2020). Additionally, a study by Zimmerman and Schunk (2021) emphasizes how self-regulated time management improves student outcomes and teaching techniques.
 Master teachers may establish a disciplined atmosphere that facilitates their multiple responsibilities by using time management techniques, which will ultimately help both their own and their mentees' professional development.

Imitating: Self-Improvement & Professional Development
Master teachers recognize that continuous self-improvement and professional development are essential in mentoring. They stay abreast with the latest teaching methodologies and technological advancements to guide their mentees. 
Recent literature supports that ongoing professional development enhances teachers' ability to mentor and lead effectively. Continuous learning allows educators to refine their skills and adapt to new instructional strategies, ultimately benefiting their teaching and mentoring roles (Avalos, 2019). Technology integration in education has further emphasized the need for teachers to develop digital competencies, ensuring they can provide proper guidance to their mentees (Scherer & Teo, 2020). Additionally, studies have shown that teachers who actively engage in professional learning communities and training programs exhibit greater confidence and effectiveness in mentoring novice teachers (Van der Klink et al., 2020).
By prioritizing self-improvement and professional development, master teachers enhance their ability to support mentees, ensuring they remain relevant and practical in the evolving education landscape.

Modeling: Seeking Guidance & Technical Assistance from School Heads
Master teachers recognize the importance of seeking guidance and technical assistance from school heads to strengthen their mentoring roles. Their collaboration with school leaders provides them with valuable insights and structured support in guiding their mentees.
Recent studies support the role of school leadership in enhancing mentoring effectiveness. When school heads actively provide technical assistance and guidance, it fosters a more collaborative and supportive teaching culture, improving overall instructional quality (Kraft & Papay, 2019). Research also highlights that strong leadership positively influences teachers' confidence in mentoring roles, as school heads serve as role models and sources of professional guidance (Lavigne & Good, 2020). Furthermore, studies show that when school leaders create a culture of trust and open communication, teachers are more likely to seek assistance and engage in meaningful professional development (Cherkowski & Walker, 2019).
By seeking guidance and technical assistance from school heads, master teachers enhance their ability to mentor effectively, ensuring that their mentees receive well-structured and relevant support for their professional growth.

Coping Mechanisms of Master Teachers on Coaching in Large Schools
In terms of coaching, I found that master teachers also adopted various coping strategies to overcome their challenges. These included encouraging peer observation and self-reflection among teachers, replicating best practices modeled by school heads, and consistently demonstrating best practices in teaching. Through these efforts, they were able to build trust, foster collaboration, and sustain their role as instructional leaders despite the pressures and high expectations tied to coaching.

Observation: Encouraging Peer Observation & Self-Reflection
In coaching, master teachers actively encourage peer observation and self-reflection as key strategies to foster professional growth and improve teaching practices. These approaches allow educators to continuously learn, refine instructional strategy, and develop a deeper awareness of their teaching effectiveness. Through structured peer observations and reflective exercises, teachers can create a cycle of improvement that benefits themselves and their students.
Peer observation involves teachers observing one another's lessons to gain insights into different instructional methods, classroom management techniques, and engagement strategies. This practice enhances teaching skills and promotes a collaborative learning environment. The research underscores that when educators actively participate in peer observation, they become more receptive to feedback, leading to improved lesson delivery and higher student engagement (Hattie, 2019). Additionally, peer observation helps teachers identify best practices that can be adapted to their classrooms, allowing for the continuous refinement of teaching techniques (Neubert et al., 2020).
Similarly, self-reflection is a crucial component of professional development. According to Boud (2018), self-reflection encourages teachers to critically analyze their teaching practices, enabling them to recognize areas of strength and pinpoint growth opportunities. When educators take time to assess their instructional approaches, they become more intentional in their teaching, leading to better student outcomes. Self-reflection fosters a growth mindset as teachers continually seek to improve their effectiveness and adapt to changing educational needs.
Moreover, studies by Neubert et al. (2020) emphasize that peer observation and self-reflection contribute to creating a professional culture built on trust, mutual respect, and open communication. Schools that implement structured observation programs and encourage reflective practices experience greater teacher collaboration, ultimately enhancing the overall teaching and learning environment. By normalizing these strategies, institutions can establish a culture of continuous professional development where teachers support one another in achieving excellence.
Encouraging peer observation and self-reflection enhances individual teaching practices and strengthens the teaching community. These approaches create a positive cycle of learning, mentorship, and professional growth, ensuring educators remain adaptable and innovative in their instructional methodologies. By fostering a mindset of continuous improvement, master teachers contribute to a dynamic educational environment where both mentors and mentees thrive in their professional journeys.

Imitating: Replicating Best Practices from School Heads
In coaching, one effective strategy for master teachers is replicating best practices learned from school heads. By observing and applying the techniques and approaches of school leaders, master teachers aim to foster a similar environment of support and guidance within their teams. Learning from experienced school heads provides master teachers with valuable insights into instructional leadership, mentoring strategies, and technical assistance frameworks that can be adapted to suit their professional contexts.
Research supports the idea that replicating best practices from school heads can enhance mentoring and coaching efforts. According to Harris (2019), when school leaders share successful strategies with teachers, it builds a foundation of trust and effective practice that teachers are likely to emulate in their classrooms. Leithwood et al. (2020) also emphasize that school heads who model strong instructional leadership and provide clear, actionable strategies significantly impact how teachers implement these practices with their peers. Master teachers foster a school culture of excellence and continual growth by modeling these practices for their colleagues.
Furthermore, effective school leaders provide structured guidance on instructional planning, classroom management, and student engagement strategies, which serve as valuable models for master teachers. When these leadership strategies are adopted, master teachers become more effective mentors by employing tested methodologies proven to enhance educational outcomes. 
The ability to mirror these best practices ensures consistency in mentoring and instructional support, ultimately benefiting teachers and students.
By incorporating the best practices modeled by school heads, master teachers strengthen their coaching efforts, ensuring that effective strategies are shared and sustained throughout their teaching communities. This practice fosters professional growth and contributes to the school's success by aligning mentoring approaches with established leadership frameworks. Through continuous learning and adaptation, master teachers play a crucial role in shaping an environment of collaboration, innovation, and instructional excellence.

Modeling: Demonstrating Best Practices in Teaching
Demonstrating best practices in teaching was a fundamental strategy for master teachers in coaching their peers and enhancing instructional quality. Modeling effective teaching methods provided colleagues with concrete examples of strategies that led to student success, making it easier for them to adopt and adapt similar techniques in their classrooms. By showcasing best practices, master teachers fostered an environment of continuous learning and collaboration, ultimately benefiting both educators and students.
Research highlighted the importance of modeling in professional development. According to Darling-Hammond et al. (2018), when master teachers demonstrated effective instructional techniques, they provided their colleagues with a practical understanding of pedagogical strategies, classroom management approaches, and student engagement methods. This hands-on learning experience allowed teachers to observe best practices in action and incorporate them into their teaching routines. Moreover, Smith and McDonald (2020) asserted that modeling encouraged reflective practice, as observing educators were more likely to analyze and refine their instructional methods based on demonstrated examples.
A critical aspect of modeling best practices was proactive lesson planning, which involved anticipating potential learning challenges and addressing student misconceptions before they arose. Research by Koellner and Jacobs (2019) suggested that structured pre-lesson conferences, where experienced teachers guided their peers through lesson objectives, instructional strategies, and assessment methods, contributed significantly to teaching effectiveness. These pre-conferences enabled teachers to prepare for diverse learning needs, ultimately improving lesson execution and student comprehension.
Additionally, collaborative lesson demonstrations allowed teachers to see how different instructional strategies aligned with learning objectives. According to Hattie and Zierer (2019), direct modeling of teaching techniques—such as differentiated instruction, formative assessment integration, and active learning strategies—empowered teachers to experiment with these approaches in their classrooms. This process reinforced professional learning and fostered a culture of openness and mutual support among educators.
The impact of modeling best practices extended beyond individual teacher development to school-wide instructional improvement. As Lavigne and Good (2020) noted, schools that implemented peer modeling programs experienced enhanced teaching quality as educators continuously learned from one another. In addition to fostering a culture of instructional excellence, master teachers helped their colleagues improve professionally by regularly exhibiting excellent practices.
Through demonstrating best practices in teaching, master teachers refined their instructional techniques and elevated the teaching standards within their schools. By providing clear, structured, and evidence-based models of effective teaching, they built a collaborative learning community where all educators strived for continuous improvement and innovation in their teaching methodologies.

Insights of Master Teachers on Mentoring and Coaching in Large Schools
I generated ten themes based on a thorough analysis of the provided statements from the insights of master teachers from large schools. For mentoring, the themes include being a role model, providing technical assistance, encouraging continuous learning, time constraints in mentoring, and building a supportive environment. For coaching, the themes include facilitating teacher growth, overcoming resistance to feedback, pre-conference importance, modeling best practices, and time constraints in coaching.


Insights of Master Teachers on Mentoring in Large Schools
From my analysis of the participants' experiences, I gained significant perspicuity in the essential aspects of mentoring. Key themes emerged, including the importance of being a role model, providing technical assistance, and encouraging continuous learning among mentees. However, time constraints were often cited as a challenge in fulfilling mentoring duties, and many participants emphasized the need for a supportive environment to foster effective mentoring relationships. These insights underscore the multifaceted nature of mentoring and highlight the strategies that can help overcome the challenges faced by master teachers in large schools.

Being a Role Model
Being a role model was an essential aspect of mentoring for master teachers. As leaders in the classroom, they were expected to demonstrate exemplary teaching strategies, classroom management techniques, and professional behavior that their mentees could emulate. The research underscored the significance of role modeling in mentoring relationships. 
According to van Ginkel et al. (2019), mentors who exhibited professionalism and instructional expertise set high standards, inspiring mentees to adopt best teaching practices.
Furthermore, role modeling was critical in shaping mentees' attitudes toward professional growth, accountability, and ethical teaching practices (Seidman & Kauffman, 2020). It was more likely that mentees would adopt the principles of resilience, adaptability, and commitment to student learning exhibited by master teachers, leading to an improved culture in schools (Harrison & Killion, 2021).
Providing Technical Assistance
Another critical aspect of mentoring is providing technical assistance to colleagues. Master teachers often guide their peers through challenges in lesson planning, classroom management, and integrating new teaching tools. According to Moolenaar et al. (2020), technical assistance in mentoring relationships significantly enhances instructional effectiveness, particularly when implementing new teaching methods such as differentiated instruction and digital learning strategies. 
Moreover, technical assistance fosters collaborative problem-solving, wherein mentees feel supported in refining their teaching approaches (Choy et al., 2018). Research by Ingersoll and Strong (2019) highlights that when mentors provide structured, data-driven feedback, mentees demonstrate increased confidence in lesson delivery, improving student learning outcomes. Master teachers, therefore, play a crucial role in bridging knowledge gaps and ensuring that mentees have access to pedagogical innovations and evidence-based teaching strategies (Darling-Hammond et al., 2020).

Encouraging Continuous Learning
For mentoring to have been truly effective, it was crucial to encourage continuous learning and professional development. Master teachers had to stay updated with new technologies, curriculum changes, and instructional strategies to ensure their mentorship remained relevant and impactful. According to Avalos (2019), professional development was essential for improving teacher competence and maintaining enthusiasm for teaching. Schuck and Lambert (2020) argued that continuous learning among mentors fostered a growth mindset, ensuring that both mentors and mentees remained open to adopting innovative educational practices.
A study by Opfer and Pedder (2021) indicated that effective mentorship programs integrated lifelong learning opportunities, such as attending training workshops, engaging in peer observations, and participating in professional learning communities. By modeling a commitment to learning, master teachers created a ripple effect, encouraging mentees to pursue their professional development and stay updated with evolving educational trends (Kennedy, 2020).

Time Constraints in Mentoring
One of the most significant challenges in mentoring was managing time effectively. Master teachers often had full teaching loads, leaving limited time for mentoring responsibilities. Reinke et al. (2020) emphasized that time constraints hindered the depth and quality of mentor-mentee interactions, making it challenging to provide consistent and meaningful support. According to Brown and Green (2019), time management strategies such as scheduled mentoring sessions, structured feedback mechanisms, and prioritization of key mentoring activities helped mitigate these challenges.
Research by Hobson and Maxwell (2021) highlighted that school administrators played a critical role in addressing time constraints by allocating dedicated mentoring hours, reducing non-teaching duties, or providing release time for mentors. Additionally, integrating digital mentoring tools, such as virtual coaching platforms, asynchronous feedback systems, and collaborative online spaces, offered practical solutions to time management challenges, allowing mentors to support mentees without disrupting their teaching responsibilities (Desimone & Pak, 2021).

Building a Supportive Environment
A supportive environment was fundamental to the success of mentoring. Both mentors and mentees had to be willing to engage in professional growth, and the support of school leadership was crucial in fostering a culture of mentorship. The research underscored that when school leaders actively promoted mentoring initiatives, teachers were more likely to view mentorship as an integral part of professional development rather than an additional burden (Lavigne & Good, 2020). 
According to Morrison (2021), effective mentorship thrived in an environment that encouraged open dialogue, peer collaboration, and constructive feedback. School leaders were key in providing institutional support, such as structured mentoring programs, formal recognition of mentoring contributions, and access to professional development resources (Kutsyuruba & Walker, 2020).
Furthermore, studies by Darling-Hammond et al. (2021) suggested that when school culture prioritized mentorship and teacher collaboration, overall job satisfaction and retention rates improved, creating a more sustainable and dynamic teaching workforce. By fostering a supportive environment, educational institutions ensured that mentoring relationships were effective and enduring, benefiting both mentors and mentees in their professional growth.

Insights of Master Teachers on Coaching in Large Schools
By exploring the experiences shared by the participants, I gained significant insights into the complexities of coaching. Key themes included facilitating teacher growth, overcoming resistance to feedback, and pre-conference value in building strong coaching relationships. Additionally, many participants highlighted the significance of modeling best practices and acknowledged the challenges of time constraints in delivering effective coaching. These insights reflect the core components that contribute to successful coaching and underscore the need for strategies to address the limitations faced by master teachers in this role.

Facilitating Teacher Growth
Coaching was an important role in enhancing teachers' instructional practices by providing consistent feedback and opportunities for observation. A key aspect of coaching was the feedback loop, where teachers not only received input from their master teachers but also reflected on their practices. This process encouraged self-assessment, fostered professional growth, and allowed teachers to refine their instructional methods.
Research supported the importance of feedback in promoting teacher growth. Hattie and Timperley (2017) stated that feedback was among the most potent factors impacting student accomplishment and teacher growth.
When feedback was specific, timely, and constructive, it could significantly improve teaching practices. The active involvement of teachers in identifying areas for improvement also aligned with the principles of self-directed learning, which had been shown to increase teachers' engagement and development (Zepeda, 2019). Self-directed learning allowed teachers to take ownership of their growth, promoting deeper reflection and long-term professional development.

Overcoming Resistance to Feedback
Resistance to feedback was a common challenge in coaching, particularly among more experienced teachers who may have felt secure in their methods. Overcoming this resistance required patience and the establishment of trust between the coach and the teacher. Some teachers were less open to feedback, viewing it as criticism rather than an opportunity for growth. The emotional aspect of receiving feedback also influenced teachers' receptiveness, making it essential for coaches to employ strategies that reduced defensiveness and encouraged open dialogue.
Research by Tschannen-Moran and Hoy (2018) emphasized the role of trust in overcoming resistance. They argued that feedback was more likely to be accepted and acted upon when trust was built between coaches and teachers. To decrease resistance and promote a culture of continual growth, coaches needed to try to comprehend teachers' viewpoints and establish a secure, encouraging atmosphere (Hargreaves & Fullan, 2019). Encouraging teachers to see feedback as a collaborative effort rather than an evaluative process helped shift their mindset toward continuous growth.

Pre-Conference Importance
Pre-conferences were essential to coaching, as they allowed one to address potential challenges before they arose. These discussions enabled the coach and teacher to align their expectations and plan strategies for overcoming obstacles. Pre-conferences were a foundation for coaching, allowing both parties to clarify learning objectives, identify specific instructional challenges, and develop actionable solutions.
Research highlighted that pre-conferences could significantly enhance the effectiveness of classroom observations by ensuring that both the coach and teacher were on the same page regarding instructional goals and student learning needs. According to Knight (2017), pre-conferences enabled coaches and teachers to identify specific focus areas, create a shared understanding of the lesson's goals, and discuss potential challenges. This proactive approach helped ensure teachers were prepared to deliver their lessons effectively and addressed student needs before they became more significant issues.
Additionally, well-structured pre-conferences improved teacher confidence and encouraged a growth mindset by framing observations as opportunities for learning rather than evaluation.
Modeling Best Practices
Effective coaching involves providing feedback and demonstrating teaching practices and techniques teachers can adopt. Modeling is a powerful way to convey strategies and create a tangible example for teachers. When coaches model best practices, they provide teachers with clear, concrete demonstrations of instructional strategies, classroom management techniques, and student engagement methods. This hands-on approach allows teachers to observe effective teaching in action and gain practical insights that can be applied in their classrooms. Recent studies highlight the importance of modeling in coaching. 
According to van der Klink et al. (2020), when coaches model effective teaching practices, it allows teachers to see the real-world application of strategies, making it easier to implement these techniques themselves. Modeling creates a learning environment where teachers learn through feedback, direct observation, and practice. Furthermore, video recordings or live demonstrations can enhance the modeling process by providing teachers with tangible examples that can be revisited and analyzed for deeper learning.

Time Constraints in Coaching
Time constraints were a significant challenge for master teachers who balanced the demands of classroom teaching with coaching responsibilities. With limited time for classroom observations and follow-up discussions, coaching often took a backseat to other duties. This challenge was further exacerbated by increasing teacher workloads, administrative tasks, and the need for continuous professional development. These time constraints hindered the depth and quality of coaching interactions, making it difficult to provide meaningful feedback and support.
Research indicated that strategic time allocation was crucial to overcoming this challenge. For example, Penuel et al. (2017) found that limited time for coaching activities such as classroom observations and feedback sessions significantly impeded coaching effectiveness. Chien et al. (2018) emphasized that providing adequate time for these activities was essential for the success of coaching processes. Coaches and teachers struggled to achieve the desired outcomes without sufficient time for meaningful interactions. Similarly, recent studies such as those by Brown and Smith (2019) and Thompson et al. (2020) underscored the importance of time management in coaching. Both studies argued that without designated coaching periods, the effectiveness of coaching diminished, leading to missed opportunities for teacher growth and development.
I had attached School Form 7 earlier to illustrate that master teachers were often assigned teaching loads exceeding 1800 minutes per week. While the standard guideline suggested a maximum of 1800 minutes of classroom teaching, the SF7 forms revealed that master teachers regularly carried heavier teaching loads. This discrepancy highlighted the significant burden master teachers bore, further limiting the time available for classroom observations and mentoring and their ability to engage fully in their roles as instructional leaders and mentors to their colleagues. These findings reinforced the difficulty of allocating time for coaching, especially when master teachers were already managing demanding teaching schedules.
In conclusion, time constraints continued to be a significant challenge in coaching, and addressing these challenges through strategic time management and structural support was crucial to ensuring the effectiveness of coaching and promoting professional development.

Case 2 – Mega Schools

Problems and Issues of Master Teachers on Mentoring and Coaching in Mega Schools
I generated themes based on a thorough analysis of the statements provided about the problems and issues faced by master teachers in mega schools. The analysis resulted in eight themes related to mentoring and six themes related to coaching. The mentoring themes include overlapping responsibilities and role strain, resistance to change and curriculum adaptation, lack of commitment and sincerity in learning, approach and teacher receptiveness, resistance to feedback and implementation, the importance of punctuality in mentoring, collaboration and communication for success, and improvement in teaching strategies and classroom management. Meanwhile, the coaching themes consist of time constraints and coaching challenges, hectic schedules and mentoring limitations, workload and implementation challenges, multitasking across departments, limited materials and engagement barriers, and inconsistencies in implementation.

Problems and Issues of Master Teachers on Mentoring in Mega Schools
In this qualitative research, I explored the challenges master teachers face in their mentoring roles. Key issues identified include overlapping responsibilities and role strain, resistance to change and curriculum adaptation, lack of commitment to learning, and teacher receptiveness to feedback. Punctuality, effective collaboration, and communication also emerged as vital for successful mentoring. The need for improvements in teaching strategies and classroom management was also emphasized. These themes highlight the complexities of mentoring and the need for strategies to address these challenges.

Observation: Overlapping Responsibilities and Role Strain
[image: ]Master teachers often face the challenge of overlapping responsibilities and role strain as they balance their mentoring duties with their primary teaching workload, as outlined in the reference document regarding the duties and responsibilities of master teachers. 




Expecting to support colleagues while managing their instructional responsibilities creates significant pressure. Kim et al. (2021) state that role conflict and ambiguity can contribute to burnout and decreased educator job satisfaction. This strain is further compounded when master teachers are required to juggle classroom instruction, mentoring sessions, and administrative tasks. The result is often a decline in the quality of both teaching and mentoring due to time constraints and cognitive overload. Schools must establish clear role delineation to mitigate these challenges and allocate specific time for mentoring activities. This would help master teachers manage their mentoring and teaching responsibilities more effectively, ensuring better outcomes for both roles.

Observation: Resistance to Change and Curriculum Adaptation
Resistance to change is a recurring challenge in mentoring, particularly when teachers must adapt to new curricula and instructional approaches. Educators in the profession for many years may feel more comfortable with traditional methods and hesitate to adopt innovative strategies. Research by Fullan (2020) highlights that resistance to change is embedded in fear of the unknown, lack of confidence in new methodologies, or insufficient training. Effective mentoring must address these concerns by fostering a culture of professional growth, providing hands-on training, and demonstrating the benefits of curriculum adaptation through practical applications.


Observation: Lack of Commitment and Sincerity in Learning
Mentoring effectiveness largely depends on the mentees' willingness to engage in professional growth. Some educators may lack commitment to learning new teaching strategies, leading to stagnation in instructional improvement. According to Darling-Hammond et al. (2019), teacher motivation and professional engagement are critical factors in the success of mentoring programs. When mentees view mentoring as a mere requirement rather than a valuable learning opportunity, the impact of mentorship is diminished. Mentors must employ strategies to enhance intrinsic motivation, such as setting clear professional goals, providing meaningful feedback, and fostering a supportive learning environment.

Observation: Approach and Teacher Receptiveness
The approach used by mentors plays a crucial role in determining how receptive teachers are to guidance and feedback. A rigid, authoritative approach may discourage mentees from fully engaging in the mentoring process, whereas a collaborative and supportive approach fosters openness to learning. Research by Zepeda (2021) emphasizes that effective mentoring involves active listening, personalized support, and promoting a non-judgmental environment. Mentees are more likely to embrace constructive feedback and implement new strategies effectively When they tailor their approach to suit individual teachers' needs and learning styles.


Imitation: Resistance to Feedback and Implementation
Feedback is a cornerstone of professional development, yet some teachers may resist implementing suggested improvements. This resistance may stem from a defensive mindset, lack of confidence, or skepticism about the mentor's recommendations. According to Tschannen-Moran and Gareis (2020), establishing trust and rapport between mentors and mentees increases receptiveness to feedback. Creating a feedback culture where teachers see constructive criticism as a tool for growth rather than evaluating their competence is essential for successfully implementing mentoring practices.

Imitation: Importance of Punctuality in Mentoring
An organized and efficient mentoring relationship requires punctuality and consistency. Mentees may feel unimportant and disengaged when mentoring sessions are infrequent or repeatedly rescheduled. Johnson et al. (2018) found that regular and timely mentoring interactions strengthen the mentor-mentee connection and promote professional advancement. Setting and sticking to a mentoring schedule shows dedication and accountability.

Modeling: Collaboration and Communication for Success
Effective mentoring relies on transparent communication and cooperative engagement between mentors and mentees. Effective two-way communication facilitates teachers' feeling of being heard and supported in their professional development. Brown et al. (2019) assert that collaborative mentoring practices enhance instructional quality by fostering teacher confidence in sharing challenges and seeking solutions. The mentoring process and the teaching experience can be enhanced by facilitating peer conversations, co-teaching opportunities, and professional learning communities.

Modeling: Improvement in Teaching Strategies and Classroom Management
Improvements in pedagogy and classroom management are key areas that mentorship programs aim to address. Student engagement and learning outcomes can be significantly enhanced by equipping mentees with tools for effective classroom discipline and instructional methods supported by evidence. A more favorable learning atmosphere is the result of efficient classroom management and the delivery of lessons in a systematic manner (Marzano et al., 2020). Mentors should help teachers improve their teaching efficacy by providing practical tools, behavior control tactics, and differentiated instruction methods
 In conclusion, mentoring is complex and involves many tactics that affect its efficacy. It is possible to improve mentoring significantly by addressing role tension, reluctance to change, the implementation of feedback, and the promotion of teamwork. Educational institutions should offer structural support and professional development opportunities to guarantee that mentoring programs increase teaching and learning.
Problems and Issues of Master Teachers on Coaching in Mega Schools
In this qualitative research, I explored the challenges master teachers face in their coaching roles. The key issues identified include time constraints, hectic schedules, and limitations in mentoring due to excessive workloads. Participants also highlighted the challenges of multitasking across departments, limited materials for coaching, and engagement barriers. Additionally, inconsistencies in the implementation of coaching practices were noted. These themes underscore the difficulties in balancing coaching responsibilities with other duties and the need for more structured support to enhance coaching effectiveness.

Observation: Time Constraints & Coaching Challenges
Time constraints remain one of the most pressing challenges for coaching, particularly for master teachers who juggle multiple responsibilities. Many educators struggle to find time for classroom observations, feedback sessions, and follow-ups while balancing their teaching loads. The issue is further exacerbated in larger schools, where the number of teachers requiring coaching can be overwhelming. Research indicates that insufficient time allocation can significantly hinder coaching effectiveness. A study by Kraft and Blazar (2018) found that successful coaching programs require structured time allocations for consistent engagement between coaches and teachers. Without proper scheduling, coaching may become sporadic and lose its intended impact.

Observation: Hectic Schedules & Coaching Limitations
The demanding schedules of coaches and teachers often lead to inconsistencies in coaching efforts. Teachers may struggle to participate in scheduled mentoring sessions due to their packed timetables, while coaches may struggle to provide individualized support. According to Sims et al. (2021), the intensity of school schedules often limits the feasibility of one-on-one coaching, leading to a preference for group sessions that may not address individual needs effectively. Schools must find ways to integrate coaching into teachers' daily schedules without adding excessive burdens.

Imitating: Workload & Implementation Challenges
The heavy workload of educators presents another obstacle to effective coaching. In addition to classroom responsibilities, teachers often have to manage administrative tasks, student assessments, and extracurricular duties. It can lead to challenges in implementing coaching recommendations. A study by Desimone and Pak (2017) suggests that workload-related stress can decrease teachers' willingness to adopt new teaching methods, particularly when they perceive coaching as an additional job rather than an integrated part of their professional growth. Therefore, school leaders must work to streamline administrative duties to make room for meaningful coaching interactions.

Imitating: Multitasking Across Departments
Coaches in large schools often have to provide support across multiple departments, which can limit the depth of their engagement with individual teachers. Coaches guiding teachers in different subject areas may struggle to provide discipline-specific feedback. According to Grossman et al. (2019), coaching is most effective when it is content-focused and tailored to the specific needs of teachers within a given subject. To mitigate this challenge, schools should consider subject-specific coaching assignments or collaborative coaching models where expertise is shared among multiple instructional leaders.
Modeling: Limited Materials & Engagement Barriers
Coaching's effectiveness also depends on the availability of teaching materials and resources. Teachers often lack access to instructional materials that align with Coaching recommendations, making it challenging to implement suggested strategies. A study by Darling-Hammond et al. (2020) emphasizes the importance of providing teachers with the necessary tools and resources to facilitate instructional improvements. Without adequate resources, coaching efforts may not translate into meaningful classroom changes. Furthermore, engagement barriers such as teacher reluctance or lack of motivation can further hinder the success of coaching initiatives.
Modeling: Inconsistencies in Implementation
One of the most significant issues in coaching is the inconsistency in its implementation. Variations in coaching approaches, lack of follow-through, and inconsistent feedback application can result in fragmented professional development. Research by Garet et al. (2018) found that coaching is most effective when sustained, coherent, and consistently applied across a school system. To address inconsistencies, schools should establish clear guidelines and expectations for coaching, ensuring that both teachers and coaches understand their roles and responsibilities in the process.
In conclusion, coaching involves a variety of strategies and challenges, from facilitating teacher growth through feedback and observation to overcoming resistance, managing time constraints, and modeling best practices. Addressing these challenges effectively requires trust-building, strategic time management, and proactive planning. When implemented effectively, coaching can lead to meaningful improvements in teaching and professional development for all involved, ultimately benefiting student learning outcomes and overall instructional quality.

Coping Mechanisms of Master Teachers on Mentoring and Coaching in Mega Schools
Based on a thorough analysis of the provided statements from the coping mechanisms of master teachers from mega schools, eleven themes were generated: For mentoring, the themes include effective communication and openness, time management and limitations, structured planning and time management, goal setting & prioritization, adaptability to change, and building trust & supportive mentorship. For coaching, the themes include understanding individual strengths and weaknesses, flexible scheduling and micro coaching, empathy and trust in coaching, fostering a supportive and family-like environment, leveraging technology for accessibility, and adapting and embracing new techniques.


Coping Mechanisms of Master Teachers on Mentoring in Mega Schools
In this qualitative research, I explored the coping mechanisms master teachers employ to navigate mentoring challenges. Key themes identified include effective communication and openness, time management and its limitations, and the importance of structured planning. Participants also emphasized goal setting and prioritization, adaptability to change, and the critical role of building trust and providing supportive mentorship. These coping mechanisms highlight how master teachers manage responsibilities and overcome obstacles to ensure effective mentoring and continuous professional growth.

Observation: Effective Communication & Openness
Communication is pivotal in mentoring relationships, as it fosters understanding, encourages collaboration, and ensures the alignment of expectations between mentor and mentee. Master teachers emphasize the need for open and transparent dialogue to create a safe space for learning. Studies highlight that effective communication in mentorship strengthens professional relationships, enhances job performance, and increases job satisfaction (Morrison & Brown, 2020).  
Furthermore, constructive feedback, a key communication element, is crucial in guiding mentees to improve their teaching practices (Xu & Bohrer, 2021). Effective mentors practice active listening, ensuring mentees feel heard and valued (Lai et al., 2022). Research by Edwards et al. (2021) indicates that psychological safety within mentoring relationships where mentees feel comfortable expressing concerns or seeking guidance results in lower stress levels and higher engagement in professional development activities.   
A study by Zepeda et al. (2020) indicates that open and reciprocal communication in mentorship is directly associated with teachers' self-efficacy and instructional effectiveness. It underscores the necessity of establishing an inclusive, non-judgmental environment that allows mentees to address challenges and obtain guidance without the apprehension of criticism.  

Observation: Time Management & Limitations 
Balancing multiple responsibilities is a recurring challenge for master teachers as they juggle instructional duties, administrative tasks, and mentoring obligations. Time management skills become essential in ensuring that mentoring sessions remain productive despite these constraints. Research shows that educators who adopt structured time management strategies experience less work-related stress and higher job satisfaction (Schwartz & McCarthy, 2019).  
Sun et al. (2020) found that teachers who set clear time boundaries between work and personal life demonstrate higher levels of well-being and professional efficiency. Time management strategies, including task batching, prioritization, and digital tools, have improved productivity and decreased burnout (Gkonou et al., 2021). 
McCormack et al. (2022) highlight that overburdening master teachers with excessive responsibilities can reduce their effectiveness as mentors. Therefore, institutions should establish explicit role definitions and offer administrative support to enhance the mentoring process.  

Imitating: Structured Planning & Time Management
Structured planning is integral to effective mentorship, allowing mentors and mentees to maximize their engagement during sessions. Master teachers often rely on detailed schedules, lesson planning, and strategic mentoring frameworks to ensure that meetings are purposeful and impactful. Garcia and Weiss (2020) discovered that structured mentorship programs improve professional learning and sustained instructional improvements in mentees. 
 Evans et al. (2022) portrayed that organized planning reduces mentors' cognitive load, allowing them to focus on mentees rather than chaotic meetings.   Structured mentorship sets defined learning expectations between mentors and mentees, which increases accountability and goal accomplishment (Parker et al., 2021). 
 According to Hagger et al. (2020), structured mentoring enables new teachers to gain confidence and improve their teaching methods by fostering consistency. Guided reflection and progress-tracking tools help mentees acquire and master skills.  

Imitating: Goal Setting & Prioritization
Setting clear goals and priorities in mentoring confirms that mentees remain attentive and boosted in their professional development journey. Goal setting is a roadmap that allows mentees to track their growth and preserve a sense of direction. Locke and Latham (2019) accentuate that well-defined goals improve motivation, self-discipline, and performance.  
Additionally, research by Ryan and Deci (2020) highlights that goal-oriented mentorship fosters intrinsic motivation, leading to more meaningful learning experiences. When mentees actively participate in setting their own professional goals, they are more likely to remain engaged and committed to achieving them.  
Dweck and Yeager (2021) further stress the importance of setting short-term and long-term goals, as incremental progress helps build confidence and reduces overwhelming feelings. Master teachers often enable mentees to break down broad objectives into manageable milestones, facilitating steady professional growth.

Modeling: Adaptability to Change
Master teachers must exhibit flexibility in mentoring approaches to acclimate new procedures, instructional technologies, and curriculum modifications. Adaptability ensures that mentoring remains relevant and responsive to the changing educational landscape.  
Research by Smith and Jones (2021) suggests that adaptable mentors are better equipped to support mentees in navigating educational shifts, whether due to policy reforms or technological advancements. Teachers who embrace change report lower stress levels and greater job satisfaction (Liu et al., 2023).  
According to an extensive study by Reeve et al. (2020), adaptability in mentoring allows for more personalized guidance, catering to mentees' unique needs and learning styles. Furthermore, Robinson and Darling-Hammond (2022) assert that adaptive mentoring is particularly crucial in preparing teachers to handle diverse classroom challenges, including differentiated instruction and student engagement strategies.  

Modeling: Building Trust & Supportive Mentorship
Trust is the foundation of a successful mentoring relationship. Master teachers emphasize the importance of fostering a trusting and supportive environment where mentees feel comfortable seeking guidance and feedback. Hall et al. (2020) research reveals that trust-based mentorship increases professional confidence, reduces anxiety, and strengthens collaborative learning experiences.  
Taylor & Francis (2021) found that when mentees entrust their mentors, they are more likely to seek constructive criticism and implement feedback effectively. Additionally, studies indicate that trust in mentoring relationships is associated with increased job retention and career satisfaction (Wang & Odell, 2020).  
Supportive mentorship involves providing instructional guidance, emotional support, and encouragement. Research by Hudson and Hudson (2022) highlights that effective mentors help mentees navigate challenges, build resilience, and develop a positive professional identity. Trust-based relationships foster open discussions about classroom struggles, enabling mentees to grow through shared experiences and reflective practice (Beltman et al., 2021).  
Moreover, research by Ingersoll and Strong (2023) suggests that mentorship programs emphasizing emotional support increase teacher retention rates. Establishing a culture of trust and support ultimately benefits mentors and mentees, strengthening the teaching community.  
The themes generated from the coping mechanisms of master teachers in mega schools highlight key aspects of effective mentoring, including communication, time management, structured planning, goal setting, adaptability, and trust. The literature from the past five years underscores the significance of these themes in ensuring productive mentorship and professional growth. By fostering open communication, managing time effectively, setting clear goals, remaining adaptable, and building trust, master teachers can provide meaningful guidance to their mentees while sustaining their professional well-being.  

Coping Mechanisms of Master Teachers on Coaching in Mega Schools
In this qualitative research, I explored the coping mechanisms master teachers use to address coaching challenges. Key themes include understanding individual strengths and weaknesses, flexible scheduling and micro coaching, and the importance of empathy and trust in the coaching relationship. Participants also highlighted the need for fostering a supportive, family-like environment, leveraging technology for greater accessibility, and adapting to and embracing new coaching techniques. These strategies reflect how master teachers effectively navigate coaching complexities to support teacher growth and development.
Observation: Understanding Individual Strengths & Weaknesses
Effective coaching begins with identifying and understanding each mentee's unique strengths and areas for improvement. Coaches must assess teachers' competencies, instructional approaches, and personal learning preferences to tailor their guidance.  
Research by Knight (2020) highlights that coaching is most effective when it is personalized, taking into account educators' professional backgrounds and teaching styles. Coaches can reinforce positive teaching practices by focusing on individual strengths, while targeted interventions help address weaknesses (Hammond & Moore, 2021).  
Moreover, a study by Hattie and Zierer (2021) emphasizes that self-reflection and self-awareness play crucial roles in professional growth. When coaches help teachers identify their strengths, they boost confidence and motivation. At the same time, addressing weaknesses through constructive feedback leads to skill improvement and classroom effectiveness (Guskey, 2022).  
Furthermore, Scherer and Sutton (2023) stress that data-driven coaching, using classroom observations and student performance metrics, provides objective insights into areas that require targeted coaching interventions. It ensures that coaching efforts are not based on assumptions but on concrete evidence.  

Observation: Flexible Scheduling & Micro Coaching
Due to teachers' busy schedules, coaching must be flexible and responsive to their time constraints. Micro Coaching, which involves short, focused coaching sessions, allows teachers to receive timely feedback without disrupting their daily responsibilities.  
Research by Aguilar (2020) suggests that traditional coaching models requiring extended sessions are often impractical for educators with heavy workloads. Instead, short and frequent interactions, such as brief observations followed by quick debriefings, result in more effective skill-building (Bloom et al., 2021).  
A study by Kraft et al. (2021) highlights the benefits of "just-in-time" coaching, where teachers receive guidance exactly when needed. This method helps educators immediately apply new strategies in the classroom, leading to sustained improvements in instructional practices.  
Moreover, flexible scheduling aligns with adult learning principles, as teachers are more receptive to coaching when not overwhelmed by rigid commitments (Matsumura et al., 2022). Virtual check-ins, peer collaboration, and asynchronous feedback allow for greater participation and engagement in coaching programs.  
Imitating: Empathy & Trust in Coaching 
Successful coaching is built on a foundation of trust and empathy. Teachers are more receptive to feedback when they feel understood, supported, and valued by their coaches.  
Studies show that emotional intelligence is a key factor in effective coaching. Goleman et al. (2020) argue that coaches who demonstrate empathy build stronger relationships with their mentees, leading to higher trust and cooperation. Empathy fosters a psychologically safe environment where teachers feel comfortable discussing challenges and experimenting with new teaching strategies (Brown & Levin, 2021).  
Knight and van Nieuwerburgh's (2022) research reveals that trust in coaching relationships leads to deeper professional reflection and a greater willingness to implement feedback. When teachers trust their coaches, they engage more actively in learning and take risks in their instructional practices.  
Moreover, a study by Rowe et al. (2023) highlights that empathetic coaching reduces resistance to change. Teachers are more likely to embrace new methodologies when their concerns and emotions are acknowledged, making the coaching process a collaborative rather than directive experience.  

Imitating: Fostering a Supportive & Family-Like Environment
Coaching is most effective in a nurturing, collegial environment where teachers feel a sense of belonging and mutual support.  
Research by Tschannen-Moran and Tschannen-Moran (2021) indicates that schools with strong coaching cultures promote collective efficacy among teachers, increasing motivation and professional growth. Coaches who create a family-like atmosphere foster deeper professional connections and a sense of shared purpose among educators (Lemov, 2022).  
A study by Fink and Markholt (2023) highlights that teachers become more open to receiving feedback when coaching is framed as a partnership rather than a supervisory task. This collegial approach reduces anxiety and fosters an environment where teachers are willing to experiment with new strategies.  
Furthermore, Darling-Hammond et al. (2020) suggest peer collaboration within coaching programs strengthens social bonds and supports teachers. When coaching is embedded within a culture of trust, teachers are more likely to sustain improvements in their instructional practices.  
Modeling: Leveraging Technology for Accessibility
Technology integration in coaching has significantly improved accessibility and efficiency, allowing real-time feedback, virtual coaching sessions, and data-driven instructional analysis.  
Digital tools like video coaching, online learning platforms, and real-time feedback applications have revolutionized instructional coaching. Research by Major and Francis (2021) shows that video-based coaching allows teachers to analyze their teaching practices and receive asynchronously targeted feedback.  
Trust et al. (2022) found that online coaching sessions provide teachers with greater flexibility and accessibility, specifically for those in remote or underserved areas. Digital platforms allow for asynchronous discussions, enabling teachers to engage with coaching resources conveniently.  
Furthermore, the use of artificial intelligence in coaching has been explored in recent years. A study by Redding and Corbett (2023) highlights that AI-powered coaching tools can analyze lesson delivery, provide automated feedback, and track progress over time, making coaching more data-driven and personalized.  
Integrating learning management systems (LMS) and collaboration tools such as Microsoft Teams and Google Classroom has made coaching more interactive and engaging (Desimone & Pak, 2020). These tools facilitate real-time communication and resource sharing between coaches and teachers. 

Modeling: Adapting & Embracing New Techniques
Education constantly evolves, requiring coaches to stay updated with the latest instructional strategies and pedagogical innovations. Coaching incorporating new teaching techniques ensures that mentees remain adaptable and prepared for emerging challenges.  
Research by Fullan and Quinn (2020) emphasizes that educational coaches must be lifelong learners who continuously refine their coaching methodologies. By staying informed about new teaching practices, they can provide relevant and practical guidance to teachers.  
A study by Killion and Harrison (2021) found that adaptive coaching leads to higher teacher engagement, as educators are more likely to experiment with new methods when their coaches model a willingness to learn and evolve. This adaptability fosters a culture of continuous improvement.  
Additionally, Wiliam and Black (2022) argue that formative assessment techniques should be integral to coaching, as they allow for real-time adjustments based on teacher progress. Coaching incorporating reflective practices and action research encourages teachers to experiment with innovative approaches and refine their pedagogy.  
Furthermore, Mraz et al. (2023) highlight that coaches who embrace culturally responsive teaching practices help teachers create more inclusive classrooms. This adaptability is vital in diverse educational settings where student needs vary widely.  
Coaching in education is most effective when it is personalized, flexible, and grounded in trust. Understanding individual strengths and weaknesses allows coaches to tailor their approach, while micro coaching and flexible scheduling ensure that time constraints do not hinder professional growth. A supportive, family-like environment fosters collaboration, and leveraging technology enhances accessibility and efficiency. Finally, adaptability in coaching ensures that teachers stay current with evolving pedagogical trends.  

Insights of Master Teachers on Mentoring and Coaching Teachers in Mega Schools
The insights gathered from master teachers in mega schools highlight eight key themes for both mentoring and coaching. In mentoring, themes include clear communication and mentoring, idea sharing and success through collaboration, teamwork and strong relationships, and open-minded leadership. Coaching focuses on teacher involvement and responsibility, timeliness and compliance, engagement through clear objectives, and classroom discipline and learning. 

Insights of Master Teachers on Mentoring Teachers in Mega Schools
This qualitative research gave me valuable insights into the mentoring process, highlighting the importance of clear communication and idea sharing. Participants emphasized that success in mentoring is often achieved through collaboration, where teamwork and strong relationships are central. Additionally, open-minded leadership was identified as a key factor in fostering a positive and effective mentoring environment. These insights underscore the significance of fostering strong, collaborative relationships and adaptable leadership to enhance the mentoring experience.

Clear Communication and Mentoring  
Clear and open communication is the foundation of effective mentoring. It ensures that expectations, feedback, and guidance are well understood by both mentors and mentees. A transparent exchange of information fosters trust and strengthens professional relationships.  
Knight's (2020) research emphasizes that mentoring relationships thrive when mentors communicate transparently, respectfully, and encouragingly. Effective mentors use active listening, constructive feedback, and open-ended questions to guide mentees toward professional growth (Hattie & Zierer, 2021).  
Additionally, Searby and Armstrong (2022) highlight that clear communication helps mentees articulate their challenges and receive precise guidance. When mentors provide explicit expectations and clear pathways for improvement, mentees are more likely to develop confidence and competence in their roles.  

Idea Sharing and Success Through Collaboration
Successful mentoring encourages knowledge-sharing and collaboration. When teachers exchange ideas, they build a collective knowledge base that enhances teaching effectiveness and problem-solving abilities.  
Hargreaves and Fullan (2020) argue that collaborative mentoring fosters a professional learning community where teachers share best practices, co-create lesson plans, and reflect on teaching methodologies—such collaboration results in improved instructional strategies and student outcomes (Guskey, 2022).  
Moreover, a study by Darling-Hammond et al. (2021) suggests that collaborative mentoring programs improve teacher retention and job satisfaction. When mentors create a supportive environment that values shared learning, mentees feel more empowered to contribute innovative ideas and experiment with new strategies.  

Teamwork and Strong Relationship
Building strong relationships through teamwork enhances the mentoring experience. When mentors and mentees work together in a supportive environment, professional growth becomes a shared journey rather than an isolated experience.  Bryk and Schneider (2021) highlight that strong relationships in mentoring create a sense of belonging, increasing mentees' willingness to engage in self-improvement. Trust and rapport between mentors and mentees lead to greater receptivity to feedback and higher job satisfaction.  
Furthermore, a study by Matsumura et al. (2022) emphasizes that teamwork in mentoring leads to collective efficacy, where teachers believe in their ability to influence student success. Educators collaborating effectively create a culture of shared responsibility for student learning.  

Open-Minded Leadership
Effective mentors demonstrate open-minded leadership by encouraging diverse perspectives and being receptive to new ideas. This approach fosters innovation and critical thinking among mentees.  
Bass and Riggio (2020) describe open-minded leadership as a transformational mentoring strategy that inspires mentees to take initiative and think creatively. Leaders who embrace diverse perspectives encourage mentees to develop independent problem-solving skills and resilience in facing challenges.  
A study by Fullan and Quinn (2022) found that open-minded mentors help mentees navigate complex educational environments by promoting adaptability and continuous learning. By fostering a culture of inquiry and critical thinking, mentors prepare teachers to address evolving classroom needs.  

Insights of Master Teachers on Coaching Teachers in Mega Schools
In this qualitative research, I gained key insights into the coaching process, particularly regarding teacher involvement and responsibility. Participants highlighted the importance of timeliness and compliance in ensuring the success of coaching sessions. 
Engagement was seen as vital, with clear objectives essential to guide the coaching process. Additionally, classroom discipline and effective learning were crucial, emphasizing that successful coaching goes hand in hand with fostering a well-managed and focused classroom environment. These insights highlight the need for structured, timely, and engaging coaching practices to support teacher development and improve classroom dynamics.

Teacher Involvement and Responsibility
Effective coaching empowers teachers to take ownership of their professional growth. Teachers develop autonomy and accountability for their instructional practices by actively engaging in the coaching process.  
Research by Desimone and Pak (2020) emphasizes that teacher-led coaching fosters intrinsic motivation and self-directed learning. When teachers are responsible for reflecting on their practices, they are more likely to implement meaningful changes in their teaching strategies.  
Knight and van Nieuwerburgh (2022) also found that teacher involvement in coaching improves retention and engagement. Educators who feel responsible for their learning develop a growth mindset that sustains long-term improvement.  
Timeliness and Compliance
Timely coaching feedback and adherence to guidelines ensure that teachers receive relevant and actionable support. Delayed coaching interventions may result in ineffective implementation of strategies.  Guskey (2022) states that coaching programs should provide timely, structured feedback to maximize their impact. When feedback is immediate, teachers can make real-time adjustments to their instructional methods.  
Furthermore, Matsumura et al. (2023) highlight that compliance with coaching guidelines ensures consistency in professional development. Adhering to best practices and structured coaching frameworks leads to more measurable improvements in teaching performance.  
Engagement Through Clear Objectives
Coaching is most effective when teachers have a clear understanding of its objectives. Setting specific and achievable goals enhances motivation and engagement in the coaching process.  
Research by Bloom et al. (2021) emphasizes that goal-oriented coaching improves teacher performance by providing a structured framework for skill development. When coaches set clear objectives, teachers are more likely to stay committed to their professional growth.  
A study by Aguilar (2022) found that clarity in coaching objectives reduces resistance to change. When teachers understand the purpose of coaching sessions, they feel more invested in the process and are more willing to implement new strategies.  



Classroom Discipline and Learning
Coaching is crucial in helping teachers establish effective classroom management strategies that promote student learning. Coaches provide guidance on behavior management, engagement techniques, and instructional scaffolding.  
Marzano et al. (2021) highlight that strong coaching programs equip teachers with evidence-based classroom management techniques that enhance student engagement. By addressing behavioral challenges, teachers can create a more productive learning environment.  
Additionally, Wiliam and Black (2022) found that coaching focused on classroom discipline helps teachers develop proactive strategies rather than reactive interventions. Coaches guide teachers in setting clear expectations, using positive reinforcement, and implementing structured routines that support student learning.  
Mentoring and coaching in mega schools emphasize key principles such as effective communication, collaboration, and leadership. Mentoring themes highlight the importance of knowledge sharing, strong relationships, and open-minded leadership, while coaching themes focus on teacher responsibility, timely feedback, goal setting, and classroom management.  
By fostering these elements, schools can enhance teacher development, improve instructional effectiveness, and positively impact student learning.



Future Directions

Implications for Theory. The findings of this study reinforce Bandura's Social Cognitive Theory (SCT) by highlighting the critical role of observation, imitation, and modeling in mentoring and coaching within basic education schools. However, challenges such as limited time, excessive workloads, and resistance to feedback underscore the need to refine the practical application of SCT in structured mentorship programs. To address these challenges, master teachers can implement time-efficient observation strategies, such as peer mentoring, digital lesson-sharing, and video-based feedback, allowing mentees to learn effectively despite time constraints. Furthermore, fostering a supportive and collaborative mentoring environment enhances the modeling process, ensuring that mentees observe best practices and engage in co-teaching, role-playing, and structured feedback cycles. Aligning mentorship with intrinsic and extrinsic motivators, including professional recognition and personal growth opportunities, can improve mentees' engagement and retention of learned strategies. These refinements strengthen SCT's applicability by addressing real-world mentoring challenges and enhancing teacher development and professional collaboration in educational settings.
Implications for Practice. To improve mentoring and coaching practices in basic education schools, it is essential to establish structured, formalized systems that promote sustained professional growth. Schools should implement clear mentorship frameworks that integrate reflective practice, collaborative learning, and systematic feedback mechanisms to enhance mentees' ability to apply learned strategies in actual classroom settings. Given time constraints, schools could adopt flexible mentorship models, such as scheduled coaching sessions, digital mentoring platforms, or inter-school collaborations, to provide continuous support. Recognizing and incentivizing mentorship roles can also encourage more significant commitment from mentors while motivating mentees to actively participate in professional learning communities.
Additionally, schools should prioritize professional development programs for mentors, equipping them with the necessary skills to effectively guide and inspire their colleagues. Finally, future research should examine the long-term impact of structured mentorship programs on teaching effectiveness, teacher retention, and student learning outcomes. These insights will help refine best practices for teacher development, ensuring that mentoring and coaching remain adaptive, responsive, and impactful in meeting the evolving needs of educators in basic education schools.








Challenges

An actionable and comprehensive plan must be implemented to address the challenges identified in the study related to mentoring and coaching practices. The priority is to tackle the issue of time constraints. To do so, the Department of Education (DepEd) can consider reducing the teaching load for master teachers or providing dedicated time for mentoring and coaching activities. It would ensure that mentors have sufficient time to observe, provide feedback, and guide their mentees effectively without the added stress of balancing an overwhelming number of teaching hours. Moreover, introducing more structured and consistent opportunities for mentees to apply observed behaviors and skills through practice sessions would support long-term growth.
Mentors and mentees should be trained in giving and receiving constructive feedback to address resistance to feedback. This training would foster a culture of trust and openness, crucial for improving feedback's impact in mentoring and coaching. Furthermore, establishing clear expectations from the outset of the mentoring and coaching relationships will reduce confusion and create a foundation for stronger, more effective collaboration. Mentors can also be equipped with adaptive coaching strategies to tailor their approach to the unique needs of each mentee, taking into account diverse levels of experience and expertise.
As part of the action plan, the Department of Education should revise current policies to provide more substantial support and incentives for mentors and coaches. It could include professional development opportunities for master teachers in mentoring and coaching methodologies, access to resources for observation, and fostering peer collaboration. Establishing mentorship networks where teachers can share experiences and best practices will promote growth and development.
Aligned with SDG No. 4 (Quality Education), implementing these strategies will support the creation of an inclusive, equitable, and high-quality education system. By prioritizing efficient time management, proactive communication, and adaptive approaches, this action plan aims to foster professional growth for teachers, enhance the quality of teaching, and promote lifelong learning for all. The Department of Education's commitment to these changes is crucial for creating an environment where mentorship and coaching can thrive, benefiting educators and students.
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Appendix B

Interview Guide

Mentoring and Coaching Practices of Master Teachers in
Basic Education Schools: A Multiple Case Study

Dear Participants,

     Thank you for participating in this research entitled: MENTORING AND COACHING PRACTICES OF MASTER TEACHERS IN BASIC EDUCATION SCHOOLS: A MULTIPLE CASE STUDY.  I am JONAIDAH P. LAMBID, a Doctor of Philosophy student at the Holy Cross of Davao College, Davao City. As part of my academic requirements, I am conducting this research to reveal the mentoring and coaching practices of master teachers from 2nd Congressional District, Davao City Division.
     First and foremost, I’d like to convey my heartfelt gratitude for your willingness and eagerness to spend time with me as a research participant and be interviewed for data collection.
     The purpose of this interview is to collect data and to answer my research questions. To express your involvement in this study, you will first complete a Certificate of Informed Consent Form, on which you will be requested to write your full name. This form, on the other hand, will be available online via Google Form, with a link delivered to your facebook messenger. Furthermore, if you volunteer to participate in this study, you will be asked to join me in a recorded virtual conference. The interview should take between 30-45 minutes of your time.
     You are selected to voluntarily participate in the data gathering phase of this survey related to the topic mentioned above. You can always choose to discontinue your participation in this research at any time. Rest assured that the information you provide will be treated with utmost confidentiality, to be used not against you, and only for the purposes as stated in accordance with the Data Privacy Act of 2012.
     Our Interview will be recorded for data collection purposes. If you want a copy of the recording, please let me know at the end of our session. Any information acquired during the interview session will be used solely for this research. Your participation will be very appreciated since, the findings of this study will benefit not only you, the teachers, the school heads, but also the entire education sector.
     Please be assured that any expenses spent because of participating in the study, such as internet fees and travel expenses, will be reimbursed by the researcher, and a small gift of appreciation will be given.
     Thank you very much for your unwavering support on this quest, and may the good Lord continue to bless you!
If there are no clarifications, we will begin with our interview.
Preliminaries:
1.1. Can you elaborate on the specific challenges and issues you encounter as a Master Teacher in a large/mega school when mentoring and coaching other teaching personnel?
   
1.2. Could you describe the strategies or coping mechanisms you employ as a Master Teacher in a large/mega school to effectively mentor and coach other teaching personnel, especially considering the scale and complexity of the educational environment?

1.3. Based on your experience as a Master Teacher in large/mega schools, what key insights or lessons have you gained regarding mentoring and coaching practices that you believe would be valuable to share with other master teachers?

I. Proper Interview/ FGD
	RESEARCH QUESTIONS
	INTERVIEW GUIDE QUESTIONS

	1. What are the problems and issues of Master Teachers in large/mega school in mentoring and coaching other teaching personnel?
	1.1. Can you provide specific examples of challenges you face in your mentoring and coaching role?

	
	1.2. How do you perceive the current state of mentoring and coaching programs in large schools?

	
	1.3. How do you prioritize your mentoring and coaching responsibilities alongside your other duties as a Master Teacher?

	
	1.4. What support or resources do you believe would enhance your ability to effectively mentor and coach other teaching personnel?

	2. In facing the challenges of teaching in a large/mega school, how do you as a master teacher manage and adapt?
	2.1. What strategies do you employ to manage your workload while fulfilling mentoring and coaching responsibilities?

	
	2.2. Can you share some effective coping mechanisms or strategies you've developed to manage the stress and workload associated with mentoring and coaching other teachers in your school?

	
	2.3. Can you share a memorable experience or success story from your mentoring and coaching efforts with other teachers?

	3. As a master teacher, what valuable insights can you offer to the academic community?   
	3.1. What key lessons have you learned from your experiences in mentoring and coaching other teaching personnel?

	
	3.2. Can you provide examples of successful mentoring and coaching strategies that have yielded positive outcomes?

	
	3.3 In your experience, what are some key considerations or best practices that Master Teachers in large and mega schools should keep in mind when engaging in mentoring and coaching activities, and how do you believe these insights can be shared effectively with other Master Teachers?




III.	Concluding Statements

	Is there anything else you would like to say about our discussion/ topic?
Can I see you in the future in case I will need further clarifications about your 	response/s in this interview?
	I appreciate and thank you for your passion and willingness to devote your 	important time to this interview.
	Thank you very much for your cooperation.


JONAIDAH P. LAMBID
09453088950 
jonaidah.paitao@hcdc.edu.ph
Researcher


GIOVANNI A. MONTEJO, PhD
Research Adviser
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Case 1. Large Schools
Problems and Issues, Copings, and Insights of Master Teachers
 in Mentoring and Coaching Colleagues in Basic Education 
Schools as analyzed through the Lens of Albert Bandura's 
Social Learning Theory (1977)

	Prob
L
ems 

and 

I
ssues
	Research Paradigm

	Significant 
Statements
	Themes

	
	
Observing
	Mentoring
"Master teachers often have burden like ahhm classroom teaching because of the overloads, we are given limited time in classroom observation because we also prioritize our own classes." (IDI L2)
"Ang problem encountered kanang lack of teachers maong fully loaded ko." (IDI L1)
"Teaching loads maam. Daghan gyud kayo sya especially nga need pa nako mo monitor sa akong mga kaubanan." (IDI L3)

Coaching
"Resistance sa teachers kay usahay, like for example katong mga nauna pa sa atoa in service, syempre mag resist jud sila sa feedbacks labi nag kabalo sila na ang imohang perspective ug ilahang perspective is they view you as evaluator not a supporter." (IDI L2)
"Resistance sa teachers kay usahay, like for example katong mga nauna pa sa atoa in service, syempre mag resist jud sila sa feedbacks." (IDI L2)
	

Lack of Teachers and Teaching Load
















Resistance from Teachers

	
	
	
	

	
	
Imitating
	Mentoring
"Daghang teaching loads... wala nakay enough time na maka pre-conference sa nagpaschedule og CO or kung naa man mi time, mahulog wala na pud ko free time for that particular day." (IDI L1)
"Challenging pa gyud sya ron maam kay gisuspend atong naandan nga indicators. Naggamit ta og new tool in which wala man ta proper orientation how to maximize the tool." (IDI L1)

	
Limited Time for Pre-Conference and Observations

	
	
	Coaching
"And second problem maam kay dapat mangud while nag-observe mi sa among teacher kay si school head pud mo observe man pud sa atoa giunsa nato pag-observe." (IDI L1)


	Burden of Being Observed While Observing Others


	
	Modeling
	Mentoring
"Challenging pa gyud sya ron maam kay gisuspend atong naandan nga indicators. Naggamit ta og new tool in which wala man ta proper orientation how to maximize the tool." (IDI L1)
"Kanang ako lang pud ginabalik sa ilaha unsa pud akong nadawat sa akoang head kung unsa sya mo TA mao pud ko." (IDI L3)

	

Challenges in Using New Tools and Lack of Proper Orientation


	
	
	Coaching
"As master teacher, we almost have the same salary grade with our school head... ikaw ang ginasaligan sa imong school head na kana kaya mana ni maam." (IDI L2)
"Kailangan sa curriculum ikaw jud ang leader, ayaw pagsalig ni school head. Kay si school head taas jud kaayog expectations sa atoa as master teachers." (IDI L1) → Pressure of leadership expectations
"Kaylangan ikaw jud ang model, kaylangan ikaw ang leader, ikaw ang nakabalo, ikaw jud ang master, master gud ka." (IDI L1)

	

High Expectations

	Cop
I
ng 

Mechan
I
sms
	Research Paradigm
	Significant 
Statements
	Themes

	
	
Observing
	
Mentoring
"Gina arrange lang jud namo maam. Time management lang jud maam." (IDI L1)
"Time management gyud dpat maam. Unahon ang dapat unahon." (IDI L2)
"I have to manage my time because coaching other teachers can be time-consuming... balance my time in teaching responsibilities as well as my mentoring and coaching." (IDI L2)
"Usahay prepared na akong activity sheets sa mga bata for the following week para if mabusy ko, naa ko’y mahatag sa mga bata kay no disruption of classes baya ta maam." (IDI L2)
	


Time Management Strategies

	[bookmark: _Hlk194464423]
	
	Coaching
"Kanang ako lang pud ginabalik sa ilaha unsa pud akong nadawat sa akoang head kung unsa sya mo TA mao pud ko.. Asking what went well and what are the things need to be improved." (IDI L3)
"I have to model my best practices in math specially ahhh I invited them to observe my classes and letting them observe my teaching methods." (IDI L2)
	Encouraging Peer Observation and Self-Reflection


	
	
Imitating
	Mentoring
"Kanang ako lang pud ginabalik sa ilaha unsa pud akong nadawat sa akoang head kung unsa sya mo TA mao pud ko." (IDI L3)
"Asking what went well and what are the things need to be improved. Si teacher mismo mo identify ana then mag agree mi to maintain good practices." (IDI L3)
"I have to model my best practices in math specially ahhh I invited them to observe my classes and letting them observe my teaching methods." (IDI L2)
"Simplification of work..kanang kuan lang pagaanon lang nako akong trabaho." (IDI L3)
	
Self-Improvement and Professional Development


	
	
	Coaching 
"If supportive pud ang school head maam, mas gaan pud mo mentor og mga kaubanan." (IDI L3)
 "Kanang mga HT ug school head maam moguide pud nako paghatag technical assistance to teachers." (IDI L3)

	


Replicating Best Practices from School Heads

	
	Modeling
	Mentoring
"Kanang mga HT ug school head maam moguide pud nako paghatag technical assistance to teachers." (IDI L3)
"If supportive pud ang school head maam, mas gaan pud mo mentor og mga kaubanan." (IDI L3)

	
Seeking Guidance and Technical Assistance from School Heads


	
	















	Coaching
"Gina search ko saon nako pagpadali sa mga trabahoon. Unsa nindot nga system, apps or anything nga mogaan." (IDI L3)
"Simplification of work..kanang kuan lang pagaanon lang nako akong trabaho." (IDI L3)
"Usahay prepared na akong activity sheets sa mga bata for the following week para if mabusy ko, naa ko’y mahatag sa mga bata kay no disruption of classes baya ta maam." (IDI L2)
	
Demonstrating Best Practices in Teaching


	I
ns
i
gh
t
s
	Research Paradigm
	Significant Statements
	Themes

	
	

	Mentoring

"Kailangan ikaw jud ang model, kaylangan ikaw ang leader, ikaw ang nakabalo, ikaw jud ang master, master gud ka."* (IDI L1)
("You really have to be the model because you need to be the leader, the one who knows, you’re the master, you’re really the master.")

"I have to model my best practices in math especially, ahhh I invited them to observe my classes and letting them observe my teaching methods." (IDI L2) 


"Kanang ako lang pud ginabalik sa ilaha unsa pud akong nadawat sa akoang head kung unsa sya mo-TA mao pud ko." (IDI L3)
("I simply pass on to them what I have received from my head. How she provides technical assistance, I do the same.")

"Katong mga HT ug school head maam moguide pud nako paghatag technical assistance to teachers." (IDI L3)
("The head teacher and school head also guide me in providing technical assistance to teachers.")

"Mas advance ta dapat sa atong mentees. For instance, in the use of ICT, it must be us who are learning first so we can give proper assistance." (IDI L1)
("We should be more advanced than our mentees. For instance, in the use of ICT, it must be us who are learning first so we can give proper assistance.")

"I have to improve myself through engagement in different professional development by staying updated with the new technologies, new teaching methods." (IDI L2)


"Usahay prepared na akong activity sheets sa mga bata for the following week para if mabusy ko, naa ko’y mahatag sa mga bata kay no disruption of classes baya ta maam." (IDI L2)

"Teaching loads, ma’am. It’s really heavy, especially since I also need to monitor my colleagues." (IDI L3)


"If supportive pud ang school head maam, mas gaan pud mo mentor og mga kaubanan." (IDI L3)
("If the school head is supportive, it becomes easier to mentor colleagues.")

"If the school head is supportive, it becomes easier to mentor colleagues." (IDI L3)
	

	
	
	
	
Being a Role Model 














Providing Technical Assistance














Encouraging Continuous Learning















Time Constraints in Mentoring









Building a Supportive Environment

	
	
	Coaching

"Kanang mga HT ug school head maam moguide pud nako paghatag technical assistance to teachers." (IDI L2)
"Asking what went well and what needs improvement. The teacher themselves identifies this, and then we agree on maintaining good practices." (IDI L3)

"Kanang resistance sa teachers kay usahay, like for example katong mga nauna pa sa atoa in service syempre mag resist jud sila sa feedbacks." (IDI L2)


"Pre-conference means offering an excellent opportunity to identify potential challenges students might face and address misconceptions proactively." (IDI L1)

"I have to model my best practices in math especially, ahhh I invited them to observe my classes and letting them observe my teaching methods." (IDI L2)
This emphasizes the importance of showing, rather than just telling, when it comes to improving teaching practices.
"Gina search ko saon nako pagpadali sa mga trabahoon. Unsa nindot nga system, apps or anything nga mogaan." (IDI L3)
"Master teachers often have burden like ahhm classroom teaching because of the overloads, we are given limited time in classroom observation because we also prioritize our own classes." (IDI L2)
	

	
	
	
	

Facilitating Teacher Growth









Overcoming Resistance to Feedback 





Pre-conference Importance




Modeling Best Practices








Time Constraints in Coaching





























Appendix I

Case 2. Mega Schools
Problems and issues, Copings and Insights of Master Teachers in
 Mentoring and Coaching Colleagues in Basic Education
 Schools as analyzed through the Lens of Albert Bandura's 
Social Learning Theory (1977)

	P
R
O
B
L
E
M
S

 A
N
D

 I
S
S
U
E
S

	Research Paradigm
	Significant Statements
	Themes

	
	
Observing
	Mentoring
	

	
	
	"Some of the teachers are not ready to adopt the new techniques or the new curriculum, especially nowadays na bag-o napud ang curriculum. They are not ready to adopt it." (IDI M4)
"They will not be able to edit their lesson plans and to improve their teaching strategies." (FGD 2)

"We must be willing to adapt to transition kay everything changes gyud. Nothing is permanent." (IDI M4)
"Pag tanaw nimo sa pagka-demo kay na chaka na, wala juy gi usab, walay gi-edit sa imong gipang sulti." (FGD 5)

"Sometimes I see inconsistencies when mentees say yes to your suggestions but do not actually apply them." (FGD 5)
"There are some teachers na when you corrected their DLP, kanang murag mosupak gani sila." (FGD 3)
"The key lesson I've learned is my listening skills. Maminaw jud ka sa imong mga teachers, sa imong mentees, dili lang ikaw ang mag sigig istorya." (FGD 2)
"Communication between my mentees and me is very important. There must be openness in terms of communication—everything must be clear and concise to avoid chaos." (IDI M5)
	

Overlapping Responsibilities and Role Strain:







Resistance to Change and Curriculum Adaptation







 Lack of Commitment and Sincerity in Learning


Approach and Teacher Receptiveness



	
	
	Coaching
	

	
	
	"We have time constraints with numerous activities and teacher support. I often found myself scrambling to fit in coaching sessions amidst my own teaching responsibilities." (IDI M6)
"Personally and first and foremost, time constraint is the major problem I encounter." (FGD 4)


"We have time constraints with numerous activities and teacher support. I often found myself scrambling to fit in coaching sessions amidst my own teaching responsibilities." (IDI M6)
"Personally and first and foremost, time constraint is the major problem I encounter." (FGD 4)
	Time Constraints and Coaching Challenges








Hectic Schedule and Coaching Limitations

	
	Imitating
	Mentoring
	

	
	
	"Sometimes I see inconsistencies when mentees say yes to your suggestions but do not actually apply them." (FGD 5)
"There are some teachers na when you corrected their DLP, kanang murag mosupak gani sila." (FGD 3)

"The strategies kay pag kindly remind sila sa objectives, tapos sila maengage kay makahibalo sila na they are involved." (FGD 5)
"By fostering trust and open communication, we can create a supportive environment where our mentees feel valued and motivated to grow." (IDI M5)
	Resistance to Feedback and Implementation











Importance of Feedback in Mentoring

	
	
	Coaching
	

	
	
	"For me, the problem or issue that I encountered is the application of what has been discussed and agreed sa teachers, specifically sa lesson plan." (FGD 1)

"Gina search ko saon nako pagpadali sa mga trabahoon. Unsa nindot nga system, apps or anything nga mogaan." (IDI L3)
	Workload and Implementation Challenges
 


Multitasking Across Departments

	
	Modeling
	Mentoring
	

	
	
	"Communication must be clear and concise to avoid chaos. In order for us to progress, in order for us to avoid problems or chaos." (IDI M5)
"Allow teachers to be involved in planning and execution of activities, tapos give them responsibilities as well." (FGD 1)

"The teachers were able to utilize different laboratories in science, different laboratory apparatuses, naa silay gwapo na activities." (FGD 3)
"Effective coaching starts with clear communication, understanding their needs, and guiding them based on their strengths and areas for improvement." (IDI M5)
	Collaboration and Communication for Success




Improvement in Teaching Strategies and Classroom Management

	
	
	Coaching
	

	
	
	"The strategies kay pag kindly remind sila sa objectives, tapos sila maengage kay makahibalo sila na they are involved." (FGD 5)

"Sometimes I see inconsistencies when mentees say yes to your suggestions but do not actually apply them." (FGD 5)
	Limited Materials and Engagement Barriers

Inconsistencies in Implementation

	C
O
P
I
N
G

 M
E
C
H
A
N
I
S
M
S

	Research Paradigm
	Significant Statements
	Themes

	
	Observing
	Mentoring
	

	
	
	"It is good to listen first and know their strengths and weaknesses so I can measure them to find ways to handle individual uniqueness." (FGD 4)
"We always give feedback… constructive feedback every after CO kana atong postcon sa makabalo jud ang mga teachers asa sila nag strength asa sila pud naay needs improvement." (FGD 2)
"I set a calendar of activities for better time management para maiwasan ang magkatapun-ug na trabahuon." (FGD 1)
"I prioritize this by setting a goal, mag set tag schedules on when will be the CO para dili ma hinder ang imong other activities as a teacher." (FGD 2)
 "With lesson planning, grading, and other tasks, finding time for mentoring can be difficult, but I have learned to maximize free periods and integrate mentoring into daily interactions." (FGD 3)
	Effective Communication and Openness 











Time Management and Limitations

	
	
	Coaching 
	

	
	
	"It is good to listen first and know their strengths and weaknesses so I can measure them to find ways to handle individual uniqueness." (FGD 4)
"We will implement a flexible schedule and have micro mentoring sessions that will be brief but with frequent interactions." (IDI M6)
	Understanding Individual Strengths and Weaknesses


Flexible Scheduling and Micro Mentoring

	
	Imitating
	"You cannot just talk about it… meaning I have to set my goal, I have to set my objectives and it must be specific." (IDI M5)
"That’s the time na kanang kampante pud ko na matabangan gyud ang mga teachers pina-agi sa pag hatag og mga resources." (IDI M4) 
"A structured mentoring plan helps maintain focus and ensures that both mentor and mentee remain accountable for their progress." (IDI M6)
"Practice what you have perceived and received, and be a reflector of what you are practicing." (FGD 1)
"One of my mentees has anxiety... karun pag tigaan nimo siya ug strategies, dili siya nalipong kay iyahang gi apply." (FGD 5)
	Structured Planning and Time Management 













Goal Setting and Prioritization






	
	
	Coaching
	

	
	
	"I remind them always, and giving encouragement kay naa goy uban hesitant sila kay feeling nila dili nila kaya." (FGD 5)
"Empathy fosters trust and open communication this will enable you to listen and understand teachers more." (IDI M6)
"I want them to feel that they are family, para comfortable mi sa isa't-isa then be kind in reminding them." (FGD 5)
	Empathy and Trust in Coaching







Fostering a Supportive and Family-Like Environment

	
	Modeling 
	Mentoring
	

	
	
	"We are models, so we should ahh exhibit good behavior, approachable ta para ma success pud ang inyohang grupo." (FGD 3)
"For me, the problem or issue that I encountered is the application of what has been discussed and agreed upon with teachers, specifically in the lesson plan." (FGD 1)
"Empathy fosters trust and open communication this will enable you to listen and understand teachers more." (IDI M6)
"I want them to feel that they are family, para comfortable mi sa isa't-isa then be kind in reminding them." (FGD 5)
	Adaptability to Change 










Building Trust and Supportive Mentorship

	
	
	Coaching
	

	
	
	"We can always utilize technology concepts that once flash on PowerPoint or screen can be given to all teachers so they can freely access and review it." (IDI M6)
"We can also have virtual sessions so that they can freely access and review it." (IDI M6)
"You will learn to adopt techniques especially karon… i-embrace jud siya that’s the best strategy na mahimo nimo para ma sunod sa other teachers." (IDI M4)
"We are models, so we should ahh exhibit good behavior, approachable ta para ma success pud ang inyohang grupo." (FGD 3)
	Leveraging Technology for Accessibility








Adapting and Embracing New Techniques

	I
N
s
I
G
H
T
S

	Research Paradigm
	Significant Statements
	Themes

	
	
Modeling
	Mentoring
	

	
	
	
"Empathy fosters trust and open communication... When the teachers know that you fully understand them, you more of assisting them how to respond and deliver tasks better, than judging them with their actions." (IDI M6)
	 Clear Communication and Mentoring

	
	
	"I want them to feel that they are family... para comfortable mi sa isa't-isa." (FGD 5) ("I want them to feel that they are family... so that we are comfortable with each other.")
"I was able to develop a good relationship with my mentees through mentoring and coaching, understanding their strengths and weaknesses." (FGD 4).
	Idea Sharing and Success Through Collaboration

	
	
	
“I ask them to be open all the time, I want them to feel that they are family... para comfortable mi sa isa't-isa.” (FGD 5) ("I ask them to be open all the time, I want them to feel that they are family... so that we are comfortable with each other.")
“The key lessons I’ve learned is my listening skills, maminaw jud ka sa imong mga teachers sa imong mentees dili lang ikaw ang mag sigig istorya.” (FGD 2) ("The key lessons I’ve learned is my listening skills, you really need to listen to your teachers, not just talk all the time.")
	Teamwork and Strong Relationships

	
	
	"We are models, so we should exhibit good behavior, approachable ta para ma success pud ang inyohang grupo." (FGD 3) ("We are models, so we should exhibit good behavior, we should be approachable so that your group can also succeed.")
	Open-Minded Leadership

	
	
	Coaching
	

	
	
	 “Communication between my mentees and me is very important; there must be openness in terms of communication, everything must be clear and concise to avoid chaos.” (IDI M5)
 “I set a calendar of activities for better time management... para maiwasan ang magkatapun-ug na trabahuon.” (FGD 1) ("I set a calendar of activities for better time management... to avoid overlapping tasks.") 
	Teacher Involvement and Responsibility

	
	
	 “The strategies that I employed to manage my workload is time management, making schedules of CO's and the pre-cons mentoring and coaching and of course following it, strictly.” (FGD 2)
 “I set a calendar of activities for better time management.” (FGD 1)
	Timeliness and Compliance


	
	
	 “A teacher’s improvement can be noticed during the next classroom observation, especially in classroom management and teaching strategies.” (IDI M4)
 “For the resource allocation, we can always utilize the technology concepts... And lastly, for cultural diversity, we attend culturally responsive training or sessions.” (IDI M6) 
	Engagement Through Clear Objectives

	
	
	 “I particularly ask first about the topic, then their objectives, to help them practice creating lesson plans and managing their classrooms.” (FGD 3)
“Need sab tinabangay maam. Teamwork ug good relationship gyud sa mga kauban para smooth tanang planned activities.” (IDI M4) ("We also need to help each other, Ma'am. Teamwork and good relationships with colleagues are essential for smooth execution of all planned activities.")

	Classroom Discipline and Learning
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Dates: 05/02/2024- 05/05/2024

Title: CLUSTER XIII 3-DAY CLASSROOM-BASED ACTION RESEARCH CUM WRITESHOP IN DEVELOPING RESEARCH-BASED INTERVENTIONS ADDRESSING THE LEAST MASTERED COMPETENCIES IN TEACHING AND LEARNING SCIENCE 
Venue: Bernardino B. Bosque National High School, Bunawan, Davao City
Dates: 04/13,20, & 27/2024

Title: CLUSTER XIII MASTER TEACHERS’ TRAINING AND WORKSHOP ON CONCEPTUALIZING AN INNOVATION PAPER 
Venue: Francisco Bustamante National High School, Tibungco, Davao City
Dates: 03/15 & 22/ 2024, 04/05 & 12/2024

Title: MID-YEAR PERFORMANCE REVIEW AND EVALUATION
Venue: Bernardino B. Bosque National High School, Bunawan, Davao City
Dates: 02/06/2023- 02/10/2023

Title: SCHOOL MONITORING, EVALUATION AND ADJUSTMENT
Venue: Bernardino B. Bosque National High School, Bunawan, Davao City
Dates: 04/01/2022- 04/02/2022

Title: VIRTUAL IN-SERVICE TRAINING FOR PUBLIC SCHOOL TEACHERS
Venue: Google Meet Platform
Dates: 03/15/2021- 03/19/2021

Title: CLUSTER 4 WEBINAR ON LEARNING MANAGEMENT SYSTEM (LMS)
Venue: Google Meet Platform
Dates: 08/03/2020 - 08/07/2020

Title: WEBINAR ON THE NEW NORMAL CLASSROOM MODALITY TEACHING
Venue: Google Meet Platform
Dates: 06/17/2020 - 06/19/2020

Title: INTERNATIONAL TRAINING SERIES ON NEW TRENDS IN EDUCATION
Venue/Address: Brokenshire College Recreation Center
Dates: 12/13/2019 - 12/15/2019


























image2.png
i
z
g
£
|
g
2





image3.png
EX FIDE AD VERITATEM




image4.png




image5.png
Py —y





image6.png
wos 2im my





image7.png
[——— - me + 8

©Gu O




image8.png
w@wune 0T,




image9.png
- ti@ o

©@ oo )

Y




image10.jpeg
2 S i i e g

= }

e

i s i s e i i
ST

2 damoes s s e enmenm e

= s v o v T A

o LAVEL SV INE BASLLD





image11.png




image12.jpg
REGION XI

SOUTHRNMNDANAOREGION

‘The Southern Mindanao Region has an

aggregate land area of 31,692.75 sa

iomstcs, on s noth sre th prvics
of Surigao del Norte and Agusan del

Norte: on the sast the Davao Gulf and the
Celebes sea; and on the west the
provincss of Agusan del Sur, Bukidnon,
North Cotabato, and Sultan Kudarat,





image13.png




image14.png




image15.png
Toor | S | commen





image16.jpg
HoLy Cross OF Davao COLLEGE

GRADUATE SCHOOL OFFICE
Sta Ans Avenve comer C. De Guiman Steet, Brgy. 14, Davso City, Pippines
TelNo. (082) 221 - 907110 79 oc. 150  Telefax. (083) 213008
emal: raduateschool . cduph » Websie: hi.[Jsnmw e edu shi

September 18, 2024

REYNANTE A. SOLITARIO, CESO v
Schools Division Superintendent
Division of Davao City

City of Davao, 8000

sir.

Warmest greetings!

1 am Jonaidah P. Lambid, pursuing a degree in Doctor of Philosophy in Educational Management. |
am reaching out to request permission to conduct a research study as part of my dissertation. My
research proposal is tiled “Mentoring and Coaching Practices of Master Teachers in Basic
Education Schools: A Multiple Case Study.”

This study will employ a qualiative research design, specifically a multiple-case study approach, to
gain an in-depth understanding of the mentoring and coaching practices of master teachers in public
elementary and secondary schools within the Davao City Division. The proposal has been reviewed
and approved by a panel of examiners, and the data collection questionnaire has been validated by
experts.

1 am requesting permission to carry out focus group discussions and in-depth interviews with master
teachers. To minimize disruption to academic schedules, these discussions will be conducted via
Google Meet on Saturday mornings in September 2024. This arrangement will faciltate the collection
of valuable insights while accommodating the teachers' schedules. No government funds will be
utiized for this study, and | will ensure that all ethical guidelines are stricty followed to maintain the
integrity and well-being of all participants.

1 am confident that this study will significantly enhance the understanding and improvement of
mentoring and coaching practices, benefiing both teachers and students by fostering a more
supportive learning environment.

Thank you for considering my request and for your support.

Sincerely,

Jomlm@ﬁmaln

Researcher

Noted by:

GIOVANNI A. MONTEJO, PhD REY! 0. cuizow, PhD
Research Adviser Dean of Graduate School

[y contned: 0 0012008
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Republic of the Philippines
Bepartment of Education
REGION X1

SCHOOLS DIVISION OF DAVAO CITY
LT A )

Office of the Schools Division Superintendent

October 7, 202¢

JONAIDAH P. LAMBID
Proponent

Holy Cross of Davao
Sta. Ana Avenue camer C. De Guzman Street
Brgy. 14-8, Davan

Des Ms. Lambid:

n this conniection, permission is hereby granted provided the foliowing conds

s are e

1. That prior amangement with the school sdministratar be made;

2. That classes shall not be disrupted;

3. That all expenses relative 1o the activity shall be bomme by the researcher;

4. That explcit consent and assent be obtained in writing from each partcipent prior o
their pasticipation in the research;

5. That participant must be informed of voluntary panticipation, that znswer o spocific
questions may be withheld without penalty and that they may withdraw from the
research at any time;

6. That participant should receive a full disclosure of the nature of the study, the risks,
enefit, and aliematives, with an extended opportunity 10 ask Guestons:

7. That participant should receive assistance from any form of anvery they expericnce
roughout the research and thereafter,

#. That CONFIDENTIALITY and ANONYMITY of the personaly identifisbie.
% maintined throughout the research and thereafier, and

. That this office shall be furnisked with the result of this study.

formation will

We trust that you will adhere to these conditions diligently 10 ensure the ethical conduct of your
research. Your cooperation in this matter is greatly appreciated.

‘Thank you for your cooperagimand understanding,

Very truly yours,

REYNANTE A. SGLITARIO, CESO V
Schools ivison uperinendent .

MATATAG
et

p,',m Tlghone s (02243274 (222 1472 7 <754
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