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Nowadays, mentoring as an educational form of Russia’s occupational activity is undergoing fundamental
changes due to the variety of interrelated factors affecting the mentoring system. The requirements for the mentor-
ing system itself are affected by these changes as well. Nature of the mentoring activity influences socio-economic,
political, socio-cultural, pedagogical, methodical and individual factors. Socio-economic factors that determine not
only the enterprises’state order, but also modern educational institutions’order to revive and improve the traditions
of mentoring receive the highest priority among these factors (Antipin, 2011).

Mentoring is one of the forms of training in the process of occupational activity of a novice teacher, aimed at the
development of his/her applied occupational competencies and the disclosure of their potential to determine the
vectors of teachers’individual professional development (Charina, 2004; Chernikova, 2013; Masalimova, 2013). The
effectiveness of the mentorship stems from the fact that the external training of teachers (refresher courses, intern-
ships) does not take into account the characteristics of a specific educational institution. Therefore, any educational
institution should prepare mentors within their teaching staff, who will train young novice teachers taking into account
the established traditions and values of this institution.

The mentoring process affects the interests of at least three interactive entities: a new teacher, a mentor/mentor
teacher and an educational institution (du Plessis, 2016; Hudson, Usak, & Savran-Gencer, 2010; Jung & Nam, 2018).
The novice teacher acquires professional knowledge, skills and abilities, improves his/her professional skills and abili-
ties; builds a professional career; learns to construct relationships with mentors, which will then help to do it with the
environment of the institution in which he/she will adapt; receives data about the traditions, values and norms of
the educational institution, in which he/she carries his/her occupational activities. As far as the mentor is concerned,
he also improves his professional and commercial qualifications and pedagogical skills in the mentoring process.
Likewise, the educational institution increases the level of cultural and vocational education of its staff; strengthens
relationships between employees; ensures continuity of the mentoring corps.

Modern mentorship in the Russian concept is based on the following regulatory norms or principles:

- the principle of occupational and mentoring activities” integration not only allows mentors to optimize
the process of acquisition of occupational competencies, but also the interprofessional competencies
that contribute to the transfer of occupational experience to young staff and the accumulation of the
organization’s collective knowledge.

- the principle of tradition-based nature and innovation, which implies, on the one hand, reliance on already
established traditional ideas, concepts and mentoring experience, and on the other — constant updating
of its content and technologies in accordance with the latest developments in science and technology.
The choice of this principle stems from the fact that mentors’ adherence to traditional teaching meth-
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ods only, which are usually reproductive in nature, do not direct young teachers to the formulation and
resolution of creative tasks under the updated production conditions. Such a lack of mentors’training to
innovative changes in the content and technologies of young personnel’s training hinders the process of
their training and adaptation to occupational activities, which adversely affects the strategic objectives
of modern educational institution.

- the principle of outstripping training, involving advanced entry into mentoring activities, namely the for-
mation of positive motivation, value attitude to mentoring, psychological, pedagogical and methodical
competencies of the modern mentor.

The main mechanism for the implementation of the proposed principles of mentoring is an integrative ap-
proach, involving the integration and interaction of 1) two processes - the process of occupational development
of teachers and their readiness to implement mentoring activities; 2) two types of activities — occupational and
mentoring; 3) all entities of the educational institution in the process of mentoring.

When it comes to international practice in the field of mentoring, it should be noted that there are different
perspectives on the concept of mentoring. This is due to two different theoretical concepts: North American and
European one.

The interpretation of the North American concept sees the mentor as a senior and more authoritative person
expecting dedication in response to his/her helpful advice, wise guidance and help (Roberts, 2000; Zachary, 2005,
2009). Within this personification, a mentor can be attributed as a direct supervisor or as a person’s department
manager, and these are relationships in which the term protégé can be applied to identify them. In this case, a
mentor is more interested in promoting his/her mentee than providing effective leadership in learning. Thus,
mentoring seems to have essential attributes: a process; a supportive relationship; assistance process; a teaching-
learning process; a reflective process; a career development process; a formalized process; and a role constructed
by mentor or for a mentor. Coaching, sponsorship, role modeling, evaluation and an informal process appear to
be conditional features of mentoring as a phenomenon (Roberts, 2000).

On the other hand, the interpretation of the European mentoring suggests that a mentor has a lot of practical
experience rather than ability to promote the mentee. One of the characteristics of an effective mentoring rela-
tionship is an open collar dialogue, i.e. avoiding significant differences in the relationship so that both parties are
on an equal footing (Cain, 2009; Colvin & Ashman, 2010; Peterson et al., 2010). As a result, European mentors are
usually independent in their decisions, mainly because it is very difficult for anyone to open up to someone who
can influence their salary, status and overall well-being. The main purpose of business relations is education and
development, although the outcomes may be closely associated with the development of the mentee’s ability to
manage his/her career.

Compared to national experience, the mentoring activity in international corporate training practice is
closely related to the use of technologies intended to transfer professional experience to novice teachers, to
develop their professional qualifications, as well as to identify and develop their potential. In the international
mentoring practice, there may be categories such as mentoring (targeted experience transfer), coaching (ex-
plaining the potential of the student’s personality), e-coaching (online coaching), tutoring (accompanying the
learning process, discussion of the experience of knowledge transfer into real practice), shadowing (monitoring
of the work process), supervision (monitoring of the occupational activities of the novice worker and evaluation
of the level of formation of competences) (Hudson, Usak, & Savran-Gencer, 2010; Schmidt, 2008; Tillema, Smith,
& Leshem, 2011; Yavuz, 2011).

Among the most common forms and methods used in mentoring activities abroad, we can distinguish:
budding (involving the student in another’s activity), business simulations (corporate management simulation),
storytelling (telling of stories), etc. (Masalimova, Usak, & Shaidullina, 2016; Masalimova & Shaidullina, 2016).

Under the conditions of the modern Russian mentoring system, this form of vocational training is strictly
integrated with the international technologies offered, taking into account the existing Russian mentoring tradi-
tions, the realities and requirements of modern educational institutions.
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