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Abstract 

The aim of this study is to identify postgraduate students’ perceptions of their supervisors’ mentoring skills. The sample 
comprises 70 postgraduate students at the Institute of Science and the Institute of Social Sciences at Gaziosmanpa a University. 
Data collecting tools were designed and their validity and reliability were affirmed. The results suggest that students have 
positive image of  their supervisors’ mentoring skills. The students’ sex, the institute they study at, their levels of postgraduate 
study, their supervisors’ ages and academic status, seniority and whether they obtained their doctoral degrees in Turkey or abroad  
make a significant difference on the students’ perceptions of their supervisors’ mentoring skills.  
© 2010 Elsevier Ltd.  
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1. Introduction 

The quality of teaching staff can be said to be in direct proportion to teaching process.Teaching staff for 
universities are raised through postgraduate studies. Mentoring skills of teaching staff have a tremendous effect on 
the education of postgraduate students.So, The mentoring as a concept becomes prominent in advising students, 
being an exemplary model for them, supervising them and transferring knowledge and experience to them. 
According to John Crosby, “Mentoring is a brain to pick, an ear to listen, and a push in the right direction (Ketter, 
2009). Mentoring is a very  popular topic in management domain literature (Cowan, 2006:3). Mentoring dates back 
to Homer’s Odyssey’ and discussed in domain literature which includes a lot of literary works such as; Mary 
Shelley’s Frankenstein, F. Scott Fitzgerald’s The Great Gatsby, and Shakespeare’s Much A do about Nothing (Allen  
& Eby, 2007:8). The traditional mentoring can be used to advise on personal, organizational and professional levels 
(Harvey, M.; McIntyre, N.; Heames, J. T.; Moeller, M.,2009). Mentoring is a relation between two independent 
sides in a management structure in which a mentor guides a mentee towards a common goal through a change 
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process(Kay & Hinds, 2002: 28). Mentoring is defined and theoriticized in two categories; career and psychosocial 
and while career mentoring defines certain mentoring behaviours that back up the mentee’s career success, 
psychosocial mentoring refers to the personal aspect of the relation aiming to support the development of the 
mentee’s professional identity and sense of confidence (Freedman, 2008). A mentor is generally thought of as a 
senior leader who plays an efficient role in supporting the career and personal improvement of a junior individual in 
the same organization.(Cowan, 2006:3; Maxwell, 2009; Blickle, Witzki & Schneider, 2009). A mentor is defined as 
a guide, a teacher, a supervisor and an improver of skills who helps an individual realize their dreams of an ideal 
life.(Eby, Rhodes & Allen, 2007:8). Some prominent qualities of a mentor are having gained experience out of the 
organization, good questions, reliability, being a good listener, patience, buiding Networks, helping mentees be 
themselves, mutual understanding, keeping a balance between methods and contents, helpfulness, facilitating 
supportiveness, helping people use information and trustworthiness (Clutterbuck & Megginson, 1999:146-47). The 
value and potential of providing this kind of independent help has come to the fore in many organizations in various 
countries in recent years. (Kay & Hinds, 2002:23), mentoring is a sought-after concept in various fields.One of these 
fields can be the relation between a student and a supervisor in universities. Mentoring skills of a supervising 
professor are extremely important in educating postgraduate students. The assessment of students as outside 
evaluators will make it possible to make contributory work to improving the mentoring skills of supervising. 

1.1. Purpose 

The aim of this study is to identify postgraduate students’ perceptions of their supervisors’ mentoring skills. 
Answers to the following questions have been searched in this study: What are the postgraduate students’ 
perceptions of their supervisors’ mentoring skills? Do the students’ perceptions vary according to institute, levels of 
postgraduate study, academic titles, departments, the supervisor’s academic title? 

2. Method 

This research is designed on a descriptive survey model. The research’s sample space comprises the master’s  
and doctoral degree students at all the institutes of Gaziosmanpa a University. Research data were collected with the 
scale ‘Mentoring Competence of Supervisors’ (MCS), designed by the researchers. The scale designed after a 
literature scan was subjected to a scope and face validity by field experts. Bartlett test was used to determine 
whether the data was suitable for factor analysis and, Kaiser-Meyer-Olkin (KMO) statistics was used to find out 
item-variable congruity. KMO quotient of the scale was found to be significant at (.899) level and Bartlett 
Sphericity test was found to be significant at 1148.767 (p<0,0001) level. According to these results, the data is 
suitable for factor analysis. The items 8 and 15, which were below .30 were excluded from the scale by looking at 
item total correlations of the items in the scale and a factor analysis was done for the remaining 22 items. For MCS’s 
construct validity, the factor analysis of the basic components were used as the factorization technique. 3 factors 
whose eigenvalue were above 1 were obtained from 22 items subjected to a factor analysis. The total variance of the 
variances of the factors whose eigenvalue were above 1 was found to be the explanation ratio of the total variance 
(68.203%). The factorial loadings of the items varied between .44 and .84. The internal consistency, calculated for 
the reliability work of the MCS Scale which consisted of 22 items, was found to be .96. The internal consistency 
quotients of the sub-scales were calculated as; .89, .77- and .60. Item-total correlations were done to find out the 
internal consistency of the scale and t-test for the comparison of the item points of the groups with 27% bottom and 
27% top percentages was done to find out the discriminant difficulty and item-total correlations were found to be 
between .47 ile .92  and t values were found to be significant at the level of (p<.001). The scale, a 5 scale Likert 
type, ranged from ‘I absolutely agree’(5 points) to ‘I absolutely don’t agree’(1 points). The interval quotients of the 
5 scale Likert type were assessed as; 1.00-1.79 ‘I absolutely don’t agree’, 1.80-2.59 ‘I do not agree‘,  2.60-3.39 ‘I 
am not sure‘, 3.40-4.19 “I agree”, 4.20-5.00 ‘I absolutely don’t agree’. The obtained data was analysed by means of 
using SPSS packet program and frequency, percentage, arithmetic mean, standard deviation, the independent t testi 
and one way Anova techniques.   
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3. Results (Findings) 

Firstly, personal information about postgraduate students and their supervisors who took part in the research  
was identified.  

Table 1. Sex and education levels of the participants 

Variables  F % 
Female 27 38.6 
Male 36 51.4 

Sex 

Not specified 7 10.0 
Master’s degree 36 51.4 
Doctoral degree 27 38.6 

Education 
Level 

unknown 7 10.0 

     
38.60% of the participant postgraduate students were female and 51.40% of them were male. Seven participants 

(%10.00) did not specify their sex. 51,40% of the participants were  master’s degree students and 38.60% of them 
were doctoral students. Seven students (10%) did not specify their education level. The data on the personal 
information about the supervisors of the postgraduate students is shown below.   

 
Table 2. The data on the supervisors’ sex, age, academic status, seniority, institute and doctoral status 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
      The majority of the supervisors were males 

Variables F % 
Female 11 15.7 
Male 52 74.3 

Sex 

Not specified 7 10.0
26-30 2 2.9 
31-35 7 10.0 
36-40 21 30.0 
41-45 18 25.7 
46-50 7 10.0 
51 and above 8 11.4 

Age 

Not specified 7 10.0
Prof. 13 18.6 
Assoc.Prof. 33 47.1 
Assist.Prof. 17 24.3 

Academic 
status 

Not specified 7 10.0
Less than 5 
years 

3 4.3 

6-10 years 11 15.7 
11-15 years 22 31.4 
16-20 years 19 27.1 
More than 21 
years 

8 11.4 

Seniority 

Not specified 7 10.0
Social Sciences 28 40.0 
Science 35 50.0 

Institute 

Not specified 7 10.0
home 45 64.3 Doctoral 

status abroad 18 25.7
 Not specified 7 10.0 
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(74.30%) . 30% of them were between 36-40 years old. This shows that the majority of the supervisors were middle 
aged. Associate Professors had the most postgraduate students(47.10%) in terms of academic status. Those with 11 
to 15 years of seniority formed the largest group ( 31,40%). The Institute of Science had the largest percentage 
(50%)  and the supervisors who obtained their doctoral degrees at home were in the majority (%64%). The data on ‘ 
postgraduate students’ perceptions of their supervisors’ mentoring skills’, which is the second of the main questions 
of the research. The frequency, percentage, arithmetic mean and standard deviations of the responses the 
postgraduate students gave to the items designed to find out their perceptions of the supervisors’ mentoring skills are 
given in Table 3. 
 
 

Table 3. Postgraduate students’perceptions of their supervisors’ mentoring skills 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
     As it can be seen in Table 3, the participants generally responded “I agree” to the items in the scale. The only 
item with the response “I do not agree” was the item 15. This idea questions a negative situation. Students expressed 
a positive situation when they responded “I do not agree” to the item which suggested that supervisors made them 
do their personal work. The item which the students responded “I am not sure” was the item 23. Students are not 
sure whether they should talk about their personal problems with their supervisors. The data on whether students’ 
perceptions of their supervisors change depending on the institute, the level of students’ education, academic title, 
department, the academic title of supervisor. Students’ perceptions of mentoring efficiency do not show a significant 
difference depending on the students’ sex (t61= .257, p>0.05) and the level of education (t61= 1.213, p>0.05). T test 
was used to analyze whether students’ perceptions of their supervisors’ mentoring skills changed depending on the 
supervisors’ sex and a significant difference was found (t61= 2.443, p>0.05). The means were looked at to find out 
which group the difference was in favour of and it was seen that the female supervisors had more of mentoring skills 
than male supervisors. Postgraduate students’ perceptions of mentoring efficiency showed a significant difference 
depending on the institute(science/social sciences) they study at (t= .192, p>0.05), on the age of  supervisor [F(5,57)= 

My supervisor; F % X SS 
1. adopts a friendly approach towards me.  63 100.0 4.19 .99 
2. spends a lot of effort to help me improve academically.  63 100.0 3.96 1.07 

3. manages the academic process efficiently. 63 100.0 3.88 1.04 
4. is my greatest supporter in my work. 63 100.0 4.04 .97 
5. guides me effectively in my work.  63 100.0 4.06 .94 

6. always encourages me about my work. 63 100.0 3.90 1.07 
7. is my greatest helper in my improvement. 63 100.0 3.76 1.16 
8. sets an exemplary model for me.  63 100.0 4.62 5.35 
9. evaluates my work objectively. 63 100.0 4.11 .92 
10. always praises the positive improvement in my performance. 63 100.0 3.90 1.08 

11. helps me gain skills in my field. 63 100.0 3.98 1.02 
12. has a tendency to establish good relations with me even after th
graduation.  

63 100.0 3.82 1.02 

13. spends enough time with me.  63 100.0 3.73 1.12 

14. forwards me to people whom I can get help from when he is una
to do so. 

63 100.0 4.00 1.07 

15. makes me do his personal work, which I am not responsible forsr 63 100.0 2.24 1.16 
16. leads the way for me to benefit from opportunities.  63 100.0 3.87 1.00 

17. regularly gives feedback on my performance.  63 100.0 3.77 .99 
18. shares his experiences with me. 63 100.0 4.19 .78 
19. helps me expand my vision and establish goals. 63 100.0 4.03 .80 
20. mentors me in my personal problems.  63 100.0 3.47 1.18 
21. spends effort to enable me to improve my skills. 63 100.0 3.84 .98 
22. provides positive and constructive criticism.  63 100.0 4.04 .92 
23. I would not like to talk about my problems with my supervisorDr 63 100.0 2.61 1.39 
24. I am very glad to be working with my supervisor. 63 100.0 4.14 .94 
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1.552, p>0.05], on the academic status [F(2,60)= 1.009, p>0.05], on the seniority of supervisor [F(4,58)= .091, p>0.05] 
and on the place supervisors obtained their doctoral degree (t= -1.030, p>0.05). 

4. Discussion 

Postgraduate students agree at the level of “I agree/high” that their supervisors have good mentoring skills . 
Bakay (2006) found out in his study that teacher candidates regarded the mentoring skills of their supervisors as 
‘low’. When his results are compared with ours, it can be seen that the mentoring skills of postgraduate students’ 
supervisors are at the ‘high’ level. But it is interesting that postgraduate students responded at the ‘I am not sure’ 
level to the item ‘I would not like to talk about my problems with my supervisor’. One of the most important tasks 
of the mentor is to be a partner and a supervisor. The fact that a mentee avoids talking about his or her problems 
with their mentor affects the mentor-mentte process negatively. Kwan and Lopez (2005) report in their study that 
feedback giving mentor who gives useful pieces of advices to students on their weak and strong sides comes to the 
fore and they also point out that such mentoring roles as critical friend, partner and supervisor who works with 
teacher candidates to help them improve professionally change and gain importance. These researches emphasize 
that there must be a congenial and friendly relationship. Postgraduate students‘ sex, education level and the institute 
they study at do not create a significant difference in their perceptions of their supervisors‘ mentoring skills. Also, 
the age, academic status, seniority and where they got their doctoral degrees have no bearing on their perceptions of 
their supervisors‘mentoring skills. This can be explained by the fact that postgraduate students‘perceptions of their 
supervisors‘ mentoring skills are extremely positive. The only factor that created a significant difference in students‘ 
perceptions of their supervisors‘ mentoring skills was the sex of the mentor. The mentoring skills of the female 
mentors were found to be higher than those oft he male mentors. The female mentors might have shown 
intimacy,affection and a friendly approach which a mentee expected. Clifford (1995), states that emotional and 
emphatic natures of mentors influence students perceptions positively (akt: Sezgin, 2007). 

5. Conclusion and Recommendation 

We arrived in our study at the conclusion that students‘perceptions of their supervisors‘mentoring skills are 
positive. Students’ sex, their level of postgraduate education, institute, the age of supervisors, their academic status, 
seniority, where they got their doctoral degree (home or abroad) do not create a significant difference in students’ 
perceptions of their supervisors’ mentoring skills. Only the sex of the supervisor creates a significant difference in 
postgraduate students‘ perceptions of their supervisors‘ mentoring skills.  
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