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ABSTRACT
The purpose of this study is to examine the effectiveness of peer coaching method through which
teachers share their teaching experience and support each other with the end goal of adapting
new teaching skills and classroom practices of the English language; the thesis also aims to
suggest a new model of peer coaching method for novice teachers and to assess the efficiency of
the suggested model.

A total of 54 primary, secondary and high school teachers who work at Feza educational
institutions in Samsun, Turkey, participated in this research. The methods applied during the
research were both quantitative and qualitative; a review and analysis of existing literature on the
topic was conducted, surveys, interviews, and experiment were done. The conclusions were
drawn based on statistical analysis of obtained data.

The findings show that the traditional methods, such as workshops and conferences, used for the
teachers’ professional development are ineffective, inadequate, time and money consuming.
Researchers have identified those workshops that involve most traditional staff development
methodologies do not provide adequate training, advice, teaching materials or skills development
necessary for advancement of significant changes. The reason why traditional professional
development methods are ineffective is that they do not support teachers in the process of
teaching. In several case studies, it is revealed that even experienced teachers often face
difficulties when applying new instructional technique for the first time. In order to change
teachers practices, professional development should become an ongoing process and should
occur periodically over certain periods of time. Peer coaching approach is a procedure through
which teachers extend their help to one another. They exchange their skills, criticisms, guidance
and support while keeping in mind the end goal of making themselves better. Teachers help each
other, expect feedback from sharing the pros and cons of different methods, activities, skills or
their general experiences. Educational institutes use those approaches in order to become more
capable and successful. This is a specific professional learning/training system during which
innovative ideas are put into practice to help production of new opinions and judgment. To be
successful in the implementation of this method, there are three main stages of the effective
application of peer coaching: 1. Pre-coaching 2. Coaching 3. Post-coaching.
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INTRODUCTION
Over the last twenty years, a very large number of educators, researchers (Yoon et al, 2007;
Bush, 1984; Darling-Hammond et al., 2009; Ermeling, 2010; Joyce and Showers, 1982) have
come to the conclusion that the traditional methods, workshops and conferences for the teacher
development are ineffective for novice teachers, inadequate, time and money consuming.
Teachers say that traditional development methods do not offer permanent and long-term
opportunities for them to change their classroom practice. Farrell (2005) says that in the United
States more and more schools are replacing the traditional staff development methods with
school based staff developers. Researchers have noticed that workshops that involve most
traditional staff development methodologies do not give adequate time, exercises, or content
important to advance significant change (Garet, Porter, Desimone, Birman & Yoon, 2011). A
study by Joyce & Showers (1996) shows that less than 15% of instructors acquire new thoughts
learned in conventional staff advancement settings, for example, workshops. The problem with
traditional systems is that teachers do not have the required abilities to apply in the classroom
what they learn during workshops. On the other hand, while applying the techniques they
learned, they have no opportunity to get necessary help or assistance from experts, or get any
feedback. A study says that teachers need to see new methods shown them in classroom setting
(Garet, et al., 2001).

Over many years, researchers have considered the impacts of traditional teacher development
methods and the findings they discovered were really conformable. An article by Alexander
Russo (2004) summarized for us these findings.

“To be effective, scores of researchers say, professional development must be ongoing,
deeply embedded in teachers' classroom work with children, specific to grade levels or
academic content, and focused on research-based approaches. It also must help to open
classroom doors and create more collaboration and sense of community among teachers
in a school.” (p.2)

Russo suggested that effective teacher development method must not be isolated from classroom
setting and must be ongoing.
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Another problem is that many researches claim that beginning teachers struggle with many
different problems in schools. “New teachers are particularly unprepared for dealing with
behavior problems in their classrooms,” (p.3) says the study on the problems of novice teachers
(Melnick & Meister, 2008). According to Fry (2007) beginning teachers say that their preservice education was not much help for their real experiences in the classroom setting. “A
bigger bag of classroom management tricks would have been helpful,”(p.225) tells a starter
teacher (Fry, 2007). And beginning teachers are complaining about the lack of support by their
colleagues and superiors. It has been identified in a study that novice teachers find the support
they get on their first year as ‘poor’ (Hover &Yaeger, 2004). More than anything else, beginning
teachers often appear to have in need for (yet seldom get) helpful feedback on their teaching
from experienced colleagues and administrators (Fry, 2007; McCormack, Gore, & Thomas,
2006). All above said confirms the significance of the research topic.

The problem statement: Most traditional staff development methodologies, due to existed
limitations, fail to advance significant change in raising qualification of the novice teachers; the
lack of support for teachers from their administrators and colleagues raises the necessity of
applying new approaches, namely a method of school-based peer coaching method which is
founded on equal partnership of coach-coachee who wish to exchange and enrich the existed
knowledge and experience.

The objective of the present thesis is to examine the effectiveness of peer coaching method on
classroom practices of English language novice teachers.

The thesis aims to answer the following research questions:
•

Does the peer coaching method sustain the development of teaching skills among novice
teachers?

•

Does English language novice teachers’ peer coaching positively affect their classroom
performances?

•

Does the peer coaching method for English language novice teachers alter the students’
success in the English language?
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The hypothesis of the study was:
Novice teachers generally have problems with application of theoretically learned knowledge
(methodology, classroom management, etc.) and they get not enough support in their first years
in teaching. To sort these problems out and positively alter the teaching performance of English
language novice teachers, it is necessary to:
•

develop teachers’ knowledge in their own fields

•

create opportunities for collegial support

•

create friendly and safe atmosphere among teachers.

Peer Coaching method has many advantages in compare with other teacher training methods
because not only it proves to be effective way of achieving excellence for teachers but also
improves students’ learning process and enhances their achievements. If teachers were given the
full opportunity to be involved into peer coaching, they would perform all their classroom
functions more effectively.

The methods of research in the dissertation were:
•

review and analysis of existing literature on the topic

•

questionnaire

•

experiment

•

statistical analysis of obtained through questionnaire surveys and experiment data

•

interviews

•

observations

Thus, the method of the research was mixed, both qualitative and quantitative.

Novelty
The evidence obtained during the experiment leads to original conclusions considering peer
coaching method as the most up-dated, original, cost effective, long lasting, efficient and bothteacher and student –oriented approach, where the students respectively have enhanced learning
within the shorter period of time, compared with the effect of other cases when English teachers
are exposed to other methods of training. Based on the literature analysis, a modified and more
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detailed model of peer coaching method was developed in this research. This research on the
effectiveness of peer coaching model for English language novice teachers is new in Turkey.

Theoretical Value
The theoretical value of the dissertation deals with the analysis and systematization of the
existing theories of peer coaching and its affect on the performance of teachers, and offering an
effective model to alter the teaching performance of novice teachers.

The theoretical bases of my research are as follows:
•

The analysis and comparison of various definitions and models of Peer coaching (Cox,
Bachkirova and Clutterbuck, 2014; Wong, and Nicotera, 2003; Parker, Hall and Kram,
2008; Joyce and Showers, 1980; Renner, 2015)

•

Comparison of peer coaching to other traditional teacher development methods based on
qualitative and quantitative analysis (Bowman and McCormick, 2000; Harris, and
Watanabe, 1991; Joyce and Showers, 1996)

•

Developing individual model for Peer coaching leading to effective implementation of
the coaching process (Bowman and McCormick, 2000; Joyce and Showers 1996; Vella,
Crowe, and Oades, 2013)

Practical Value
Some practical recommendations on how to achieve the classroom effectiveness of English
language novice teachers with the help of peer coaching model will, hopefully, raise interest
among school administrators and leaders, also among researchers and practicing teachers.

Structure of dissertation
The dissertation is composed of the following parts: Introduction, three chapters, conclusions,
and appendices.

4

Limitations of the research
The limitations of the study deal with the number of English language novice teachers who
participated in it, the duration of the study, the fact that the experiment was held only in one
country, at only two schools and the absence of the control group.
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CHAPTER ONE: TRADITIONAL TEACHER DEVELOPMENT AND
COACHING AS ONE OF THE EFFECTIVE METHODS OF TEACHERS’
TRAINING: DEFINITIONS AND PROBLEM HISTORY
In this chapter, following issues will be dealt with: definition of peer coaching, traditional forms
of peer coaching, advantages and disadvantages of peer coaching, psychological aspects of peer
coaching and types of coaching.

1.1. What is Peer Coaching?
Peer coaching is a procedure through which teachers help each other to augment their abilities.
Peer coaching framework empowers educators to acquire necessary abilities and techniques, for
example, aptitudes with respect to innovation and instructional systems or strategies, etc., which
need to consolidate in improving the efficiency of teachers. Diverse sorts of aids can be given
through Peer coaching which incorporate co-arranging learning exercises, displaying successful
instructing, watching partners, teaching, and reflecting what they observe (Zepeda et al., 2013).
Peer coaching supports progressing teachers' cooperation, which concentrates on improvement
of students’ learning. It offers educators learning in regards to classroom efficiencies through
which they can enhance learning of students and teachers. Furthermore, it also supports steady
development and innovation of schools.

Peer coaching has many advantages and its main features are:
•

Trust: It is the most important aspect because if there is no trust in a partnership, you can
not get the best outcomes and to be able to open up to your coachee you need to have a
proper trust-based relationship.

•

Being Private/Personal: It is important that whatever has been shared among the two in
peer coaching should remain between them and the data should not be disclosed.

•

Reassuring: A coach should be very supportive towards the coachee and try to fit in
coachee’s shoes. The coach should be able to admire coachees’ achievement but on the
other hand, should be able to show concern or anxiety.

•

Reciprocating the gesture: If one person in peer coaching is training another for a certain
period of time, the other person should also take the initiative to teach that person for the
same amount of time. This is the way to achieve equality between the partners.
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•

Mutual benefits: Both coach and coachee learns a great deal from one another through
coaching seminars.

•

Active listening: Coachee is going to speak a lot about his/her experiences. For a good
coach, the most important thing is to be a good listener without judging that person and
keep in mind that PC is not an evaluation but a learning tool that promotes shared
learning.

•

Reflecting upon the session: An important job for the coach is to mirror whatever has
been concluded or discussed during the session. Basically, the coach summarizes the
whole meeting and puts forward the observations regarding that matter. The coach is only
opening up the options for the coachee.

•

Not a mentor: A peer coach is nor a mentor or an advisor on the relevant subject, neither
does he entertain the sentences such as, I have been doing it or I have great experience
and I’ll be helping you out. Emphasizing priority negatively affects the process as well as
the results of the coaching.

•

Choosing proper attitude and proper tone is very important. There is a difference between
a coach and a friend. Although a coachee is going to talk about struggles and thoughts,
the coach, on the other hand, is going to listen more attentively and, in return, coach is
not going to give coachee any advice. Rather, coach would create a self-learning
environment in which all the peers ponder upon the existing practices themselves and
reflect upon the ways in which those practices could be improved.

•

Peer coaching is not about teaching the coach’s area of expertise like monitoring about
health issues, managing finances, incorporating budgets.

•

Peer teaching should not be mixed with counseling. Peer coaching is applicable to those
who are interested in bringing up change and getting closer to their professional and
personal targets. On the other hand, counseling is about those people who seek advice for
their problems.

As Renner (2015) claims, it has been depicted that Peer coaching included proficient and expert
mentors who help educators in their learning. Educators learn, get trained and share experience
from Peer coaching which encourages them to apply joint effort and determine their teaching
problems. They likewise improve the relational abilities of companions. Generally schools use to
embrace this methodology of Peer coaching as it empowers instructors to get educated and
improve their skills successfully. According to Goldman, Wesner, and Karnchanomai, (2013)
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Peer coaching upgrades the performance of the people, which encourage them in their learning
process.
Peer coaching is a viable methodology, which has been embraced by top performing schools of
the world. Educational institutes use to embrace this methodology keeping in mind the end goal
to be more powerful. This is a proficient learning framework, which places thoughts into
practice. It is a procedure, which empowers educators to learn from one another. Educators give
time, bolster, watch and impart their routines or encounters to one another (Cox et al., 2014).
Through this viable communitarian way, educators perform the act of Peer coaching. Besides,
According to Parker et al. (2014) it has been claimed that each great educator needs great
instructors.

As indicated by Charteris and Smardon, (2014) professional-adapting requirements for schools
can likewise be accomplished by peer coaching approach (Charteris and Smardon, 2014).
According to Nolan Jr. and Hoover, (2011) old methods that were utilized for upgrading
educator's abilities and aptitudes incorporate instructional meetings, workshops, courses,
gatherings and other activities. However, peer coaching is generally new and the best method
among them that enhances instructor’s aptitudes in least time and with minimum cost (Nolan Jr.
and Hoover, 2011). Method of Peer coaching has a wide range of advantages, which
significantly does not require much time for preparing, and no tremendous expenses as
workshops and classes.

According to Chu (2014), Peer guiding energizes progressing joint effort framework and
concentrates on enhancing learning at more extensive connection. It improves learning of
instructors which straightforwardly affects learning of students (Chu, 2014). Consequently, to
ensure the sheltered and propelled scholastic atmosphere for the students, different schools use to
adopt diverse preparing and learning frameworks, which improve learning of educators.
Educators learning offer schools in addition to their capacities for more experts’ assistance with
learning. As according to Thiessen, (2012) it has been identified that each school, which has
consolidated Peer coaching methodology, has seen coordinated at all levels through their school
development process (Thiessen, 2012).

Peer coaching has been characterized in different ways. Parker et al., (2015) propose that there is
a lot of confusion regarding the idea of coaching and mentoring, and different associations,
which are interested in the methodology, try to see its different aspects and interpret it in a
8

number of ways. Their examination concerning 13 distinctive formative connections proposes
that some percentage of the key attributes of peer coaching, e.g., giving input, helping,
supporting, is for lateral and bi-directional purposes (Parker et al., 2015).

According to Bowman and McCormick, (2000) there are some central standards of peer
coaching. Peer coaching acts as helpful, now and again proportional, relationship between two
individuals who cooperate to set objectives and accomplish them. The term defines a learning
relationship, where the members are interested in new learning; they get together for learning
from experts (Bowman and McCormick, 2000). This approach focuses on encouraging one
another's leadership learning advancement and wellbeing where dialog is the substance of
coaching and the simultaneous change of practice.

Showers and Joyce (1996) used to remove verbal input from their coaching structure as they
found that when the educators in their setting attempted to give each other feedback the
coordinated effort between the associations regularly given way as the instructors felt their
practice was being criticized (Zwart et al., 2007). Furthermore, input that contains productive
feedback for instance can be useful and warrants further examination. Healthy feedback always
welcomes coaching. Two other key segments of peer coaching which must be recognized and
examined are trust and reflection. The significance of constructing a peer coaching relationship
in light of trust is obviously distinguished in previous studies. Another critical element of peer
coaching is reflection. Vacilotto and Cummings, (2007) recommends that training is
characteristically an intelligent attempt, and all the members should be talented in reflection.
Reflective practice along these lines should be obvious in any peer coaching.

1.1.1. History of Peer Coaching
Starting from the middle of the 1950s, national developments to enhance training concentrated
on scholastic quality and social fairness and by the mid of the 1970s, instructors perceived that a
hefty portion of those endeavors, when all around supported and affirmed by general society, at
times prompted changes.

Afterwards, in the 1980s, it was believed that adjustments in the school association and in
training outline could take care of performance issues or simplify them significantly, and that
doling out the fault to instructors was incorrect. As a result of working by associates in schools
9

and colleges, understanding how individuals learn new practices and place them into practice
was consistently developed. The training parts examined in that early work developed from what
was found in the early writings and it includes hypothesis presentation, displaying or exhibition,
practice, organized and open-finished input, and in-class assistance with exchange (Wong and
Nicotera, 2003).

Before scheduling phases of preparing educators, diverse universities and schools were built up
which use to upgrade instructors’ aptitudes and capacities (Lowenhaupt et al., 2014). After the
improvement of 50% of the 19th century universities, financial crises hit. a number of
universities for training and educating men were closed because of their high cost, however,
ladies’ arrangements were less affected because of the financial downturn. After that period the
number of uncertified instructors started to prevail which created a hazardous situation for the
future (Gottesman, 2000).

Renner (2015) stated that teachers preparing were motivated to achieve learning through diverse
ways. Indeed, even now, assortments of systems are received by schools for enhancing the
abilities and learning of their instructors. These procedures or strategies incorporate training and
improvement, instruction, workshops, courses, classroom learning, gatherings, peer coaching
and so forth (Renner, 2015). Distinctive training methods incorporate conceptualizing, games,
lectures and organized demonstrations, group discussions, role play, ice breakers, field trips,
meetings, fish bowls, contextual investigations, panels, basic episodes, micro teaching and peer
coaching. Icebreaker alludes to such preparation of a project which involves the dynamic part of
each member. Non-aggressive environment of this type of training puts least weight on
members, furthermore, makes a solid bond between the coach and member. Particular schools
and educators have received this procedure for improving the efficiency of their staff (Boyle et
al., 2012).

Various staff advancement practices are called "coaching." These incorporate "specialized
coaching," "collegial coaching," "challenge coaching," "group coaching," "subjective coaching,"
and "peer coaching” to allude to the conventional supervisory method of pre-meeting or postgathering. None of these ought to be mistaken for, or utilized for, assessment of educators (Lu,
2010). Specialized coaching, group coaching, and peer coaching as in peer clinical supervision,
concentrate on advancements in educational modules and guideline while collegial coaching and
subjective coaching point more at enhancing existing practices (Gattellari et al., 2005). All with
10

the exception of group coaching contrast from our practice, in that their essential vehicle for
enhancing or changing classroom guideline is verbal input.

Studies related to peer coaching and teacher development in Turkey is quite limited (Kasapoğlu,
2002; Şen, 2008; Çoban, 2005; Saban, 2000; Taşdan, 2008). Peer coaching and peer observing
officially permitted by Ministry of National Education in Turkey, to improve professional
capabilities of teachers (Taşdan, 2008). But it is difficult to say that all these methods are
systematically organized as in a planned peer coaching process. Although this method is not
implemented officially in the education system of Turkey, some teachers within school activities
unofficially apply it. For example some teachers meet regularly each other, talk about their
teaching and sometimes they also observe their classroom application.

1.1.2. Forms of Peer Coaching
According to Parker et al. (2008), reflective peer coaching can be defined as, “Reflective peer
coaching goes for providing so as to cultivate self-evaluation and self-administration rehashed
chances to expand upon an educator's teaching method as identified with individual objectives
and targets" (p.493). Moreover, Thorn et al. (2010) states that Reflective peer coaching can be
considered as a proportional relationship between companions in which the point of meeting is
the discussion of the teacher’s performance.

Essentially, this is a cooperative, non-debilitating, working relationship between two instructors.
Another type of peer coaching includes cognitive coaching, which can be defined as tutor’s job
that manages and coordinates. This kind of guiding includes more exact addressing from the
mentor and the mentor would require broad preparation for tutor’s role. This is to a greater
extent a non-communitarian approach, which highlights the mentor coordinating practices.

A reciprocal peer coaching is another type of peer coaching, which can be considered as an
agreement between two instructors who wish to support each other to achieve excellence in
teaching. A research conducted by Brennan and Gortz, (2008) described that "reciprocal implies
that the educators alternate being the mentor and the individual being instructed. They work in
associations, just as supporting and gaining from one another" p.2.
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Garvey et al. (2014) in their book explain a study that described the connection of reciprocal
peer coaching. A primary result of their study showed that, "educators realize when they are
inherently propelled to partake in expert advancement programs, when they feel dedicated and
motivated to participate in training programs, and when they can talk about their experiences of
personal and professional lives within secure, productive, and reliable environment". (p.36)
Teachers need coordinated effort to have the capacity to utilize new thoughts learned in
professional improvement programs.

An early study of peer coaching observed that instructors included in peer coaching improve
utilization of recently learned systems, they have more noteworthy long-term maintenance of the
procedures, and they apply a more proper utilization of the strategies in their classroom.
Preparing and treatment of educators has been under investigation for just the previous 25 years,
yet, peer coaching has been advancing for more than 40 years.

Peer tutoring is another form of peer coaching when person(s) with similar status are being
tutored. Andrew Bell proposed first, systematic utilization of peer tutoring in 1789. After
following this technique, individuals get paired into tutors and tutee roles. Peer tutoring includes
such a system in which a more knowledgeable person teaches a less knowledgeable person. Peer
tutoring, therefore, imitates the customary teacher-student relationship, despite the fact that the
coach does not bring that same power as teachers. Basic objective of collegial coaching is
advancing collegiality and expanding proficient dialogue with specialized training. Nonetheless,
it likewise offers educators some assistance with being more investigative about what they do in
the classroom. The long-range objective of collegial coaching is self-propagating change in
educating. For instance, an instructor to be watched might need to take in more about how to
enhance in a specific skill. The mentor accumulates classroom information on the instructor's
need and helps him/her in examining and interpreting educating/learning techniques while
urging applications to future learning.

Challenge coaching alludes to the utilization of coaching strategies to the determination of
problematic circumstances. Groups or teams may incorporate educators, instructor' helpers,
librarians, and corporate administrators, who help in resolving persevering issues in instructional
configuration or delivery. Challenge coaching regularly brings about a formal arrangement
proposed by all members for the determination of a given issue. Group coaching is a minor
departure from peer coaching and group educating. The resource teachers ought to have peer
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coaching. An Effective Staff Development Model is the approach, which is being utilized by the
instructors when they are training (Tryon and Schwartz, 2012).

Formal peer coaching techniques includes proper plan for the process of coaching. Coach needs
to perform all the activities while dealing with a coachee at formal level. Different activities and
steps of formal coaching include identification of the need for coaching, establishment of trust
and encouraging vision, expanding vision of the coaching process and exploring actual and ideal
self. It also encompasses assessment interpretation, exploration of strengths and challenges,
development of short-term plan and development of long-term sustainable plan. All of these
coaching processes refer to a complete and successful coaching plan between coach and coachee.
Trust is built between coach and learner after coach steps into the first phase. Client or learner
needs to share his/her interests and confidence on the capabilities of coach.

On this stage, coach begins to bridge the gap between required and current skills of the coachee.
Both coach and coachee review, discusses, share and analyze the vision and needs of the
learners. The difference between actual and ideal skills and self-competencies are mentioned in
this step through which coach gets a lot of help in serving learner (Thorn et al., 2007). In
addition to this, the third step of assessment interpretation includes interpretation of learning.
Exploration of strengths and challenges also include interpretation of positive and negative
points of the coaching process. It shows skills development and coaching process achievements.
Besides, development of short term and long term sustainable plan includes learning for future
perspective.

Peer coaching sometimes involves two or more people working together in a common
environment. They have the same working conditions and share the same observation as well.
Three stages are generally observed in Peer Coaching: pre-conference, observation, and postconference (Cox et al., 2014).

In case peer coaching takes place in a school environment, the person who invites a coach to
assist is termed as ‘the inviting teacher’. The inviting teacher determines the focus of the
observation, supervises data collection process, writes guidelines to be followed by the coach in
a classroom, establishes the bounds of the discussion of teaching observed, as well as time and
data collection while observing. This is called the pre-conference period.
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The next step is to have a focal point of observation which is the most difficult to determine.
Techniques for data collection should be chosen carefully in order to allow for meaningful data
gathering and observation (Cox, et.al. 2014). When relevant observations have been collected,
the inviting teacher and the coach assess the data collected in relation to the hypothesis generated
and the results are interpreted. All the peers exchange questions, which stimulates ideas and
allows everyone to gain knowledge regarding each other’s practices. In this manner, the teaching
practices are refined and those practices are chosen which are thought to have the most profound
effect on teaching and learning.

Another type of peer coaching is when different teachers pair up as a team and co-plan the
lessons together. Other types of peer coaching may also include problem solving activities,
videotaping, analyzing and study groups. Some coaching is conducted between a very
experienced and less experienced member or in other words between an expert and a novice
teacher (Goldman et al., 2013).

Narrative act is another type of peer coaching when teachers share their different personal
experiences with each other; this is a very common practice and is less intimidating. For
example, one teacher tells a story how she explains her students about the noble elements of a
periodic table, as the elements are called noble they do not require anything (Goldman et al.,
2013). Similarly another teacher correlates her experience with the word noble and tells her side
of the story regarding it. This method is a safe method because teachers safely express their
reviews about certain things without making an impression that they are trying to give advice to
others because this advice giving activity is applicable in many schools culture.

Many teachers in context of peer coaching also use action research. In this practice a teacher
develops a hypothesis and tests the hypothesis in the class asking the fellow colleagues to note
and observe the development of class activities carefully. After the note taking is done,
colleagues gather around to discuss and analyze their findings with the whole group. Some
teachers maintain a journal of their findings then they study, revise and modify it over time to
achieve better results.

One of the forms of peer coaching could be considered a so-called out of class coaching, ‘Talk
walking’ (Caro 1991). When this technique is used, it helps teachers to learn new things and
techniques with current learning and classroom practices. After the whole activity when the first
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stage is concluded, the next phase is to discuss and reflect upon what they have learned, teachers
discuss this with each other while taking an outdoor walk and meanwhile, they design a plan
through which they are going to implement it in the classroom.

The concept of talk walk can also be used within the vicinity of school where the teachers can
reflect upon their own learning process while taking a walk in the corridor or outside the
classrooms (Cox et al., 2014). Here the teacher shares the experience and knowledge related to
the curriculum and instructions. This exercise has very positive effect on the overall
environment; teachers get to share the experience and get to learn from other teachers too, it
assists in the development of the teacher. Apart from this, it also helps to develop a mutual trust
between teachers and then they are encouraged to share their ideas and learning (Cassidy et al.,
2008). Not only this, talk walk helps the teachers to breathe in the fresh air and think more
constructively. So this enhances the capabilities of a teacher to think positively which helps them
to think creatively and try out new pedagogical approaches in contrast to their daily routine.

Limitless forms of peer coaching can be observed when reading literature describing different
cases. Peer coaching can either take place in a classroom, in corridors or in staff rooms.
Coaching can be based on learning, experience, instructions or curriculum. Two individuals can
start the practice and it can extend to a wider circle of teachers sharing their ideas and
experiences with each other. We either see formal arrangement or an informal one. So basically
peer coaching takes many forms and it cannot objectify or name every single one of them.

1.1.3. Related Studies
Peer coaching approach is a procedure through which educators give their help to each other.
They extend their criticisms, guidance and support to each other while keeping in mind the end
goal to support their colleagues and get personal benefit from the process as well. It is a
successful methodology for upgrading classroom adequacy of instructors. Moreover, according
to Parker, Kram, and Hall (2013) it has been recognized that, while receiving Peer coaching,
instructors or coaches do not advise what to do to coaches, they make them understand their
problems and support them by teaming them up to discover answers for their issues. (Parker et
al., 2013).
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Renner (2015) finds that Peer coaching is an organized procedure that reflects and helps in
learning of educators. It essentially contributes to upgrading classroom viability of the teachers.
It has been additionally recognized that through incorporation of peer coaching system
inadequacy of instructor's practices in classrooms has lessened. Because of successful
application of peer coaching methodology, ineffectual classroom behavior of educator has been
decreased by 15% .

As indicated by E. Goldman, Wesner, and Karnchanomai, (2013) it has been portrayed that peercoaching procedure happens in exceedingly steady and non-undermining environment, which is
significantly centered around upgrading teaching methodology of the teachers (Goldman et al.,
2013). Showing abilities, methods and procedures get enhanced through peer coaching support,
which directly and significantly affects the adequacy of the teacher's performance (Camiré et al.,
2012). Through a study conducted by Knight (2012) it has been identified that coaching includes
six major skills, which include:
•

Establishing trust

•

Developing confidence

•

Questioning for understanding

•

Prompting action

•

Reflection and learning

•

Developing confidence

Different studies have uncovered that instructors can upgrade their critical thinking abilities
while enhancing perception and cooperation aptitudes through peer training methodology. These
advantages can improve the adequacy of the school in a long run. Moreover, as indicated by
Goldman,Wesner, Karnchanomai, and Haywood, (2012) it has been recognized that
interpersonal aptitudes and non-mandate interpersonal abilities can likewise be learnt through
viable usage and reception of peer coaching methodology in school (Goldman et al., 2012). Peer
coaching sessions could contain distinctive lectures, conferences, role-playing, gatherings,
shows, presentations, group discussions, and chances for reflections (Hopkins and Harris, 2013).
Peer coaching procedure can be considered as finalized after finishing four stages or cycle which
incorporates pre-conference, classroom perception, set perception gathering and catch up
sessions (Avalos, 2011). Peer coaching is a professional and efficient approach, which has been

16

adopted by top performing schools in all around the world. Educational institutes use to adopt
this approach in order to become more competent and effective.

This is a tested out professional learning system, which puts ideas into practice and helps to
generate new ideas. Furthermore, it is the process, which enables teachers to learn from their
peers when peers become coaches. Peers or coaches help teachers by providing them with time,
support, guidance and sharing the pros and cons of different methods or their experiences with
them (Cox et al., 2014). Through this collaborative way, teachers can easily perform efficient
practice of peer coaching. Furthermore, according to Peltier (2011), every good teacher needs to
have good teachers to train him or her. Thus, peer coaching believes in integration of competent
coaches for making a competent coachee.
Peer coaching is the process through which coaches’ guide trainees for developing their skills
and in order to make them able to survive in advanced technological and competent world. Peer
coaching system enables teachers to learn necessary skills and strategies such as skills regarding
technology and instructional strategies and techniques, which need to be incorporated in
enhancing teachers’ efficiencies. Moreover, according to (Zepeda et al., 2013) when teachers act
as coaches they help their colleagues in providing them with timely training and learning
services. Different types of assistances can be provided through peer coaching which includes
co-planning learning activities, modeling effective teaching, observing colleagues, educating,
and reflecting what they observe (Zepeda et al., 2013).

The discoveries do not speak to measurably noteworthy contrasts. Thorn et al. (2007) analyzed
education accomplishment of kindergarteners whose educators partook in one of three expert
improvement programs. The area staff designer gave:
(1) adjusted proficiency preparation using Cognitive Coaching to 21 different teachers from the
kindergarten
(2) two-week long introductions on adjusted education to 12 instructors, and
(3) no preparation at all to 40 kindergarten instructors.

In this semi-test plan, Thorn et. al. did not haphazardly dole out or arbitrarily select members.
They utilized a battery of evaluations to inspect understudy perusing and composing. At the
point when looking at aftereffects of understudies, he discovered critical increments in scholarly
accomplishment among understudies.
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In another study, Costa, A. L. & Garmston R. J. (1994) identified the effect of Cognitive
Coaching on understudies with a custom curriculum needs. In spite of the fact that discovering
the impacts of Cognitive Coaching on understudies needing a specialized curriculum was an
accidental result found through meetings, the analysts reported measurably noteworthy decreases
in the quantity of understudies alluded to a custom curriculum by instructors who got 3 years of
preparing in Cognitive Coaching and nonverbal classroom management. The reason for the
decrease in referrals is vague. It might be because of
(a) Progressions in intellectual procedures and discernment as an aftereffect of Cognitive
Coaching,
(b) Effective classroom management for troublesome understudies in this manner diminishing
the quantity of mistaken referrals, or
(c) Combination or mix of two past reasons.

Similarly as with different models of coaching, randomized, trial investigations of the effect of
Cognitive Coaching on understudy accomplishment are expected to demonstrate an
unmistakable connection between the two. The perception is that it is not condemning past
exploration but rather proposing a bearing for future choice making.

Specialists looking at the effect of Cognitive Coaching have identified that the increments in
educator viability as a consequence of instructing, being honed, and proportional coaching.
Different specialists have proposed elective implications for what the Teacher Efficacy can be
measured and there is extensive level-headed discussion over the build measurements of the
scale. This dangerous measure may not really have measured educator adequacy. In spite of the
fact that this civil argument is outside the extent of this part, we switch to later research utilizing
a specialist created review Alseike (1997) built up an overview to evaluate educator adequacy, in
addition to other things.

Contrasting 121 teachers who have got Cognitive Coaching to 136 instructors who did not, by
Alseike (1997) it has been reported that those educators who took an interest in guiding scored
essentially above normal on the measurement of adequacy. It is proposed that "subjectively
instructed instructors are a larger number of useful and reliant than educators who have not had
Cognitive Coaching" p.124. The study reaction rate was low at just 56 percent on the poll part.
Researchers have observed that educators self-report increments in their occupation and vocation
fulfillment taking after preparing in and utilization of Cognitive Coaching. Furthermore,
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instructors who were directed utilizing Cognitive Coaching judged their experience
fundamentally more emphatically than educators administered through customary supervision
strategies.

1.2. Historical Perspective: Traditional Forms of Professional Development

With a specific end goal to utilize proficient advancement as a vehicle for development, schools
need to know how instructors learn new abilities. Different schools have commonly expected
instructor learning is direct, with educators just waiting to be given data about viable educating
methodologies. In any case, examination proposes teachers’ learning procedure is more complex
as compared to any other traditional method of teacher trainings.

Most instructors just

experience traditional, workshop-based proficient advancement, despite the fact that different
researchers demonstrate it as inadequate. Furthermore, during school year, More than 90 percent
of instructors take an interest in workshop-style instructional meetings. In spite of its
commonness, the workshop model's reputation for changing instructors' practice and student
accomplishment is wretched. Thus, one-shot workshops frequently do not change practices of
instructor and have no impact on student’s goal accomplishment. (Darling-Hammond
et al, 2009)

Case studies

Richards and Farrell, (2005) discussed the use of two teaching techniques in various cases
cultivating the improvement of abilities and aptitudes, for example, relational abilities and
problem solving (Richards & Farrell, 2005). In particular, the exploratory gathering the activity
of which was choice making, investigated more troublesome cases than the control group that
considered little and more process-situated cases. The outcomes of the tests demonstrated no
critical distinction in the focuses achieved by the two gatherings, with the exception of that more
focuses were consistently circulated in the control group of people. Case study refers towards a
genuine contextual analysis where problem solving and role-play from the understudies'
perspective was inquired about by utilizing questionnaires. The understudies' perspectives on the
adequacy of the proposed technique as far as adding to their examination abilities recommend
that contextual investigations are a valuable device that ought to be incorporated when teaching
courses. Weil et al. (2004) had comparative discoveries in regards to the utilization of the same
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strategy for instructing specifically, contextual analyses; this technique specifically, profited
male understudies more than female understudies by encouraging the advancement of a few
noteworthy capabilities, for example, the capacity to: assess a circumstance from more than one
points of view, consider option arrangements and apply judgment, examine and take care of
issues, recognize applicable from superfluous data on a given issue and incorporate learning
gained (Ormrod, 2013).

Quiz Team versus Control Group

It is another equipment utilized is group tests. Clinton and Kohlmeyer (2005) considered the
impact of group tests on the performance of the understudies in general and on the subject
taught. To do so, a gathering of understudies was chosen to take an interest in group test
alongside a control group. No factually critical distinction between the two gatherings was
found, recommending that the previous apparatus does not influence the understudies'
performance (Schmeck, 2013).

Collaborative Teaching versus lecture

This study reasons that agreeable teaching enhances altogether the understudies' performance in
correlation with lectures. Notwithstanding all the proof that collective instructing has preferable
results over the conventional method for addressing, there is no convincing confirmation in
support of one technique over the other. All the more particularly, a study by Hosal-Akman and
Sigma-Mugan (2010) investigated the performance of understudies taught by two distinct
techniques; in the principal gathering of understudies, cases studies and critical thinking were
embraced in a joint effort with the educator, while in the second gathering problem solving was
completed by the instructor, without understudy contribution (Orlich, Harder, Callahan,
Trevisan, & Brown, 2012). No huge distinction was found between the two gatherings (and
showing rehearses), with the special case that the shared gathering had somewhat preferred
evaluations on tests over the group of people who attended lectures.

Homework

Homework is a typical practice in teaching development; it has been found to advance learning.
Guides frequently assign homework since they believe that the arrangement work requires extra
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exertion by the understudies that will give them the essential inspiration to concentrate further.
Other than inspiration, home assignments have as an extra objective the start of subjective and
experiential critical thinking strategies (or skills), which are considered exceedingly helpful for
an understudy's future vocation.

Pause Method
The teaching technique for pause incorporates intermittent delays of the guide amid the address
and investment of the group of onlookers through composed or oral exercises. The specialists
examined the impact of the previous technique amid the learning process and the understudies'
performance in the exams. Interestingly, it was found that understudy performance increments
when understudies are permitted to settle on decisions amid the learning process. Indeed, when
permitted to pick their own action (composed or oral) amid the delay, understudies performed
better in their last test of the year (Clarke & Braun, 2013).

Blackboard versus Computer Programs

The teaching of different controls in a class has officially moved from the utilization of writing
board and chalk to utilizing basic PC projects, for instance, Microsoft's PowerPoint to encourage
the conveyance of training. In this setting, Nouri and Shahid (2005), concentrated on the
perspectives of two understudy groups contrasting the customary method for instructing and
writing board against the one utilizing PowerPoint (Demir, Dogan, &Atasoy, 2016). The
findings recommend that educating with the assistance of such programming as PowerPoint
helps understudies' comprehension of a theme; likewise, it is viewed as more fun to in this way
activate understudy consideration and results in better understudy performance at the end of the
annual exam.

Workshop

Workshops are led with the clear arrangement of destinations or learner results. The result of
workshops will frequently build mindfulness around a point or taking in ability. In workshops,
educators duplicate the conducts and systems and instructors can learn practices and procedures.
Moreover, workshops offer educators to create the feeling of proprietorship in the school. some
assist with reforming program where they start to share obligation regarding all understudies’
accomplishment. By going to sessions an instructor, will have the capacity to offer their staff
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some assistance in implementing what they have realized in instructional meetings (Baker et al.,
2014). It additionally predicts a portion of the worries that emerge among staff individuals.

Strategies for directing a workshop
•

Define the workshop objective

•

Plan painstakingly

•

Arrive early

•

Welcome everybody and start presentations

•

Create open doors for communication

•

Allow normal breaks

•

Ask the members to round out an assessment structure toward the end of the session

•

Follow up with the members after the workshop (Simpson, D. et. al., 2007)

Workshop ought to be led taking into account the following:
•

Getting over the apprehension of creativity: with a specific end goal to channel
innovativeness and augment its potential, numerous people initially need to overcome
such problems as self-feedback. Workshop helps the instructor to get over the
obstructions that make them hesitant to convey what needs be. It creates basic diagnostic
aptitude in educator

•

Team Work: We trust that by sharing work in close groups, we can figure out how to
create and feel secure. It helps an instructor to be aware of the importance of listening to
others.

•

Map Making: Every innovative and investigative venture has its procedure or way. A
workshop indicates instructors how they can make their educator to delineate the
procedure and advancement of their work

•

Story telling: Story telling be it visual or scholarly, is essential for understanding how we
see and share our impression of the world. It helps an instructor to be more expressive
regardless of managing any subject. It makes the method more expressive

•

Using Environment: It educates an instructor on how to utilize their characteristic

•

Changing Perceptions: Through workshop an educator can learn assortment of methods
went for modifying observations physically and inwardly. It helps the instructor in
widening their feeling of the world they live in.
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•

Time Management: In our bustling scholarly timetable most instructors feel they do not
have enough time to be inventive as they see it futile. The instructors are under weight to
cover their syllabus.

•

Self-nurturing: Teacher invests a large amount of their energy empowering and
supporting their understudies. Now and again, educators neglect to sustain themselves.
Workshop gives time to the significance of self-sustaining. In this manner workshop
offers devices and methods that teachers can actualize to offer understudies some
assistance with developing their innovative, community oriented, masterful, composing
abilities, self-assurance, initiative and appreciation of others (Gregory, Allen, Mikami,
Hafen, & Pianta, 2014).

Seminar

Seminar are fundamentally masterminded to talk about current issues or to share thoughts. A
seminar includes a little gatherings exchange in a formal setting with clear motivation. It
prompts more proactive, intriguing session in which both the gatherings of people and mentor
have learning. Seminars are easy way to spread awareness of how to utilize values in enhancing
one’s own particular demonstrable skill (Allen &Penuel, 2015). It includes learning about
individual and correspondence styles for group building and increases learning about passionate
knowledge. It adds groups of people with differing qualities, which support them in investigating
new thoughts. In a workshop educators can talk about issues with respect to confirmation, staff,
advancement, and assessment, new thought of instructing or applicable developments.
Furthermore, in a workshop an educator might contribute a paper or a thought, usefully
reprimand or survey a customary methodology.

Conferences

Conferences can help teachers to get clever experiences from a percentage of the main experts
and business visionaries in the business. This can be a encouraging component for their own
proficient development. Conferences for the most part incorporate gathering exchanges and
question answer adjusts that permit each person to collaborate with different experts. It likewise
permits them to address key issues and clarify any questions they have with respect to the
concerned points (Boston, 2013). Discussions empower the representatives to have their issues
settled without reading through protracted archives and books.
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Lectures and Direct Instruction

Traditional teaching refers to such traditional learning, which used to be experienced by almost
all of us. It includes classroom-based learning and comprises of lecturers and direct guidelines
led by the instructor. This educator-focused system accentuates learning through the instructor's
direction at all times. In this type of learning, participants are relied upon to listen to lecturers
and gain from them.

Seatwork

Tests are the most noteworthy pointer of performances of students and their level of learning.
Learners who have a place in the same class take a seat and take a solitary arrangement of
examinations, which they ought to pass. The majority of the examinations are taken from
essential assets, for example, course readings and different distributions that are pertinent to the
subject.

Case based learning

The case-based way to deal with showing and learning uses genuine or envisioned situations to
show learners about their field of study. Parkay, Stanford, and Gougeon (2010) state that the
case can be defined as "a record of occasions that appear to sufficiently incorporate charming
choice focuses and provocative undercurrents to make a learners argue regarding the case so they
can better understand them p.86. According to Kolodner (2014), the key in using this strategy is
to catch the creative energy of the learners. In this way learners are tested to learn by doing,
create diagnostic and choice making abilities, disguise learning, figure out how to think about
genuine issues, create aptitudes in oral correspondence and collaboration. Major significance of
case-based learning is that it joins hypothesis and application to genuine or conceivable
circumstances (Riesbeck & Schank, 2013).

Learners must procure learning and comprehension from required readings before going to class
so as to apply the data in small discussion groups. Cases arranged by the educator from course
books, proficient experience, sites, current issues, etc. are then introduced to the learners with
particular inquiries or issues to be determined. (Boud, Cohen, & Sampson, 2014). In all cases the
aim is to make addresses that guide the learners through suitable examination, union and
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assessment. In this way the teacher helps the learners in investigating conceivable arrangements
and perceiving the outcomes of their answers (Hammond, 2012).

Pros and Cons of Traditional learning Methods

Traditional teaching has been around for a great number of years, forming the psyches of such a
large number of researchers, specialists and common men and women (Sharma, 2010). A learner
is relied upon to go to a formal learning, which includes an instructor and an arrangement of
students assembling in a classroom. According to Mitchell (2008), through formal training
utilizing traditional teaching, students realize that they are expected to succeed in this present
reality. The benefit of getting training in a classroom setting is that a student or learner gets
formal instruction and figures out how to concentrate on the current subject. (Waddell & Dunn,
2005). Traditional learning routines may be likewise esteemed limited to some degree.
Traditionally, classroom settings are instructor focused where the educator frequently talks to the
students as to opposed ones to urging them to answer, make inquiries or make them comprehend
the lesson completely. Most classes include repetition, in which students or learners rely on upon
remembrance without having a complete comprehension of the subject. Finishing the tests,
comprising depictions, coordinating and different types of pointers are the only things that are in
any way important to finish the educational modules. Long addresses and correspondences,
repetition remembrance and little communication in the classroom frequently leave learners less
mindful and less locked in. They are inclined to skipping classes and missing lessons. Besides,
learners in traditional learning classes have little chance to interface with their schoolmates or
their educator.

1.3. Why Peer Coaching? Priorities and Disadvantages of Peer Coaching
Different researches show that usually in schools experienced faculty members find it more
challenging to understand and learn that how to integrate the latest technologies in their work.
They feel reluctant while using instructional technology or while adopting growing class sizes
(Barron et al., 2009). In addition to this, teachers or faculty members at different times in their
professional career feel different professional needs for their career development. Peer coaching
helps teachers in enhancing their strategies without setting aside any additional time from
schools administration. Instructors regularly do not profit by a formal clinical perception from
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school administration. However, Instructors would benefit more from connection with different
educators in their branch of knowledge or grade level.

Accordingly, they have no reason aside from self-satisfaction for chipping away at enhancing
their teaching strategies. In case instructors are peer coaching, they will be out of their own
classroom watching other educators' methods. This can start inspiration for enhancing their selfinstructing systems. Educators peer coaching collaboratively could work together and let each
other know what they need the other individual to be searching for when they are instructing
(Thorn et al., 2007). This can take into consideration better self-awareness of instructors' own
methods. In addition to this, it is also hypothesized that Peer coaching enhances demonstrating
strategies when contrasted with formal clinical perception.

Peer coaching is a learning procedure that is utilized widely as a part of training to advance
learning. The expression "peer" means someone at your own level. Coaching" is a term that is
utilized to guide others towards accomplishing maximal performance. Peer coaching, along these
lines, is an instructive technique in which people of equivalent rank or standing mentor each
other towards accomplishing some more elevated amount of performance (Hampton et al.,
2004).

Many of us can identify the marvel of gaining from our companions. Sometimes when taking
care of specialized issues at work it is not uncommon to look for the guidance of a companion.
This normal type of social learning and critical thinking is frequently missed in more formal
educational situations. In addition to this, a large number of us get bolted into the worldview of
sitting back in our seat and letting the instructor educate. Thus, this does not meet the needs of
the teaching or learning completely. An assortment of advantages of viable peer coaching, these
include: common critical thinking; learning through perception; and self and peer coaching
advancement (Ladyshewsky, 2000). These advantages can prompt more profound learning, basic
intuition and more elevated amounts of authority and administrative competency. Successful
peer coaching necessitates building up a powerful correspondence technique with apprentices.

Furthermore, according to (Brock, 2008), effective coaching skills include use of dynamic
listening, open-ended questioning, summarizing and examining, non-evaluative feedback,
paraphrasing and probing. Besides this, non-verbal communications of a coach get also
observed. Co-operation is crucial. This implies both sides must be exclusively responsible for
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taking an interest completely in the peer coaching experience. Trust is a critical piece of this
association and one needs to believe that his/her companion mentor arrives to give legitimate and
accommodating support. Teamwork is also crucial in peer coaching. Henceforth, figuring out
how to coordinate with others as a feature of a group is essential to the peer coaching experience.
The motivation behind peer coaching is to advance learning.

Instructors experience standards of privatized practice with restricted opportunities for peer
information, which include variety of activities such as physical space, organization, timetables,
and structures of most schools. Making professional school groups enable overcoming
confinement through the help of shared qualities, community choice making, and reflective
dialog. An organized methodology for building such a group is peer coaching in which are
united instructors of comparable experience and ability who watch each other educate, set up
improvement objectives, create methodologies to actualize objectives, watch each other amid the
reconsidered educating, and share particular input.

Furthermore, This methodology requires a protected and collegial environment. In a survey of
peer coaching writing, Zwart et al., (2009) found that educators in peer coaching projects were
more effective than control bunch instructors in actualizing new instructional methodologies,
utilizing the new procedures as a part of more suitable ways, supporting the utilization of new
techniques, and comprehension of the reasons of direction. Besides, peer coaching additionally
adds to increments in educator adequacy. At the point when educators make self‐assessments
about the nature of their instructing, associate data can impact these self‐judgments in various
ways (Zwart et al., 2009).

Peers can direct educators for specific measurements of practice and to the level of objective
achievement. Further, peers can impact instructors' practice by endeavoring particular techniques
simultaneously. Peers can likewise impact educator adequacy through the three different
wellsprings of viability data proposed by Wisker et al., (2013) social influence which induces
associates that they are capable of performing an assignment, vicarious experience which refer to
watching a comparatively skilled instructor companion actualizing fruitful systems, and physio
coherent and passionate prompts, i.e. peer impact on expanding positive sentiments emerging
from showing and showing capacity or on diminishing negative emotions emerging from
educating encounters (Wisker et al., 2013).
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Peer coaching has not been observed to be all around effective. Thorn et al., (2007) found that
instructors experienced issues with the particular communication aptitudes connected with Peer
coaching (Thorn et al., 2007). For instance, Peer coaching educators infrequently solicited open‐
ended questions from associates, and did not paraphrase to check the understanding of others.
Cox (2012) reported an investigation of instructors who were arbitrarily relegated to peer
coaching and control groups of peoples. Training comprised of sessions on addressing aptitudes,
nonverbal correspondence, bolster systems, and deduction abilities (Cox, 2012). The treatment
had no impact on instructional practice, in all likelihood in the light of the fact that there was no
endeavor to give instructors content particular instructional aptitudes. These discoveries propose
that a successful Peer coaching program needs to combine preparation of the Peer coaching
procedure with substance particular instruction.

Difficulties and Inconveniences in the Coaching Process

A coach needs to keep in mind that peer coaching is not an evaluation process. Rather, it is a
learning tool. If the coach portrays it as an evaluation tool, it generates an uncomfortable
environment among the peers and increases fear of failure. In such a situation, the group
members get more inclined towards looking at their best rather than learning from the coaching
process.

For effective professional learning to take place, the coach needs to ensure that the following
three R’s are met during the coaching process;
•

Reciprocity

•

Relationship

•

Reflection on reality

In order to cater the most challenging situations in the process and to carry out the learning
process effectively, the coach needs to ensure that a reciprocal relationship exists between the
individuals and the coach. They know that for this process, they need to forget all the hierarchal
levels among them and make an effort to learn from each other. Only then can an effective
coaching process take place.
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The relationships based on trust are crucial for effective performance of this process. The
coaches are the ones who ensure that this relationship remains intact. They need to utilize their
diverse set of communication and interpersonal skills to maximize everyone’s comfort level and
encourage their participation for collective learning (Cassidy et al., 2008). After the peers get to
know the real essence of this relationship, they are able to take full advantage of the learning
environment by enhancing their knowledge and reflecting upon the existing practices. Also, as
the trust is built, the peers start to reflect upon the reality of the learning context that enhances
the effectiveness of the learning process even further.

Peer coaching is not an easy task and carries a culture of getting involved in a challenging
environment. It provides a structure for peers to think out of the box and move beyond their
comfort zone in order to welcome and incorporate new ideas and perspectives of others into their
existing knowledge of practices. These new ideas and perspectives of others enable the peers to
reflect upon their own practices and change them accordingly. In the classroom culture, peer
coaching brings children towards practical and action oriented activities. They think critically
and challenge the existing practices (Cox et al., 2014).

The relational trust among the peers generates a culture in which everyone takes responsibility of
their own learning. They reflect on their own work critically, perform self-assessment and seek
feedback in order to improve their practices. They are capable of identifying their own strengths
and weaknesses and do not depend upon others for this. Moreover, a culture of shared learning
also exists which enables the coach and peers to learn from each other’s experiences and gain
knowledge of their practices (Cassidy et al., 2008). All the super-subordinate and other
boundaries among the individuals are considered as opportunities to learn and grow. Everyone
believes in one another and continue with the vision that they are capable of making a difference.
People in this process have a regard for innovation. They seek to find out new ways of
improving their practices. They question the current practices and systems and seek to find out
new and creative ways to improve them. The coach makes an effort to provide the highest
standards of coaching process and focuses on ensuring that everybody learns.

Peer coaching approach contains some disadvantages that impact on the efficacy of the teacher’s
performance. Furthermore, it also impacts the strengths of the peer coaching process. Time is a
certain barrier, which may act as a drawback for peer coaching. Peer coaching technique requires
more time to accomplish its goals.
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Time consumption could lessen the efficacy of the process. Besides, another drawback of peer
coaching approach is observation environment. Observation environment refer to such
environment or climate in which peers can observe each other. Sometimes, it becomes difficult
for individual to observe others because of disturbing climate (Zwart et al., 2009). Thus, in such
situations peer coaching becomes difficult to succeed from.

Peer coaching has some other disadvantages, which include behavior of the coaches, i.e., how
coaches present their selves. Jealousy could also become the major drawback, which can impact
peer coaching. Sometimes the factor of jealousy emerges when people work together. Thus, it
may also impact their performance and learning. Another drawback of peer coaching is that
some people do not trust or respect anyone. Such coworkers become difficult to handle. Peer
coaching completely depends on coaching or learning through peers. Thus, if peers do not trust
each other, no learning can be achieved.

1.3.1. Cultural and Ethical Aspects of Peer Coaching
Peer coaching technique refers to such technique, which acts as a partnership between teachers
and non-judgmental environment. This approach is widely accepted and adopted by schools and
other educational institutes as it improves the skills and efficacy of teachers in a short period of
time. Where peer coaching provides numerous benefits to coaches and learners, it also provides
the major advantage of satisfaction because peer coaching includes direct or one to one
interaction between coach and trainee. Learner or trainee can easily and directly ask for any
queries and problem. Peer coaching approach also impact on cultural and ethical context of the
organization. When a coach starts the process of coaching a group of people or an individual,
different elements get directly linked with it and organizational culture or environment is one of
those elements.

Organizational culture contributes to the success of the coaching process as it can increase or
decrease the interest level of coachee in coaching process. Peer coaching approach refers to such
an approach in which coach brings alterations in organizational culture for introducing
something new. It can directly impact on success of the organization in both positive and
negative ways. In order to bring new ideas and capabilities coaches alter the environment of the
organization and they make it more advanced and suitable for the ideal environment. Thus, it
brings positive and new cultural change in the organization, which is followed by all the
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employees, who work in the same institute (Waddell and Dunn, 2005). Furthermore, on the
other hand, peer-coaching techniques fulfill all the ethical aspects. However, it sometimes
depends on the coaches whether they maintain and meet ethical considerations or not. Peer
coaching refers to coaching through peers, thus, it involves the relationship between coaches and
trainees, direct relation between coaches and learners enable them to enhance organizational
ethical and cultural environment. When employees will have strong relation with coaches,
organizational performance will also enhance.

Peer coaching refers to a confidential process that is held among coach and coachee. Thus, both
parties maintain confidentiality of this process and through this way ethical aspects of the
process get fulfilled. Furthermore, in peer coaching process, coaches share their expertise and
provide their feedback and support to learners. Assistance, feedback, support, and guidance of
coaches help learner in acquiring new skills and refining present skills. Thus, this entire process
is held between coach and learner, which need privacy and confidentiality of the process. Peer
coaching process builds trust and develops strong professional relationships between coaches
and coachee. Trust is an essential element, which needs to be present during coaching process as
it helps coachee in ensuring that ethical aspects will be fulfilled (Truesdale, 2003). Techniques
of peer coaching are often adopted for increasing the skills and abilities of professional
schoolteachers; hence, in such cases schools ensure the ethical aspects of the approach, as it
requires privacy of information between coach and learners.

Peer coaching approach shows great collegiality and improves teaching techniques for the new
teachers. From different reports and researches it has been identified that many teachers have
shown different and more competent performance after getting peer coaching by coaches.
Positive changes have also been observed by performances of the schools. In addition to this,
peer-coaching process ensures support, companionship, accountability and feedback from the
coach. This process encourages participants and reflects the new solutions for trainees.

1.3.2. Benefits of Schools from Peer Coaching
Each school or college possesses its remarkable arrangement of necessities and prerequisites,
which affect their performances. Distinctive schools receive diverse routines and strategies to
build up their impactful picture. These systems and routines incorporate educating and training
procedures for their instructors.
31

Alongside improving abilities of instructors, schools likewise embrace diverse systems to
upgrade the performance of their students. Different studies have been conducted by keeping in
mind the end goal, i.e., the technique through which students’ and teachers’ performance can be
improved. Peer coaching methodology is a successful system, which can enhance skills and
strengths of the students in schools (Murray et al., 2009).

Peer coaching helps both instructors and students in enhancing their skills. It is the procedure
that upgrades capacities and capacities of educators furthermore help students in improving their
abilities and capabilities. Real favorable position, which can be accomplished through receiving
peer coaching by students, incorporates information improvement. Students can enhance their
efficiencies and learning capacities through implementing or adopting the approach of Peer
coaching (Zwart et al., 2009). In addition to this, as indicated by (Hrastinski and Stenbom,
2013) it has been recognized that Peer coaching methodology empowers professional learning
for students. It upgraded the showing styles of instructors, which specifically affects efficiencies
and learning of students (Hrastinski and Stenbom, 2013). Through receiving Peer coaching
methodology, schools and other educational institutes develop their expert administrations
through which they guide and educate their students or staff members in a powerful way.
(McQuiston and Hanna, 2015) depicted that Peer coaching is a best practice, which stresses on
cooperation and coordination of instructors and students (McQuiston and Hanna, 2015).

It creates healthy relationship between students and teachers, which empower students in the
accomplishment of their scholarly objectives. Besides, (Peinhardt and Hagler, 2013) portrayed
that every school has diverse needs and necessities for upgrading their students’ capabilities.
However, peer-coaching methodology is such an approach which fits for all. It adjusts for every
educational system as it empowers learning for both instructors and students (Peinhardt and
Hagler, 2013).

Society of persistent learning and change can be created by joining of Peer training which will
specifically affect the performance of students. In addition, as indicated by Lee, (2012) it has
been recognized that peer coaching has positive effect on student learning and accomplishment.
It made a learning and motivational atmosphere within the target and specified time limit and
through effective structural framework. Moreover, peer coaching likewise incorporates
proficient discussions, perception and reflection framework which makes students more expert.
True conduct of students can be improved with best practice in each classroom (Lee, 2012).
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Researchers like van Tryon and Schwartz (2012) depicted that there are some real advantages
that can be accomplished through incorporating peer-coaching methodology for
•

Upgrading students performances and it incorporation

•

Improved student achievement

•

Improved student progress

•

Improved sense of professional skills and abilities

•

Enhanced abilities of students for analyzing lessons

•

Better understanding of best practices in learning

•

Achieving deep sense of efficacy.

•

Cultivating an open and age learning environment for students (Tryon and Schwartz,
2012).

If embraced effectively Peer coaching approach can act in an unexpected way. As indicated by
Wisker, Exley, Antoniou, and Ridley (2013) it has been recognized that Peer coaching
methodology made an expert dialog atmosphere for students through which they can expand
their abilities in a reliable structural way. It creates more secure and open learning atmosphere
for students as it incorporate learning through associates. Where a considerable measure of
different advantages can be created through Peer coaching approach, students additionally build
their capabilities and experience (Wisker et al., 2013). According to Cox, Bachkirova, and
Clutterbuck, (2014) Peer coaching at school level refers that it is a process through which
teachers provide their assistance to the students. Peer coaching enables teachers to support every
learner; however, it could include both students and teachers. Schools adopt peer coaching for
their teachers and students.

Peer coaching helps schools in building effective relationship between teachers and students.
Furthermore, it directly impacts on personal and professional lives of the learners. Coaches give
their expertise, feedbacks, support and guidance to each other in order to make themselves better
(Cox et al., 2014). In addition to this, peer coaching is an effective approach for enhancing
classroom effectiveness of teachers. Numerous schools have adopted this approach for the
betterment of their school reputation and performance. Overall peer-coaching approaches impact
performances of the schools, teachers and students.
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From different studies, it has identified that schools believe in enhancing their competencies
through adopting peer coaching technique. Furthermore, according to (Parker et al., 2013b), it
has been discussed that while adopting peer coaching, teachers or peers do not advise other
teachers or students to perform functions. However, they make them understand questions and
support through collaborating in finding answers for their issues (Parker et al., 2013b). Renner
(2015) discovers that peer coaching is a well-structured and maintained process that reflects and
helps in learning of teachers and students. It significantly contributes to enhancing classroom
effectiveness of the teachers and also strives for betterment of students (Renner, 2015).
Peer coaching can bring advantage to the industries and these advantages include:
•

Peer coaching groups bolster each one of those people who display leadership, yet feel
stressed out and left behind.

•

Peer coaching gatherings meet frequently, for two hours each 3-4 weeks, for just about 6
months. It is certainly not a one-time program.

•

Not just are these gatherings simple to design and establish, however, they can likewise
be held on the grounds.

•

Peer coaching gatherings empower individuals to learn coaching aptitudes, to prepare
other needy people.

•

Individuals get the chance to know about the issues concerning the working environment
and they start to consider why they need to be productive.

•

Individuals are prepared amid the change procedure, to take choices and enact their
desired change.

Peer coaching can enhance different skills and capabilities in groups of people and these abilities
include
•

Leadership skills

•

Coaching skills

•

Problem solving skills

•

Capacity to address issues adequately

•

Capacity to give viable and exact input

•

Communicational skills

•

Capacity to recognize and welcome others

•

Listening abilities
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The general populations who are capable to take advantage from peer coaching technique are
coaches and managers, group members, the Board of Directors and the Human Resource
Personnel.

Coaching is used for different advantages that come from the activity. The extent of coaching
has been confined because of the high expenses included in the majority of these projects. Peer
coaching approach can help in the processes of individual coaching for the organization and that
as well, at a small amount of the cost of standard coaching. The vast majority of the challenges
that are confronted by people who are included in organizations are mostly personal (Wong and
Nicotera, 2003). Peer coaching can offer representatives some coaching by eliminating these
relationship worries, and additionally, serve the association well. This lucrative strategy reveals
numerous looming issues and troubles and gives the quality and capacity to offer the
representative some assistance. Peer coaching includes a casual methodology. It includes making
inquiries to pick up a comprehension of distinctive perspectives and issues and perceiving shared
intrigues and concerns. It includes finding shared characteristics inside the gathering, to
guarantee business benefit and growth.

1.4. Psychological Aspects of Peer Coaching
Peer coaching refers to such an efficient and effective technique, which has the power to
influence the decision making of an individual. Coaching, mentoring or guiding is all interlinked
and closely related concepts, which share the same elements. Peer coaching impacts on
psychology of the person, makes them willing to change their decisions. It is the process through
which individual learns and shares ideas and feelings. Furthermore, peer-coaching process can
both have positive and negative impacts on individuals, i.e., learner. Nature and behavior of
coach influence the nature of learner.

Peers when willing to change, adopt change quickly. Thus, while peer coaching, learners adopt
change and learn new behaviors and skills. However, these changes or new ideas can change the
attitude of learners. Psychology of learner changes with the change in their society or gatherings.
Whenever a person learns any new thing, his/her behavior and attitude get changed. Similarly,
peer-coaching approach also impacts on the mind of the learners. It changes their thinking
process and responding ways. Coaching process impacts on the psychology of the individuals,
thus, in order to build trust among coachee and coaches, all objectives and goals of the process
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need to be negotiated and discussed. Coaching process incorporates such practices and methods,
which are examined thoughtfully.

1.4.1. Effectiveness of Peer Coaching From the Perspective of Coach
Peer coaching approach helps coaches in building strong professional ties with their colleagues;
hence, it enhances collaboration among teachers. Cox, Bachkirova, and Clutterbuck (2014)
defined that overall climate of the schools can also be enhanced through adoption of peer
coaching approach. It makes more positive impact through adopting peer coaching approach at
teachers’ level (Cox et al., 2014). Furthermore, peer coaching makes the school culture more
cohesive and effective, which encourages student-learning behavior. In addition to this,
according to Nolan Jr and Hoover, (2011) it has been discussed that peer-coaching technique
improves confidence level of the coaches as it helps them in gaining experience by working
through different nature of people. Adaptation of peer coaching by teachers can improve their
confidence and trust level which significantly impacts on their daily life and professional
activities (Nolan Jr and Hoover, 2011).

In a research conducted by Zepeda, Parylo, and Ilgan (2013) it has been identified that a single
and most significant factor, which impacts on learner’s achievement, is coach (Zepeda et al.,
2013). Thus, coaches need to attain diverse skills, which could enhance their capabilities to work
with different kinds of people. Coach’s efficiencies and competencies directly and significantly
impacts on performances of learners or trainees. Moreover, in order to enhance the capabilities
and achievements of coachees, it is essential to improve the continuous learning of coaches.
Continuous learning of coaches helps their learners in achievement of high goals and objectives.
Furthermore, where coaches achieve high benefits through adopting this technique, coaches also
enhance their profitability.

Communication skills and experience of coaches get enhanced while using peer-coaching
approach. Besides, reliability and flexibility of the attitude are also achieved through working
with peers. Techniques of coaching and their strategies can reduce the rate of learners’ issues,
which influence learner’s sub-consciousness. Coach can also observe the behavior and
techniques of different individuals through which they continually enhance their learning and
experiences. Thus, different studies declare that in order to improve coachee’s achievement,
coach's efficacy need to be enhanced (Steele and Arthur, 2012).
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Working with associate accomplices is generally reported inside of instruction, frequently to
enhance particular classroom aptitudes. For instance, in shared classrooms, companion training
amplifies the regular learning environment for staff and students. Associate arranging is a
particular type of peer coaching that happens in the arranging phase of a project and is then
consolidated with group educating.

In addition to this, peers helped administration in handling the project, which intended to
decrease instructive chiefs' expert disconnection by expanding casual systems. However, in a
few fields the uptake has been slower, for example, in games guiding, where the part of
companions offer, other than methodology arrangement, some assistance with being initially
placed. Moreover, in the professional life, it is presently perceived that companions can give
enthusiastic and mental bolster that encourages individual learning and profession achievement.
But companions, despite the fact that a scope of designers may be required to meet an assortment
of individual needs, can give a number of the advantages of customary guides.

1.4.2. Effectiveness of Peer Coaching From the Perspective of Coachee/Trainee
Usually individuals think themselves about finding solutions to their problems; however, there
are various other ways that can be utilized for finding best solutions for the problems. Peer
coaching approach is one of them. Peer coaching serves as a facilitator for the individuals. It
helps teachers in selection of best and most suitable alternate. In addition, peer coaching helps
trainees and coachee in gathering new information and sharing knowledge regarding the
successful experience of their lives. Different interventions and techniques can be adopted and
learnt through peer coaching. According to Murray et al. (2009) it has been identified that peer
coaching helps trainees in redefining their goals and opportunities. They help trainees in finding
such possibilities which might not been discussed before. Moreover, peer-coaching approach
includes trust and confidence between peers. Without trust and respect, coachee cannot achieve
targeted objectives through adopting this approach. Discussion between peers can enhance trust
and confidence, which ultimately leads them towards achievement of their mutual goals. Peer
coaching approach also allows trainees and coaches to share, and express whatever they feel and
think. Innovative and creative thinking get maximized through adopting this approach. Trainee
also feels less fear while performing in such an approach as with peer coaching both trainees and
trainer or mentor become partners in thinking (Huston and Weaver, 2008).
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Peer coaching at trainee’s level provides an opportunity for the learner through which they can
develop their skills, knowledge and learning abilities. From different studies it has been
identified that a large number of educational institutes have adopted peer-coaching strategy for
their teachers. Thus, benefit gathered through peer coaching directly impacts on their students’
learning and achievements. Furthermore, it has been revealed that students at their school level
face different issues in problem handling and solving. Students have lack of confidence and less
collaboration that created troubles in their learning. Moreover, due to less collaboration among
peers, students face difficulties in communicating with each other, therefore, the need of peer
coaching adoption has been identified in schools. Peer coaching approach can effectively
enhance the effectiveness of the students or learners (Thiessen, 2012).

Through adopting peer coaching approach, learners can share their interests, practices, plan
together, pool their experiences and share their opinions. Usually teachers get frustrated due to
the hectic routine of the schools, which cause troubles between students and teachers. However,
in such scenarios, if teachers use to adopt peer-coaching strategy it can help them in becoming
better and performing well. Furthermore, students or learners can learn better when they
collaborate with their peers. Peer coaching provides an opportunity for the coachees through
whom they develop their skills of learning and also for performing better in their academic and
professional lives. According to Goldman, Wesner, and Karnchanomai, (2013) it has been
identified that peer coaching at student level deals with their mind (Goldman et al., 2013). Peer
coaching provides an extra level of support to learners with the help of which they can interact
with their coaches.

Avalos (2011) suggests that peer coaching enable coachees to meet their own needs and
demands. Coachees’ performance and practices can be improved through effective peer coaching
techniques. Basic rationale of peer coaching method is to provide an opportunity for learners
through which they can discuss and reflect their selves in regular practices in order to promote
their learning.

According to Steele and Arthur (2012) it has been identified that coaching and mentoring are
widely adopted methods by schools in order to improve their professional competencies. Such
methods help educational institutes in raising their standards and attainment of their academic
and professional goals. Different studies have revealed that usually schools adopt peer-coaching
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method for enhancing the capabilities of their teachers; however, they should also adopt this
strategy for their student performance achievement (Steele and Arthur, 2012).

1.4.3. Difficulties and Inconveniences in the Coaching Process
Coaching process includes different elements, which need to be addressed, by the coaches and
coachee in order to gain mutual objectives. Relation between coachee and coach is not as simple
as it looks. However, it contains a variety of chances of inconvenience and difficulties to handle.
According to McComb (2012), different challenges and drawbacks have been observed due to
ineffective adoption of peer coaching approach.

Ineffective and less competent coaches can harm learner by slowing down their learning process.
In addition to this, some difficulties, which a coachee and coach can face during peer coaching
process, could include the threat of not trusting coach. Jealousy can impact on performance of
coaches and coachee as whenever coach or coachee feel jealous with the other party they do not
trust them and as a result do not follow the advice and ideas given by the opposite party.
Jealousy is a highly impactful element that can lead the coaching process towards failure.

Sometimes, coachee starts feeling as mismatch in the coaching class. Relationship between
coach and coachee is crucial. When trust and confidence lies between the relation of coach and
learner, learners feel secure and trust coach, which ultimately enhances their learning process.
Sometimes, mentor finds it difficult to coach and train all coaches at one time. Thus, during such
a situation the learning process becomes difficult. Coaches carry out their daily jobs while
having no time for adjusting extra learners. However, sometimes, they still hire new coaches and
as a result the coaching session becomes fruitless.

Chances of failure get higher in such coaching processes. In addition to this, there is another
reason, which contributes to enhancing difficulties for peer coaching process (Glanz and
Sullivan, 2000). Frustration of coach can raise problems for the learners. Sometimes, coaches
become frustrated due to their strict working schedules and workload, thus, in such cases,
learners get zero learning. Frustrated environment can also be created during the session of
coaching such as when coach feels that coachee is not interested in learning and is not
progressing. Thus, in such situations, coaches become frustrated and their interests in coaching
process decreases and vice versa.
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Some other challenges which coaches and learner can face during the process of coaching
includes lack of coaching competencies, poor self-awareness and interpersonal skills.
Sometimes, coaches are not great experts or highly trained which is why they do not perform
well. Lack of coaching skills leads the coach towards in-competencies because of which they
became unable to train learners. Furthermore, coaches sometimes do not understand the goal of
setting and adopting peer-coaching technique.

They do not meet the objectives and goals of peer coaching. Peer coaching refers to coaching
activities performed by a peer. Thus, in such a case, coach has to play dual roles both as a coach
and peer. Dual role responsibilities become difficult to manage sometimes. Coaches become
frustrated due to workload and as a result it creates hurdles and challenges in a coaching process.

1.4.4. Negative and Positive Arguments
The engagement of support using peer coaching, mentoring and systems administration exercises
may help with the exchange of educator learning to staff learning, bringing about greater effect
of the classroom experience of students and the expanded potential to raise principles and
achievement. Coaching is an effective technique that helps various industries and organizations
in resolving their numerous issues (Emil Berg and Terje Karlsen, 2012).

It is a beneficial approach as it enhances performance of the individuals and helps them in
working in teams or groups. Peer coaching approach helps employees in boosting up their
leadership skills. They maximize the performance level of employees in an organization.
Furthermore, most of the schools and other organizations use to adopt peer coaching for
enhancing their potential to improve their competencies for future perspective. Coaching process
prepares teachers and students for performing high activities.

Schools use to adopt peer-

coaching approach for increasing the skills of their personnel and make them able to act as
competitive advantage for the institute. Regular changes are normal part of the institutes, which
help them in their growth and development. Institute development includes various changes,
which could act as threat or challenge for the teachers and students. (Ladyshewsky, 2013).

Usually, it has been observed that soft skills are difficult to imitate, thus, institutes need to adopt
such effective techniques, which could help them in becoming competitive level organization.
Coaching increases organizational culture, which enhances positivity in the environment.
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Attitude and behavior of the individuals get positively changed through effective and appropriate
coaching; however, it can also impact negatively on the behavior of the peers. For reducing the
chances of negative impacts on the personality of the individuals, organizations ensure best and
most reliable coaches for their employees. In a large number of schools, usually teachers act as
coaches for students; however, for coaching or mentoring of the teachers, peer-coaching
approach is been adopted which includes peer coaches or teachers as coaches.

This technique helps teachers in observing actual performances of the peers in critical situations
(Peinhardt and Hagler, 2013).

Through experience and knowledge of other peer teachers,

teachers learn and improve their capabilities. Coaches influence the decision making of learners;
thus, for that reason effective and competent coaches are essential to be hired. In addition to this,
there are various other benefits, which can be provided by coaches. Understanding and
teamwork ability get enhanced in the individuals when they work with coaches. Peer coaching
improves social skills of the individuals, which helps them in interacting with others. In order to
reduce the lack of commitment and dedication of the individuals, peers’ coaching is an effective
and efficient tool.

There are no significant drawbacks of peer coaching; however, poor handling and
implementation of this tool could cause various difficulties and complexities for the
organizations. Peer coaching session must get provided after analyzing the needs of the learners,
i.e., what they want and need to learn. If the coaching session starts without analyzing the needs
of learners and without evaluating the current skills of coaches, the approach becomes less
effective. In such cases, there is a high rate of approach failure. Thus, at the end, institutes bear
loss in the form of failure or unsuccessful coaching techniques. In addition to this, there is
another factor that could impact on success of the peer coaching approach and it includes
inability to recognize obstacles. Sometimes, coachee or coach becomes unable to recognize and
understand the situation that is causing hurdles in the learning process. In such cases,
effectiveness of the coaching process can get reduced. Schools use to adopt peer-coaching
approach for their teachers’ skills enhancement. However, sometimes such events or hurdles
occur which make such efforts fruitless (Lofthouse and Leat, 2013).

Coaching is based on communication or interaction with each other. Whenever coaches and
coachee fails to build effective communication between each other, the process gets failed.
Interaction and understanding are very effective elements, which impact on the entire process of
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learning. According to Thorn et al., (2007) it has been identified that the basic purpose of peer
coaching is to fill the gap between individual’s current and required skills. However, the gap
cannot be fulfilled without analyzing the needs of the coachee and building trust between coach
and coachee (Thorn et al., 2007).

Instructional mentors utilize the accompanying seven practices. To begin with, the mentor
selects the instructor by directing a balanced meeting with every educator preceding his or her
experience of expert learning. The reason for selecting an instructor is to fabricate compatibility,
find out about the working together educator's specific premiums and concerns so that expert
advancement could be separated, and clarify how the new instructing practice to be learned may
address educator's worries.

Second, the mentor takes part in shared arranging with the instructor; the mentor meets with the
teaming up educator to examine how another showing practice can be actualized adequately. At
that point, working cooperatively the mentor and educator co-built a perception structure to
guide instructor perceptions of the mentor, and mentor perceptions of the educator.

Third, the mentor models the lesson. The mentor models a lesson in the teaming up instructor's
classroom while the educator watches the lesson while utilizing the co-built perception frame
that was created amid the past practice.

Fourth, the working together educator and mentor meet with the end goal of instructor
coordinated post conferencing. The mentor and instructional coaching instructor meet to
examine what the educator watched the mentor doing while demonstrating the lesson.

Fifth, the mentor watches the lesson being taught by the educator. The mentor watches the
instructor while showing a lesson utilizing the new educating practice. While watching, the
mentor utilizes the same co-built perception shape that the teaming up instructor utilized while
watching the mentor show the lesson. Sixth, the mentor and instructor cooperatively investigate
the information. The mentor and educator examine the information accumulated amid the
common perceptions, talking about what each watched. In conclusion, the mentor proceeds with
bolster while the instructor implements it. The mentor keeps on giving backing until the
instructor is familiar and ongoing in their utilization of the new educating practice. These seven
segments make the practice utilized by an instructional mentor when they are teaming up with
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instructors. The hypothetical system portrayed next ties the seven segments of guiding together.
This hypothetical system is additionally alluded to as the organization way to deal with expert
learning.

Benefits of peer coaching:

1) Individual Development:
Chances to grow separately in today's association are progressively harder to discover.
Companion drilling model addresses this issue. Members are urged to choose territories of
change that would be of advantage to their customers, to the individual by and by, and to the
association. Change in the chosen territory commonly makes change in staff responsibility and
sentiments of individual strengthening.

2) Improve Organizational Relationships:
The connections inside of associations are frequently focused in nature. This outcome in a "no
nonsense" environment is debilitating the capacity to be genuinely gainful (Bruce and Ross,
2008). People taking an interest in the In-Tande system report lower frequencies of dangerous
rivalry and an increment of backing among collaborators. Having a companion at work is known
not singular efficiency.

3) Create Positive Change:
"What's in it for me?" is conceivably a standout amongst the most damaging inquiries you will
hear in an association. People who concentrate on this inquiry work from an antagonistic point of
view, and successful administration and association searches approaches to get individuals out of
that attitude. Associate instructing makes a difference. It gives a chance to concentrate on an
option that is more prominent than self, making chances to work decidedly with others and self.
The outcome is frequently more content representatives with a higher feeling of authoritative
reason.

4) Greater Employee Involvement:
Some of the time workers become mixed up in the association and neglect to improve their
potential. They carry out their employment, however, minimal more. This is particularly valid in
bigger associations (Parker et al., 2008). Associate instructing can include representatives in an
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extensive scale singular improvement activity. Accordingly the organization creates people who
are all the more completely joined with the qualities, vitality and objectives of the association.

5) Increased impact and value of training:
We all need preparation for lastingly affect demeanors or practices. However, it is very regularly
just quickly motivational. Individuals come back to work with not very many thoughts on the
most proficient method to accomplish what they realized (Cornett and Knight, 2009). Associate
training can work as a vehicle to examine and bolster performance of other authoritative
activities. Scientists have found that instructing can triple the effect of preparing. Think what that
would mean for your association.

6) Cross departmental involvement:
Each authoritative structure isolates representatives by divisions and zones of obligation. There
are advantages of matching people from distinctive parts of the association with the length of the
work at about the same level of power. This cross-useful contribution takes into consideration
thoughts to move through the organization in an exceptionally profitable manner (Samson and
McCrea, 2008). Best practices and achievement routines are shared transparently bringing about
a more noteworthy feeling of group and coordination all through the association.

1.5. Coaching as one Component of Teacher Training Process
Coaching is a generally utilized term with different implications, contingent upon the
circumstance. The term coaching refers to the routines for helping other people to enhance,
create, learn new abilities, discover individual achievement, and accomplish points and to
oversee life change and individual difficulties (Stormont et al., 2015a). Coaching usually
addresses states of mind, practices, and information, and additionally abilities, and can likewise
concentrate on physical and ideal advancement as well.

Coaching concentrates on instructing, creating business and self-awareness, despite the fact that
it covers business related and individual coaching contexts. Coaching is a type of training or
instructing, including coordinated support (a mentor and a learner or 'coachee'), acted for
offering an individual some assistance for improving, regularly in an exceptionally viable sense.
Coaching varies from the training and educating of gatherings concentrated on information
exchange and hypothetical application.
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Generally coaching is considered as training. The word coaching in itself is non-particular in
respects to who does it, to whom, in what circumstance, and by what course of action. Coaching
may refer to distinctive circumstances such as Coaching inside of associations, close by or
comparing to preparing and tutoring, and Coaching outside of associations, as an individual
private administration, commonly conveyed without anyone else utilized as mentors, or little
organizations (Reinke et al., 2014).

Coaching may refer to distinctive sorts of self-awareness conveyance, for instance:, the
procedure or growth of, showing or preparing or coaching inside of associations and the
procurement of a predetermined self-awareness (or 'Coaching') administration by a private
individual or small organization. Coaching may also have distinctive degrees of convention and
structure, for instance, Coaching can be exceptionally casual and approximately organized, or
entirely formal and intensely organized, furthermore, anything between these extremes (Reinke
et al., 2012).

A coach may be a person in any of these circumstances: An administrator or a head, a workmate
or "friend”, a coach or instructor, a companion or relative, an outside coach or specialist working
for a small or extensive organization, an independently employed coach or advisor and on the
other hand, an independently employed "coach" - particularly working as a "mentor" of some
sort. Numerous forms of self-development can include coaching, so the expression "coaching "
can be utilized essentially when individuals are prepared, created and/or helped towards
enhancing performance, and making progress and satisfaction.

The wide utilization of coaching has delivered a wide range of coaching terms to demonstrate
the reason for the coaching concerned, for instance 'executive coaching' or 'career coaching'.
Sorts of coaching can be found in some strongly individual and trusting circumstances, for
instance "doulas" - all the more usually called 'birthing coaching ' or 'work coaching ' – these are
the closest types of coaching (Beard and Wilson, 2013).

Typically coaching infers a feeling of understanding, assent and willing cooperation with respect
to the "coaches" (learner/student), however, the term coaching may likewise refer to
improvement circumstances where the learner invests less from his/her part into strategies and
forms, and for assuring the coaching procurement itself. Coaching helps an individual to locate
his or her own answers, as opposed to recommendation as an answer from the coach’s
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perspective. Coaching for the most part looks forward significantly more than it examines the
past. Coaching is a major industry.

1.5.1. Types of Modern Forms of Coaching
Brainstorming is another strategy that is embraced by schools keeping in mind the end goal to
improve educator's efficiencies and aptitudes. This method includes exchange on extensive
variety of thoughts. Through this technique, mentors advise the gathering to impart and examine
the thoughts to different members (Avalos, 2011). Furthermore, trainer consolidates all the
produced thoughts and chooses the best one in the wake of dissecting its qualities and
shortcomings. Another method of training or peer coaching incorporates training via lecturers.
Speakers allude to conventional method for instructing in which members additionally enjoy
exchange with one another.

Stormont et al. (2015) portrayed that Demonstration is another comparable path in which mentor
depicts and briefs everyone on the insights in regards to the issue. In such instructional courses,
mentor approaches members for inquiries and engages them in different discussions and
examinations (Stormont et al., 2015b).

Moreover, organized games are also included in such

techniques, which can be used to prepare teachers. Through these preparation routines, members
or instructors get permitted to partake in different games, which upgrade their learning.

According to Knight, (2012) number of schools in all around the globe use to plan different field
trip system for upgrading their capacities and aptitudes. This strategy permits members to
experience firsthand subject of studies. This method is most pre-arranged and very much
overseen and it incorporates direct cooperation with real examined circumstance (Knight, 2012).

As per (Himes and Ravert, 2012) another preparation system which has been planned and
implemented by schools for their teachers’ trainings incorporates Role-playing. This system
gives a circumstance in which educators assume certain parts or circumstances through which
they pick up experience. This empowers instructors in investigating answers for diverse
circumstances and issues (Himes and Ravert, 2012).

Dynamic perception can likewise enhance the aptitudes and capabilities of instructors that can be
accomplished through fish bowl method of peer training. Through this method, one little
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gathering of persons is arranged inside of the focal point of the extensive gathering where
external or bigger gathering just watches them and afterwards, analyzes and summarizes their
communications of internal gathering. It improves teachers’ way of teaching in classrooms,
which makes solid between instructors and their students. Such systems likewise help educators
in resolving classroom issues (Parker et al., 2013b).

A study that has been directed in Washington State schools uncovered that, through assessment
systems of schools it has been distinguished that in 2008 and 2009, 80 percent of change has
been accomplished through joining in peer coaching. Additionally, coordinated effort in school
has likewise improved because of peer coaching methodology. Those instructors who took part
in peer coaching have upgraded their insight to extraordinary expand and they likewise impart
their skill to other staff individuals in school (Lee and Choi, 2013).

1.5.2. Formal Peer Coaching Activities
Formal Peer Coaching refers to such direct and one to one approaches, which include interaction
of coach and coachee. Formal peer coaching includes different roles of coaches that help learner
in accomplishments of goals and objectives.
Some specific examples of formal peer coaching include Co-teaching, Co-planning, Coach as
mentor, Coach as mirror, Coach as action researcher, Coach as ‘expert’ and Coach conducts a
pre-conference, observation and post-conference. While adopting peer coaching techniques,
coaches have to focus on different areas through which they can identify the demands and needs
if the learners and it includes the quality of teachers’ work, the essential elements of teaching
such as lesson design, motivation, active participation and Bloom’s taxonomy. Furthermore,
coach needs to differentiate the levels of instruction through which he/she will train coachee. For
this purpose coach focuses on the behavior of learners and their interaction skills.
Communication skills include verbal and non-verbal communication flows (McLeod and
Steinert, 2009).

Besides, class traffic, teaching Strategies and methodologies, classroom behavior and specific
problem behavior and content specific skills are also included in such elements, which need to be
analyzed by coach before and while learning process. After effective peer coaching learning
process, teachers can enhance their current skills and achieve new skills. Major areas which get
enhanced after effective peer coaching technique are problem solving skills, presentation skills,
47

flexibility, use of active learning opportunities, and time management, content management,
teaching to diversity, leadership skills and convincing skills (Mallett et al., 2009).

Coach as manager is a type of formal coaching approach, which helps learners in learning
through the role and under the guidance of a manager. Coaching has become a widely accepted
and effective approach, which is being adopted by the managers. Managers at workplace as
coaches as help their employees via guiding them in every critical situation. Coaches enable
learner to avail all potential opportunities through which an employee or learner can grow. When
managers act as coach it allows them to encourage, engage, and support employee in enhancing
their performance and productivity (Parker et al., 2014b). When managers act as coaches, they
provide on job training and support to the employees, help in feedback gathering and in building
strong relationship. Managers as coach lead their peers and guide them in performing every
activity, which improves their skills and capabilities.

They help learners in supporting them. Moreover, coaches also become liable to maintain
organizational culture that ultimately and directly impacts the performances of the employees or
learners. When managers act as coach, they address every skill of the employees. The manager
through which they get to know regarding new competencies of the employees compares
required and current skills. In addition to this, coaching approach is an effective technique.
However, it only succeeds where a learner desires to learn or is willing to accept change. Formal
peer coaching techniques create and analyze willingness of the learners whether they want and
desire to learn or not.

Manager as coach acts to address the needs and demands of the group of people in an
organization. A major difference between a manager-coach and a manager is that manager-coach
becomes responsible for an employee’s career and finances. It helps employees in their
development of skills and capabilities. The dual role of manager and coach impacts significantly
in enhancing coaching process; however, it can impact in both positive and negative ways
(Parker et al., 2013a).

Moreover, co-teaching, co-planning and coaching as a mirror and mentor refer to such types of
coaching which include direct interaction and one to one meetings with coaches. All of these
forms and types of formal coaching refer to strategies of coaches through which they guide and
train coaches. Co-teaching refers to coaching through peers or colleagues who work with
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teachers and also taught them by giving ideas. They share every bit of their knowledge with
coaches and guide them while performing activities along with them. On the other hand, coaches
as mirror refers to such coaches who act as mirror for the learners. According to Vella et al.
(2013), it has been described that coach as expert refers to such coaches who have expertise in
specified fields and skills. Sometimes, organizations use to hire such coaches, which work as
professional expert. Such expert coaches help learners in their skills and capabilities
enhancement; however, they only focus on specified capabilities.

1.5.3. Informal Peer Coaching Activities
Informal peer coaching refer to different forms of coaching which include no lengthy processes.
It includes no direct interaction with other peers; however, it is the process of analyzing and
learning from others work. Some prominent examples of informal peer coaching include:
curriculum mapping/development, problem solving, study groups, book clubs, conversations
about student work, video analysis, storytelling about teaching practices, lesson study,
interdisciplinary unit planning and analyzing teacher data and developing learning experiences
etc. (Carter et. al. 2001)
In informal peer coaching, learners learn through performing activities themselves; however,
they use already performed data of other persons. Coachee learns through analyzing the
experience of his/her peers. He observes activities and responses of peers through which they get
succeed. It does not include formal setup for the learning. Learners learn through their desire
and probably, not by telling the coach that he/she is following him/her. Coachee follows and
analyzes the work of peers through which he/she identified their strengths and weaknesses. It has
been identified that in schools the teachers have also used informal peer coaching. It allows them
in problem solving without any delays. Learner can find it easy to follow the experience of their
peers. Video analysis and storytelling about teaching practices refer to such methods through
which learner can gather instant knowledge. Activities performed by other peers can provide a
guideline to the new learners through which they can perform effectively. Failure chances of
learners and coaching process are also reduced in informal coaching processes. (Koortzen and
Oosthuizen, 2010)

According to Nelson et al. (2006), it has been described that there are various benefits of
effective peer coaching technique which include: better understanding of teaching, improved
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self-analysis and reflection skills, enhanced sense of professional skill, renewal and recognition,
increased sense of efficacy, increased collaboration and collegiality, improved teaching
performance, increased teacher growth and development, career development, and strong
relationships establishment, etc. In addition to this, there are various other benefits of peer
coaching approach, which include feedback receiving from peers who help learners in
identification of self-issues and problems.

Teaching process of teachers could become more efficient and effective through adopting formal
peer coaching techniques as in formal peer coaching processes, coachee can ask for their needs
or required skills. However, in informal peer coaching methods, coachee only have to rely on
experience or activities of peers. In addition to this, peer coaching helps teachers in assisting
colleagues while enhancing their teaching skills and training experience through discussion and
observation. Peer coaching approach is also beneficial as it encourages experimentation of the
coachee and helps learner in learning new teaching and training methods and strategies
(Hoekstra et al., 2009). This process also allows coachee to learn how to transact between
teachers and students. It provides an effective platform through which coachee can learn and
implement new adopted skills in their personal and professional lives.

1.6.Conclusion to chapter I
This chapter has included detailed literature regarding peer coaching and its related aspects. It
has covered types of peer coaching, its forms and impacts on coaches and coachees. Besides
these, this chapter also includes in-depth literature regarding different contexts of peer coaching.
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CHAPTER TWO: ROLES AND RESPONSIBILITIES OF COACHES AND
COACHEES IN CREATING EFFECTIVE ATMOSPHERE FOR PEER
COACHING
2.1. Coaching Roles and Responsibilities

2.1.1. Responsibilities of a coach
Coaching is an integral part of enhancing people’s capability to augment their own particular
performance. An attention towards enhancing performance and the improvement of aptitudes are
the ways to a successful guiding relationship. There are for the most part two acknowledged
types of coaching: directive and non-directive. Directive is a type of guiding whereby the mentor
educates and gives input and exhortation. Interestingly, non-directive coaching requires the
mentor to tune in, make inquiries, investigate and test and permits the individual honed to
discover answers for issues. This implies a few coaches only declare their skill, while on the
other hand, effective coaches empower people to go beyond their past limits (Cox et al., 2014).
Coaching can be connected to an assortment of regions, for example, inspiring staff, assigning,
critical thinking, relationship issues, teambuilding, and staff advancement. It concentrates on
what individuals being coached need, what their objective is and how they can accomplish it.
Instructing is a community-oriented relationship, which urges individuals to know their qualities
and live them while accomplishing their objectives.

The first responsibility of the coach is to judge and perceive the duty of a coach properly. The
coach must know the exact knowledge that s/he has to deliver. To begin with, this involves
knowing the exact content of the training. Furthermore, the coach must know the time and venue
of the training as well as know the facilities that would be available to him/her (Killion, 2009).
This allows the coach to foresee many troubling situations. First of all it ensures that facilities
and venues are arranged in advance. The two hours that it takes a coach to ensure the facilities
are available could save dozens of hours of students’ lost time once the training starts. Secondly,
it allows the coach to find out if any of the intended training is beyond his/her knowledge base.
In this way the coach could either attain the skill set required or inform the organization in
advance so that the organization could hire an assistant coach (Knight, 2008). Knowledge of the
content of his/her course also allows him to be flexible to the unexpected changes that s/he might
experience as s/he endeavors to train his/her students.
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The second responsibility of the coach is to know the coachee very well. This responsibility
entails upon the coach, the responsibility to look at the abilities of student boths before and
within the training. Before the training the coach should assess the certifications, past record in
the firms and reputation as a basis of judging the skill of students. The delivery style of the
content must be adapted to the strengths of students. Within the training the best way to judge
the merit of the students is through multi-dimensional assessment.

Furthermore, apart from knowing the skill and knowledge level of the student, the coach must
also know about the motivations of the students. Knowing the motivation of the students is
important in the application of the training, e.g., if the students are going through the training to
accomplish a particular job, then examples that are relevant for that job would be appreciated
much more by the students as compared to irrelevant applications during the training (Feldman
and Lankau, 2005).

One of the biggest hurdles in training is to adapt one’s training to the age of the students, which
might even be in their late 40’s (executive training), a time when human acumen tends to get
more rigid. One of the most important tools of teacher to know student’s psyche is through
constant observation of student body language and face expressions and react accordingly.

Mallett (2013) describes the third responsibility that a coach must fulfill is to assess students and
then use that assessment to productively improve training. These assessments are best
undertaken in many dimensions simultaneously. The two broad categories are formal and
informal assessments. Formal assessments include surprise test tasks, projects and assignments.
It is better if these assignments are frequent and if the feedback from each assignment is used to
iteratively improve the delivery style to cause maximum improvement in the absorbing abilities
of the students (Mallett, 2013). The informal assessments come in the form of questions asked in
class and in general discussion with the students.

Lastly, the coach must be able to identify the next steps and share key learning. This is often
done in order to help improve the quality of the future trainings. Companies or organizations,
which do not share their lessons among themselves, make the same mistakes over and over
again. In the due course of time these firms often lose against more efficient firms that learn
from their history rather than repeating it.
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Bruening et al., (2016) describe that there are many methods to identify the next steps and share
key learning. The two most effective methods are the written, precise reports and the trainers
training the next batch of trainers. Ideally, both the tools should be used in conjunction with each
other. The documents should contain the information and the revision of the old concepts taught
in practice. The training of the trainers should be used to deliver knowledge that can solely be
learned through practice (Bruening et al., 2016).

Some other responsibilities of coach include:
If coach hopes to be fruitful at offering another instructor some assistance with improving
student knowledge and skills, the coach needs an unmistakable thought of what parts he or she
will play before starting training. The following list of potential parts a coach may play is broad,
however, a modest bunch is critical. Coaches help learners in the following ways:
•

Coach provides just in time resources or training

Learners might need their coach to offer them some assistance in finding an incredible asset for a
learning action they are arranging. For instance, they may require an asset for an action that
requests that students to know how to protect a rainforest. Alternately, they might need a touch
of preparing on the most proficient method to set up a Sky Drive so their students can all the
more effortlessly work together on a forest preservation venture with students in others nations
(Wageman, 2014).
•

Co-planning learning exercises

Instructors who work together with coaches frequently need to take a seat for additional in
detailed planning. They might need a coach's help with changing a current movement on
safeguarding woods to underline critical thinking, to draw in understudies in surveying their own
particular work, or to utilize innovation so the understudies can impart their work to the group
and get input (Crane and Patrick, 2014).
•

Modeling or group instructing to exhibit powerful instructing

Instructors who work with coaches regularly say this is the best type of coaching. To see solid
educating in practice, the instructor might watch the coach instruct, or the coach and educator
might team-teach. Demonstrating is more than simply appearing. Commonly the educator and
coach might meet before the classroom visit to characterize what they will be concentrating on in
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the classroom and in their talk after this perception. The reflection after the perception gives the
instructor and coach a chance to talk about what happened, how the working together educator
may receive these thoughts, and what sort of backing the educator may require from the coach as
they embrace this practice.
•

Observing educators and considering what they observed

In the relationship of coaching, after trust is set up, educators will request that their coach watch
them in their classrooms. In the reflection that takes after the perception, it is essential to
characterize what worked and why it worked so as to examine how the instructor could utilize
what functioned differently. This procedure of perception and reflection is the best type of
developmental appraisal for teachers. It is their key to deep-rooted learning. These reflections
additionally incorporate what the educator being watched may do another way next time. This
procedure of perception and reflection is the best type of developmental evaluation for teachers
(Rich, 2015).
•

Playing no part in instructor assessment.

As we will see in the blink of an eye, coaching relies completely on building a relationship of
trust between the coach and the educators who work together with the coach. Nothing would
demolish trust speedier than having coaches assess their companions. A New Yorker article on
coaching truly puts the coach's part in context: "The faithfulness of coaches is to the general
population they work with: their prosperity relies on upon it" p.2. (Gawande, 2011). Peer
Coaches rapidly get a handle on the parts they have to play, however, before coach starts
coaching, they need some comprehension of the environment they will be working in
(Landsberg, 2015).

2.1.1.1. Understanding the Environment for Coaching
According to a Met Life Survey, the majority of teachers and principals expressed their belief
that preeminent collaboration can result in high success in student’s life. The more they will
collaborate the more they will have chances to achieve their aims efficiently. Through this
survey many forthcoming coaches have understood the worth of collaboration and implemented
it in their institutions. Besides this, there is still a large scale of American Schools where
working in isolation is preferred. This outcome may seems a bit blurry, as if you walk in a school
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at the start of a day; you would find head coaches gossiping about Movies, Birthday Events,
Sports events literally they would discuss everything but the art of teaching. These activities may
result into professional collaboration but this will not aid their pupil a bit. On popping up the
question about collaboration in their school, the answer that came out was something like
‘Teachers work alone behind the closed doors’ p. 118 (Hawkins and Walsh, 2015). Furthermore,
it was shared that collaboration is only limited to Photocopying or sharing few routine activities.

For all intents and purposes each American teacher comprehends that NCLB (No Child Left
Behind) implies student test scores must go up each year or the school will be marked as a
disappointment. Educators are worried that the high-stakes government sanctioned tests brought
forth by NCLB will be utilized to brand person instructors as triumphs or failures. The Race to
the Top project has put more weight on educational systems to embrace new frameworks of
assessing instructors and included another trepidation component. Educators stress that state
administered test information from high-stakes tests will be the centerpiece educational systems
use to remunerate the fruitful instructors and manage the individuals who are not effective. It is
not a situation that energizes hazard taking.

2.1.2. Responsibilities of a coachee
The first responsibility of a coachee is to listen actively. Listening actively would require the
coachee to perform a two-way communication between the teacher and the student. Active
communication involves using up more time as the student often repeats the teacher’s instruction
to solidify the understanding of the concept. However, knowledge that is generated out of
interactions using active communication tends to be embedded more strongly into the memories
of the students as compared to knowledge generated out of passive listening. Furthermore,
because of the two-way nature of the active listening the coach can assess the position of the
class more easily if the students employ active listening (Rapp et al., 2016).

In order to be an active listener, the coachee must also be honest about two things. The first
responsibility is being their ability to grasp the concepts and the second being the ability of the
teacher to deliver the knowledge. Failure to be honest about any one of these subjects would lead
to a communication barrier between the two parties, which would severely hamper knowledge
transfer between the coach and the coachee.
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The second responsibility of the coachee is to respect his/her peer coach. This is important
because the effectiveness of a lesson depends a lot on the coach’s respect in the eyes of the
teacher. The level of attentiveness of a coachee is directly proportional to the respect that a
student gives to the teacher. Though establishing respect is part of a coach’s responsibility, the
origin of the respect is always the coachee (Rathwell et al., 2012).

Murray et al., (2013) state that another responsibility of the coachee is to practise. Not only
should he/she be practising, but rather s/he should be doing guided practice. A guided practice is
superior to normal practice in the sense that it focuses on the weak areas of the student and
hence, allows him/her to learn more in a short period of time. The practice must remain
consistent in order to instill that skill well into the trainee.

Furthermore, only half of the practice lies in the act of practising. The other half involves selfcritical reflection of one’s skill. The aim of this responsibility to reflect is to reduce the burden
on the trainer. Once the student develops detached critical self-assessment they would aid the
trainee by improving the obvious flaws in one’s self-leaving the trainee of polishing the finer
details (Murray et al., 2013).

Another responsibility of the student is to focus. The focus should be of two types. The first is
focus in each individual lesson and the second is focuses in all lessons towards achieving a goal.
In the first type of focus the coachee must ensure that s/he focuses on one problem at a time.
This would ensure that the knowledge and skill that s/he has to take in do not overwhelm the
coachee. Furthermore, all of his/her lessons must be focused towards having the ability to
generate certain results that the trainee aims to generate.

The result of a focused learning should be judged by the accuracy with which the student can
solve problems that s/he is trained to solve. The more accurate they are in their assessment and
solution to the problem, the more focused was her/his learning, the higher the quality of training.
Peterson (2015) defines that another responsibility of the coachee is to stay self-managed. The
art of self-management lies in persistent and highly disciplined effort regardless of external
rewards or punishments. The self-management happens at two stages in the training. The first is
while the training is going on. This involves making sure that the current skills being mastered
are learnt properly. In the second stage the students follow through on what was taught to them
and keep learning new concepts regarding a skill long after the training has ended. Coachees
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who fulfill this responsibility ensure continuous growth of their skills throughout their career
(Peterson, 2015).

2.1.3. Defining the coaching relationship
Development of organization or individual is directly proportional to the effectiveness of
coaching methods. (Passmore, 2015). Models of coaching do not take into consideration the
enormous amount of varieties involved in organization that look forward to employ coaching as
a management development strategy. In order to design and keep alive adequate coaching
relationships, individuals and organizations must import variety in their coaching models.
Moreover, those models must be comprised of diversity rather than common and repeating
methods (Grant, 2014).

To ensure that the new inventions of coaching methods have produced positive outputs, we need
to dig deep and study the fundamental needs of individuals. On the other hand, where it is
elementary to understand the positive effects of coaching system, it is symmetrically crucial to
check the malfunctioning of that system. Examining the malfunctioning of coaching
relationships will reveal the queries that are rising and way out that how they can be buried.
Having a long lasting history, coaching methods were discussed by the great Greek Philosopher
Socrates who believed that individual can outshine if he works under a competent leader and
when he seriously gets to the point of his responsibilities. Furthermore, coaching has played
decisive role in Sports as well. But, unfortunately, a key factor of coaching as organization has
only been spotted in the last few decades, which should have been noticed long ago. Finally, a
well renowned academy ‘NHS’ which is famous for coaching and upgrading the Leadership
skills has taken a laudable step to make coaching techniques part of their research and course
(Passmore et al., 2013).

Coach and Coachee Working Relationship

Despite the fact that there has been broad exploration on advisor-customer connections, just few
studies have analyzed the relationship that is formed between the coach and the coachee amid
official coaching sessions. Initially, a review study by McGovern et al. (2001) reported that 84%
of coachees recognized the nature of the association with their coach as basic to the
accomplishment of coaching. However, as a result of the post facto outline and the descriptive
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way of the study, no factual connection could be built up between the relationship and the
success of official coaching. Second, a study by Dingman (2004) surveyed, by means of the
Internet, 92 coachees who had finished a coaching process (Bozer and Joo, 2015). The outcomes
demonstrated a positive and critical connection between the nature of the training relationship
and the coachee's self-viability. During this study, the nature of the coaching relationship was
conceptualized in three measurements: the coach's interpersonal aptitudes; the coach's relational
abilities; and the instrumental backing offered by the coach, which alludes to the capacity to
invigorate the coachee to think and feel in new ways. In our perspective, Dingman's
conceptualization eludes more to coaching abilities than to an assessment of the relationship set
up between the coach and the coachee (Garvey et al., 2014).

Friendly

Anybody with a career comprehends that friendship comes in two flavors: individual and
professional. Peer Coaches will tell many instructors may characterize their fear factor as a Peer
Coach who requests that they take a risk and may fail. Peer Coaches frequently discuss the
significance of utilizing emotional insight or relationship building abilities. If a coach is utilizing
these abilities, he or she comprehends that his or her partners must feel great in the relationship
in the event that they need the relationship to be beneficial. Tracy Watanabe, a Peer Coach from
Arizona, told imminent coaches that it "requires significant investment and energy to build such
relationships," she added, "yet it is the key in coaching" p. 64. Fruitful Peer Coaches from
around the globe have told that the very same thing: without affinity and a solid relationship,
coaches will not be successful (Passmore et al., 2013).

This dialog may continue for 20 to 30 minutes before they get to anything identified with
instructing or guiding. These coaches are trying out guaranteeing that their companions are
agreeable. Different coaches, who utilize the same system, report that their introductory
discussions with associates happen over treats, or lunch. Another key to building a friendly
relationship, effective Peer Coaches accept, is to make it clear to their learning accomplices that
they are genuine associates (Lai and McDowall, 2014). Coaches more than once say that when
they team up with another instructor, they endeavor to demonstrate they are equivalents who
need to work and learn together to enhance educating and learning. Peer Coaches demand that
building up their relationship as companions requires that they make a conscious association
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with their learning accomplices. Experienced Peer Coaches comprehend that one approach to
show appreciation to their associates is to learn from them.

Personalized

If coaches need to personalize their coaching, they must understand the fact that learning process
occurs between teacher and coach. This methodology changes a coach’s movements and makes
coaching something like an important and valuable element that leads to enhancing teaching
techniques. Coaches might see those compelling reasons will concentrate on others’ expert
needs; however, it is a scholarly ability that takes long time to develop. One powerful lifestyle to
personalize a relationship will be for that coach to figure out what support the teacher feels
he/she needs. Coaches after that need to concentrate on listening, not talking excessively awful
much, and verify to ask how they could help (Millar et al., 2013).

Manageable

Effective coaches remind their learning peers that they might recommend different
methodologies to achieve the teacher’s goals, and coaches are fast to remind associates that they
will support them during learning. Additionally, strong coaches make a measured approach for
enhancing learning that is dependent upon their evaluation of their peer’s ability and availability.
Grant (2014) states that in order to create management in learning situations coaches may
suggest learners to go slow and learn. Furthermore, there are several other elements or reasons
which contribute to success of coach and also in creating manageable workload (Grant, 2014).

Private

There will be no correspondence about coaching between coach and the school’s managers.
Managers often see coaches and their companions collaborating, and viable coaches routinely
brief those schools’ teachers on advancement in their coaching work. Management of great
coaching projects obliges this sort of communication; however, none of these endeavors at
communicating may be outlined to be a part of the process of assessing educators (Mallett,
2013).
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Supported

Viable coaches are mindful so as to monitor the amount of bolster they are accommodating their
companion with, since it is simple for a coach to cross the tipping point and remove obligation
regarding the learning from the associate. Technology coaches in one school area were in charge
of offering educators some assistance with using innovation and general instructional change.
(Knight, 2008).

Like Socrates and Einstein, successful Peer Coaches trust that the essential obligation regarding
learning lies on the shoulders of those learning. Guaranteeing that the learner is assuming
liability for learning is a key procedure coaches use to offer their companions some assistance
with developing the ability to enhance their instructing practices. As such, the coach's part is to
encourage learning. Rather than answering or addressing instructors' inquiries, coaches react
with inquiries intended to offer their associates to define methodologies, some assistance with
designing to answer their inquiries (Hannafey and Vitulano, 2013). The coaches' part is to utilize
request to question current practices and urge their learning accomplices to consider new
practices and methodologies. The coach might assume a dynamic part in offering the companion
some assistance with identifying answers to the difficulties they confront; in any case the
associate is settling on choices and picking a strategy.

In this sense, Peer Coaching is all that much like rock climbing. As one coach noted, "sooner or
later the individual figuring out how to climb must be free; so the teacher needs to construct the
climber's ability”. Instructors will not develop professionally; they will not have the ability to
enhance their specialty if their coach lets them know what do to (Law, 2013). Effective coaches
fabricate limit, not reliance.

To abstain from intersection the tipping point and taking responsibility for learning, successful
coaches talk about and build up the parts they will play with their companions and school
authority (Peterson, 2015). These same talks ought to offer the coach some assistance with
learning accomplice to characterize the parts and obligations they will expect as they work with
a coach.
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Expert vs. Trust

Numerous coaches who are simply beginning at last have an exceptionally basic inquiry: When
would they be able to advise teaming up instructors what to do? They are asking when the coach
ought to assume the part of trainer. While coaches would prefer not to be labeled with the mark
"trainer," they do sense a situation (Bozer et al., 2014). Numerous veteran coaches perceive there
might be numerous motivations to tackle the part of coach. They comprehend that their
prosperity requires that they have a demonstrated reputation of successful development working
in their surroundings. Peer Coaches comprehend that coach preparing offered them some
assistance with developing an assortment of new aptitudes and ability and that their associates
might anticipate that they will be the coach with the answers.

So when is the time fit for a coach to expect the part of coach and advise peers what to do and
how to do? Obviously, this is a genuine difficulty. Throughout the years, researcher asked
educators who work together with coaches to characterize a percentage of the qualities of an
effective coach (Good et al., 2013). Some of these traits include:
•

Is ready to fabricate trust with associates

•

Builds on what an instructor needs

•

Communicates well and listens to educators

•

Is adaptable

•

Provides a protected, hazard taking environment and is non-threatening, non-judgmental,
and tolerating

•

Is perceived by staff as a solid/remarkable instructor

How Coaches perform their roles

Coaches who need to make connections in view of admiration and trust must comprehend that
the parts they play as a coach are vital, however, how they mentor or coach coachees is more
critical. In discussions about when it is suitable for a coach to advise an associate what to think
and do, experienced Peer Coaches offer us a few bits of knowledge into how successful coaches
practise their skills. Since compelling coaches perceive that advising peers what to think and do
breaks the relationship of trust the coaches are attempting to construct, they are extremely
particular about when they tell peers what they think. Paul Shanahan cautioned that before he
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advocates any thought, he weighs where he is in the association with a teaming up educator
(Pope et al., 2014).

Coaching cannot succeed without trusting, deferential relationship between the coach and the
teaming up instructor. Trust is not a precondition for a coach to start working together with an
educator. It is similarly fortunate that coaches do not need an inalienable Zen-like
comprehension of how to assemble trust (Mayer et al., 2013). Coach training can offer a coach
some assistance with developing a comprehension of how to build up trust and regard. Working
together with other experienced coaches can offer a coach some assistance with developing a
considerably quicker valuation for how his or her conduct can fabricate the sort of relationship
key to effective instructing. Indeed, even the best coaches understand that coaching background
is vital to offer them some assistance with developing trust and regard after some time. As a
coach who was in his first year of coaching noted, "I have figured out how to venture back and
to make an effort not to force my thoughts. I have figured out how to improve as an audience." A
second coach answered to program evaluators, "I understand the significance of being a decent
audience and discovering what another person's needs are. I have likewise discovered that I
cannot constrain somebody to accomplish something". Peer coaching is an effective learning
approach just when coaches are fruitful in making trusting associations with companions. (Scott
et al., 2012).

Being a viable coachee

Individuals being guided also have an imperative part to play in setting up a positive coaching
relationship. They should: partake in the identification of suitable subjects for guiding; mutually
set sensible performance targets and imaginative strategies for accomplishing them; assume
liability for their own advancement; attempt far reaching arrangements before training gatherings
to boost the improvement procedure; be open and direct talk with coaches; and acknowledge
valuable input on expertise procurement and improvement progress (Rapp et al., 2016).

Advantages to coachees

They can pick up a tremendous sum from a powerful coaching relationship. It not just enhances
their performance and their powerful utilization of aptitudes and capacities; however, it can
likewise build work fulfillment and inspiration. Nonetheless, this relationship is not one-sided
62

and has focal points for both sides (Wageman, 2014). There are numerous points of interest of a
successful coaching relationship for the coaches, for example, enhanced correspondence,
expanded staff contribution, more compelling appointment and groups, and larger amounts of
accomplishment.

Limits in coaching

In the underlying phases of the guiding relationship it is basic that the coach and the coachee set
up limits. This requires the coach and coachee to cooperate to decide precisely what the coaching
relationship is and what the targets are. Research directed by Kenton and Moody (2001) found
that there was a blended reaction when asking whether coaches saw a qualification between
tutoring, advising and training. A few coaches were clear when indicating to their customer
(coachee) this was not to be an advising relationship, as they did not have the pertinent aptitudes
or experience. However, different coaches expressed that they would permit the talk and
relationship to be coordinated by the coachee. It is clear that before a coaching relationship starts
the mentor and the coachee must build up precisely what is normal and characterize the limits of
the relationship (Peterson, 2015).

Stages of coaching

The procedure of coaching incorporates four particular stages. Firstly, the coach and coachee
must build up some type of agreement. Also, activity arrangement should be detailed so as to
guarantee that the coachee is meeting their destinations. Thirdly, live activity where the coach
and coachee start the coaching process and lastly, questioning, whereby the coach and coachee
show performance and assess adequacy (Rathwell et al., 2012).

The training structure

A coaching structure has been created that shows how the coach and coachee cooperate all
through the coaching process, investigating errands as well as demeanors and practices. The
utilization of a structure gives a reasonable bearing to the training relationship and the different
errands and targets, which should be accomplished at each particular stage.
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The coaching structure

A structure has been created which assist in clarifying different components of the training
process and coaching relationship. The model is principally nondirective, whereby the coachee
can possibly accomplish increasingly and assumes liability for their behavior. It gives the mentor
and coachee a toolbox and structure that can be connected to any individual training relationship
(Scott et al., 2012). The structure can be found in the full report. The stages, structure and system
give the mentor and the coachee bearing to guarantee that the instructing relationship is both
viable and proficient. Guaranteeing that the coaching relationship depends on successful
correspondence and duty will help the two gatherings to comprehend the key targets of the
relationship. It is critical to comprehend the requirements of both people in the training
relationship before it starts. Besides, three sorts of social needs that ought to be noted and
attended to in order to guarantee that the guiding relationships are compelling (Peterson, 2015).

2.2. Beneficial Coaching
Coaching process includes four basic phases, i.e., objectives, preparation, instruction and
evaluation. All of these phases get covered into three categories, i.e., pre-coaching, coaching
and post-coaching.

Before making coaching plan, pre-coaching conference is essential in order to overview the
strengths and weaknesses of the projects. Need identification is also an imperative step of precoaching stage, which enables coaches to design an effective coaching plan. An effective precoaching conference ensures effective coaching delivery to the learners (Hawkins, 2014).

Effective pre-coaching conference includes the examination of broad advantages of guiding for
associations and individuals. Some of the elements portray those advantages to coachees and it
includes:
•

Expanded self-regard

•

Diminished anxiety

•

Enhanced working environment correspondence

•

Work life parity
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•

Expanded employment fulfillment

•

Career development

•

Enhanced administration abilities

•

Expanded passionate insight

•

Expanded inspiration

•

Clarity and core interest

•

Behavior change

Coaching gives the coachee access to non-judgmental support in thinking about basic issues and
investigating the complexities, which directors of contemporary associations need to manage.
Access to such impartial support is not frequently accessible inside of associations. Supervisors
do not as a matter of course get transparent criticism from associates and subordinates and
instructing gives the mirror administrators need to comprehend the effect they have on others
and how their activities and practices are seen by others inside of the association (De Haan and
Duckworth, 2013). The coach is in the position of having the capacity to pose the questions
nobody else in the association would; essentially the coach has the valor to inquire. Through the
instructing process the coachee expands mindfulness and enhances their correspondence with
others.

Information regarding coaches and employees is critical and essential. Engaging workers in the
arrangement's creation guarantees that they comprehend their own obligations, the desires one
has for their advancement, and the quality they put on their change. Moreover, workers will
know the action steps one will make and can keep them on track, while guaranteeing they meet
their instructing duties (Mone and London, 2014).

Before starting coaching process for the employees, managers conduct general post-observation
test through which they identify need of coaching. Coaching is a noteworthy obligation
regarding each coach, and for some individuals, it can be a noteworthy test. Administrators
should have the capacity to keep up their performance standards, however, be sure individuals
are taking after arrangements and techniques, and individual and group focuses—through other
individuals (Rich, 2015). General observation test for coaching includes classroom test in which
coaches visit classrooms and observe teacher’s behavior and attitude in the class. Moreover, they
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also analyze teacher’s skills and abilities, which help them in deciding the need of coaching
(Garvey et al., 2014).

Coach the Root Cause, Not the End Result

To boost coaching endeavors, attempt to focus time on the underlying cause of an aptitude
shortcoming. For instance, a worker with poor communication abilities has a hidden
shortcoming, for example, an absence of learning element—that is not being tended to. If one
comprehends why a representative strives in a specific range, one can better enhance the
aptitude.

The ultimate Measure of Coaching Success

A training arrangement benefits the administrator and representative in two ways. To start with,
it lays out steps to arrive at predictable instructing endeavors over an improvement cycle,
guaranteeing relentless development rather than coaching in "spurts." Second, it centers one’s
endeavors on maybe a couple aptitudes and guarantees arrangement between their
representative's advancement area and coaching endeavors (Passmore et al., 2013).

Coaching Plan

Coaching plans fill two needs: they make an establishment for predictable coaching endeavors
over the advancement cycle, and they guarantee that the manager’s training exercises are
supporting their representatives' improvement objectives. To that end, the coaching plan
diagrams the obligations of both the representative and the coach. Worker obligations, for
example, exercises and achievement measures— are by and large pulled from their improvement
arrangements to guarantee focused-on advancement. The supervisor's obligations focus on the
specific instructing exercises he or she will perform throughout the coaching plan and
developments guarantee coaching commitments are being met. The achievement of an
instructing arrangement is eventually chosen by the worker's development
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Feedback

This stage includes the coach checking on all important information with the official
(evaluations instruments, 360° reviews and meetings) and after that working with the official and
his/her partner to make a formative activity arrangement, which influences qualities and reflects
the official's formative opportunities.

The criticism of the information from the appraisal might require more than one session in
between mentor and officials as there might be a lot of data contained in the input and the
official ought to be given adequate time to assimilate and reflect upon any astonishment
contained in that. All together for the criticism to be useful, the coach ought to:
•

Focus on the particular and the behavioral, as opposed to the general and judgmental.

•

Avoid drawing deductions about individuals' emotions.

•

Concentrate on the future, as opposed to reiterating the past.

•

Include a "conduct + impact".

•

Provide understanding into positive and additionally negative practices.

Since the underlying objectives and standard procedures for the coaching have been set, and the
mentor has had the chance to get comfortable with various parts of the official's conduct from the
evaluation comes about, a formative activity arrangement can be made to control the instructing
process. This composed report ought to outline the discoveries of the evaluation and oral
criticism, and additionally re-affirm or change the formative objectives recognized amid the
forthright contracting. Individuals who record their performance objectives will probably follow
up on them. It might bode well to return to these objectives right now in light of the evaluation
results to check whether new ones ought to be included or if existing ones should be reorganized (Feldman &Lankau, 2005).

The improvement arrangement ought to contain 2 or 3 short-term, significant things to help the
official in meeting their formative objectives. These activity steps ought to be unmistakable and
achievable in the short-run. This arrangement will direct the coaching over the task and be
utilized to track progress. Long-haul advancement steps past the instructing time can be outlined
over here for further refinement later. This can serve as readiness for future parts and help the
customer to abstain from falling away from the faith once the task has finished.
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Best Practices
Some best practices for the official around making and utilizing the formative activity
arrangement include:
•

A maximum of 3 key formative objectives.

•

Tying guiding objectives to coveted business results, as opposed to simply the conduct to
be changed. For instance, "enhance individual profitability and resolve, and fortify
authoritative ability by assigning power as opposed to simply undertakings", rather than
"Be less active, appoint more".

•

Identifying 3 to 6 certain exercises, with due dates, for every objective.

•

Practising achieving formative objectives outside of work.

•

Enlisting a trusted partner to offer the official some assistance with remembering to
coach the formative exercises.

•

Making a propensity for requesting criticism from mentors, associates and reports.

•

Working on a movement consistently, regardless of the fact that it is for only 5 or 10
minutes.

•

Celebrating achievements, even minor ones.

The routinely planned formative sessions make up the Coaching phase of the procedure. These
gatherings between mentor and official regularly happen 1 to 3 times each month through the
span of 3 to 12 months, contingent upon the way of the task. These sessions ought to be
prevalently direct and critical. However, contingent upon timetables and area, supplementary
correspondences by telephone and email might likewise happen. The coaching technique and
communications that happen will obviously differ by every circumstance, the style and
rationalities of the mentor and the science between the mentor and official (Spence & Grant,
2007). In spite of these varieties, the accompanying are a few subjects that can be tended to amid
these sessions:
•

Ideas for development - checking on evaluation input, examination of past fruitful or
unsuccessful endeavors for development and giving support to investigating new
practices.

•

Role-playing - rehearsing and exploring different avenues regarding conceivable
reactions to expected circumstances to clean abilities and construct comfort with new
practices.
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•

Solving issues - animating inventive critical thinking examining addresses and banding
together in conceptualizing answers for genuine work challenges.

•

Visioning - helping the official imagine what effective conduct resembles.

•

Strategies for identifying so as to build support - expanding odds of accomplishment
methods for enrolling support from partners with respect to wanted change and
proceeded with criticism as new practices are put into practice.

Some certain questions, which coaches ask during feedback stage includes
•

Is it expressive, as opposed to evaluative

•

Is it particular, as opposed to general

•

Is it focuses on conduct, as opposed to on the individual

•

Is it coordinated towards conduct that the beneficiary can take care of

•

Does it emphasize sharing data, as opposed to giving suggestions

•

Does it comes in sums that the beneficiary can utilize, as opposed to everything that
could be said

•

Is it checked to safeguard clear correspondence

Sharing and guiding stage includes generating results from feedback, which help coaches or
teachers in understanding the strengths and weaknesses of the coaching process. Moreover, it
also reveals improvement chances in the coaching technique.

Very last stage of coaching procedure is closure and evaluation. In this stage, the official, the
mentor and HR (Human resources) meet with the mentors to assess formative achievements
against settled upon goals. Despite the fact that the substance of the coaching sessions ought to
be kept classified, the formative activity plan and key advancement ought to be talked about. A
compelling way to deal with closing the guiding engagement verifies that the official will hold
the backing from the association to support the positive energy of the coaching and gives
significant estimation of the accomplishment of the coaching against recognized objectives.

Different steps in concluding procedure might include:
•

A meeting between mentor and official management to survey the project. This question
ought to incorporate the talk about how adequately objectives were accomplished, what
the official is presently doing any other way and the business sways from these
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progressions. Once more, having very much archived coaching objectives at the onset of
the coaching gives a decent establishment to the last coaching dialogs. This is especially
profitable if "scope creep" results through the span of the coaching.
•

A dialog and composed arrangement for managing study gains up. This ought to
concentrate on what activities the official will be taking after the coaching closures to
guarantee that he/she proceeds new practices and might incorporate distinguishing
activity ventures to keep fabricating certain aptitudes and selecting projects to go to or
activities in which he/she ought to take an interest.

•

Completing and giving assessment of the engagement to the mentor and/or instructing
organization agent.

•

Follow-up discussion between official and mentor. Three months after finishing the
project, the mentor and official ought to examine the official's status, questions,
recommended next steps, etc.

2.3. Peer Coaching for Language Teachers
We understand that learning any language accrues more effectively when the learner is highly
motivated whether instrumentally or integrally to master a second or foreign language; on the
other hand, the language

teacher plays an important role in learning languages. Hence,

s/he

needs to know how to activate, motivate and energize the students to learn for better or
maximum results. It has a paramount role in language education, as it is in any type of learning
setting and topic. This is one of the many factors in language teaching and learning and all
teachers should have abilities to cope with challenges, troubles and complications such as
discipline, motivation, classroom management, etc. Novice teachers, who have limited preservice preparation for working with language learners, struggle to cope with these difficulties.
Various researchers (Goker, 2006, Vacilotto & Cummings, 2007) confirm that peer coaching in
case of language teachers, in particular, in case of English as a foreign language teachers is
basically similar to peer coaching in other subjects. However, in case of language teaching the
complexity of the subject must be taken into account. Coaching will naturally focus on the
specificities of English as a foreign language teaching and learning, both on its linguistic and
methodological aspects, on the levels of teaching /learning, etc.
Major researches in this respect proved that exploratory, self-critical and reflective aspects of
peer coaching work with efficiency here as well, moreover, peer observation enhances language
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teaching practices of observers as it enables to gain much from getting acquainted with
individual teaching practices, teaching methods, language teaching materials. Language teachers
thus start reflecting about their teaching and may restructure it for learners’ benefit. Thus, peer
coaching increases self-efficacy of both coaches and coachees. Coaches’ mission in case of
language teaching is to construct the dialogue between him/her and the coachee so that it touches
upon language issues which are of relevance in a particular language classroom, for example,
whether to use learners’ native tongue in it and with what purposes, how to avoid discriminatory
language usage, how to take into account governmental language policy during teaching process,
etc. (Goker, 2006, Vacilotto & Cummings, 2007).

2.4. Conclusion to chapter II
The goal of chapter two was, based on the literature analysis, to work out a model for effective
peer coaching model. There are three main stages of Peer coaching and these are:
•

Pre-coaching

•

Coaching

•

Post-coaching

I. Pre-coaching stage
1. Pre-coaching conference: Pre coaching conference must be held before starting the
application of peer coaching, with the participation of all participants, coaches, coaches and
school administrators.
2. Understanding of peer coaching: All participants must have perfect understanding of
principles of peer coaching method.
3. Commitment/ Willingness: Both coaches and coachees must be willing to participate in peer
coaching.
4. Choosing 'Directory Group': There should be a group of people in charge of the correct
application of peer coaching.
5. Identification of school goals: School goals must be identified before starting PC, to plan and
apply it accordingly.
6. Determination of teacher's needs: It must be identified what teachers need and what their
weaknesses are, to plan the PC accordingly.
7. Identification of students' needs: Needs of students must also be identified before planning
the PC process.
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8. Identification of materials/resources: All materials and resources must be identified to
complete the PC process with success.
9. Determination of required skills: With the help of pre-identified needs of teachers, which
specific skills are required must be determined.
10. Theoretical support for teacher (if needed): Theoretical background of teachers must be
supported if necessary.
11. Making coaching plan: With the all data that gathered, applicable plan for peer coaching
must be done, by the directory group being in charge.
12. Administrative permissions / Finding funds: All necessary permissions must be taken
from administration and necessary funding must be found.

II. Coaching stage
1. Planning of activities/ projects: Before starting teaching process, all activities that will be
used during the teaching process must be planned by coaches and coachees.
2. Sharing materials/ plans: All materials and lesson plans that will be used must be shared.
3. Teaching/ implementing activities: Coaches and coachees must attend each other’s lesson as
planned.
4. Observation: Coaches and coachees must observe the lessons they attend very carefully and
note down every important moment. This process of observation is the most effective form of
formative assessment.
5. Feedback: After each lesson, coaches and coachees must have a feedback session and discuss
the weaknesses and strengths in their teaching performances.
6. Non-judgment: The relation between coachers and coachees must be judgment-free, based on
advice.
7. Creating friendly environment: Respectful and friendly environment must be created
between coaches and coachees to benefit from peer coaching process well. It is important for
coaches to recognize they are peers, not experts.
8. Support: The coaches must support their coachees to facilitate their learning.
9. Trusting: Coaches and coachees must build trust for a healthy coaching process.
10. Re-planning (if necessary): During the coaching stage, if coaches and coachees face some
drawbacks, they should consider re-planning.
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III. Post-coaching stage
1. Post-coaching conference: After completing coaching stage, a conference must be held by
the directory group with all participants.
2. Reflection: All participants must express their experience with peer coaching and share the
positive and negative effects.
3. Assessing outcomes for school: School needs that were identified prior to coaching must be
assessed whether they were met or not.
4. Assessing outcomes for students: Students’ needs that were identified prior to coaching must
be assessed if they were met or not.
5. Assessing outcomes for teachers: Teachers’ needs that were identified prior to coaching
must be assessed if they were met or not.
6. Finding obstacles, problems: All problems and obstacles that were come across during the
coaching process must be identified and taken into consideration in future coaching applications.
7. Recognition: Participants of peer coaching, coaches and coachees, must be awarded
somehow.
8. Re-start (if not successful): If the correct application of coaching method could not be
carried out, the process must start again from the 1st stage, pre-coaching stage.
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Figure 2.1. Peer coaching model, Pre-Coaching stage
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Figure 2.2. Peer coaching model, Coaching stage
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Figure 2.3. Peer coaching model, Post-Coaching stage
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CHAPTER THREE: THE ANALYSIS OF THE STUDY DEALING WITH
THE EFFECTIVENESS OF PEER COACHING FOR ENGLISH
LANGUAGE NOVICE TEACHERS

The study involves several researches:
•

Survey concerning the effectiveness of traditional teacher development techniques

•

Survey concerning the need for peer coaching method

•

Experiment on peer coaching method (experiment itself, with pre-coaching – coaching –
post-coaching stages, also with questionnaires - all paper based - measuring the
effectiveness of English Language novice teachers before and after the experiment)

The first research was necessary in order to decide if the traditional teacher training methods, i.e.
workshops or seminars, are effective or not. The second research was necessary to show that
novice teachers are in need of peer coaching method. Thus, these studies lead me to the main
one, which had to test the hypothesis of the dissertation.

3.1. Survey concerning the effectiveness of traditional teacher training methods
3.1.1. Problem, goal, participants and method

Traditional teacher training methods, i.e. workshops, seminars and conferences, are very popular
around the world. But as shown in 1.1.2., different researches demonstrate them as inadequate.
The goal of the research is to find out if these methods are effective or not for teachers in Feza
educational institutions.

The research questions for this survey were:
1. Are traditional teacher training methods popular?
2. Are they altering the teaching performance of teachers?

The survey was done in Feza educational institutions in Samsun, Turkey. Forty-two male and
female teachers took part in this survey. They were informed about the goals and purposes of the
survey and they volunteered to participate. In this and other surveys the respondents were
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informed that the results would be anonymous, would be used for research purposes only and
would not harm them in any way. Thus, confidentiality was observed.
The questions in the survey were to determine the popularity and the effectiveness of the
traditional teacher training methods. Questions were explained to the participant teachers. In the
table below, if not all teachers answered the question, the percentage of those who did is given.
Average results have been rounded to decimals. To some teachers, the questionnaire was given
in Turkish to be sure they understood it well.

Table 3.1. Result of survey concerning the effectiveness of traditional teacher training
methods

Questions

Answers
Never
1 – 3 times

1. How often have you ever

4 – 6 times

attended teaching
workshops/seminars/conferences?

7 – 9 times

10 or more times

None

Slight

2. What effect do you think they

Moderate

had on your teaching?
Considerably

Substantial

None
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Answers of the teachers in
percents
10%
25%

20%

30%

15%

20%

45%

30%

5%

0%

20%

3. Have they given many

Slight

different ideas and methods to
use?

Moderate

Considerably

Substantial

None

Slight

30%

35%

15%

0%

10%

15%

4. Did you have difficulties in
applying what you have learned

Moderate

in workshops/seminars/
conferences?

Considerably

Substantial

No

Slightly
5. After these
workshops/seminars/
conferences, have you changed

Moderately

25%

30%

20%

30%

50%

20%

your ineffective classroom
behaviors?

Considerably

Substantially

are waste of time

should be more practical

0%

0%

25%

45%

6. I think workshops/seminars/
conferences

are necessary

should be organized more
often
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15%

0%

I have no idea

20%

3.1.2. Results and discussion
We can see from the results that among the teachers in Feza educational institutions, traditional
teacher training methods are popular. More than half of the participant teachers had attended at
least five teacher-training programs before the survey. Only ten percent of the teachers did not
attend any training programs. Twenty percent of the participant teachers think that these
programs had no effect on their teaching performance. Forty five percent think that the effect
was very little where the other thirty percent think that it was at a normal level. Fifty percent of
the participants think that these programs gave them different ideas and techniques to use, but
seventy five percent of the participants think that they had difficulties about applying what they
have learned. This shows that teachers can get new ideas and techniques in the traditional
training programs but they face great challenges applying them in the classroom setting. Thirty
percent of the participant teachers think that traditional methods changed none of their
ineffective classroom behaviors. Forty five percent of the participants think that traditional
methods are not effective enough as they should be more practical.

3.1.3. Conclusion
However limited in the number of respondents and geography, the research reveals results
analogous to other researches, thus, can be viewed as trustworthy enough.

Traditional teacher training methods, i.e. seminars, workshops, conferences etc., are somehow
popular among teachers in Feza educational institutions but teachers are not satisfied with the
result of these methods. Teachers think they can learn new techniques and ideas from those
programs but while applying these techniques in the classroom, they suffer from the lack of
support. That is why they are in need of some other methods.

3.2. Survey concerning the problems of novice teachers and their needs for peer coaching
method
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3.2.1. Problem, goal, participants and method
In Feza educational institutions, at the time of this survey, there were about one hundred and ten
teachers. Twenty-five of them had less than two years experience in teaching. Feza educational
institutions organize workshops for their teachers at least once a year. School spends lots of
money for those seminars and workshops. But as shown in the survey above, teachers think that
these workshops and seminars are not effective enough for them to alter their teaching
performances.

As I believe, peer-coaching method can help teachers in Feza educational institutions to identify
their goals to achieve in the classroom and improve their performance in working towards those
goals. Thus I decided to find out the problems of novice teachers in Feza educational institutions
and if they need peer-coaching technique or not.

The goal of this questionnaire was to find out the problems of novice teachers in Feza
educational institutions and their need of peer coaching method.

The research question for this survey was:
1. Are the beginning (novice) teachers ready to deal with the challenges of teaching
themselves?
2. Given some practical support, can novice teachers lower their ineffectiveness in the
classroom?

The survey was done in Feza educational institutions in Samsun, Turkey. Twenty-five male and
female novice teachers took part in this survey. On the time of this survey, the participant
teachers had less than two years’ experience in teaching. They were informed about the goals
and purposes of the survey and they volunteered to participate. To some teachers, the
questionnaire was given in Turkish to be sure they understood it well. In the table below, if not
all teachers answered the question, the percentage of those who did is given. Average results
have been rounded to decimals.
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Table 3.2. Result of survey concerning the need for peer coaching method

Questions

1. What is your current
academic degree?

2. This is my _____ year in

Answers

Number of teachers who
answered questions

BA

19

MA (Student)

6

MA

0

First

15

Second

10

teaching.

put too much emphasis on the
theory and philosophy

14

put too much emphasis on
3. Do you feel that your
university education

handling the practical

1

challenges of teaching
struck the right balance
between the two

7

Do not know

3

Very prepared

2

Somewhat prepared

13

Somewhat unprepared

9

Very unprepared

0

No idea

1

Strongly agree

3

Somewhat agree

12

4. Overall, looking back, would
you say you were prepared or
unprepared for these year(s) of
teaching?

5. Most days I feel really
confident that my students are
learning and responding to my

82

teaching

6.Rate the support you are

Somewhat disagree

10

Strongly disagree

0

No idea

0

Excellent

0

Good

6

Fair

8

Poor

11

No idea

0

Excellent

0

Good

8

Fair

8

Poor

8

No idea

1

Excellent

0

Good

11

Fair

9

Poor

5

No idea

0

getting from other teachers or
school administration in creating
strong lesson plans and teaching
techniques

7. Rate the support you are
getting from other teachers or
school administration in handling
students who are disruptive or
unmotivated

8. Rate the support you are
getting from other teachers or
school administration in working
and communicating with parents
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Excellent

0

Good

6

Fair

6

Poor

12

No idea

0

9. Rate the support you are
getting from other teachers or
school administration in working
with special needs students

My students are lucky to have
me
10. Which of the following two
statements comes closer to your
own view?

10

My students are paying a
heavy price because of my

13

lack of experience
Do not know

2

Yes

15

No

4

Sometimes

6

11. I noticed some of my
ineffective classroom behaviors
and I discussed them with my
colleagues

Slight

12. If your answer to

Moderate

question 11 is ‘yes’ or
‘sometimes’, how did it

Considerably

help you to lower the
ineffective classroom

Substantial

behaviors?
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3

13

4

1

3.2.2. Results and discussion
As shown in table 3.2 above, about sixty percent of novice teachers think that university
education put too much emphasis on the theory and philosophy, whereas about thirty percent
think it struck the right balance between theory and practice. Only one teacher thinks that
university education puts too much emphasis on handling the practical challenges of teaching.
About forty percent of participant teachers think that they were somewhat unprepared for
teaching. This shows that novice teachers are in great need for classroom practices.

The survey also shows that novice teachers get not enough support from their colleagues or
school administration. Forty five percent of the participant teachers rated the support that they
got from other teachers or school administration in creating strong lesson plans and teaching
techniques as ‘poor’. Forty percent of the participants rated the support they got from other
teachers or school administration in working with special needs students as ‘poor’.

3.2.3. Conclusion
As the questionnaire was applied to one group of novice teachers from Feza educational
institutions in Samsun, Turkey, it only shows the tendency, but cannot describe the situation on a
wide scale. What this research shows is that the novice teachers in Feza educational institutions
are in need of support in their classroom practices and the correct application of peer coaching
method can help them.

3.3. Experimental Study of Peer Coaching Method

3.3.1. Goals, problem and research questions

The goal of the experimental study was to find out effectiveness of peer coaching method on the
classroom practices of English language novice teachers. Correspondingly, three research
questions were asked:

1. Does the peer coaching method sustain the development of teaching skills among novice
teachers?
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2. Does English language novice teachers’ peer coaching positively affect their classroom
performances?
3. Does the peer coaching method for English language novice teachers alter the students’
success in the English language?

3.3.2. Setting and participants
The setting for this study was Feza Educational Institutions in Samsun, Turkey. The experiment
took place in 2 different schools, Feza College and Feza Berk College. At the time of this study,
schools had racially and economically diverse students population of approximately 1000 in
grades five through twelve. The schools had about one hundred and ten actively working
teachers and supporting staff.

The participants for this study were 16 English teachers from Feza educational institutions in
Samsun, Turkey. Eight of them were coaches (mentors) and other eight were coachees. Coachees
were novice (beginning) teachers who had less than two years experiences in English language
teaching (ELT). Five of the coachees had seven months’ experience and the other three had
about one and a half year’s experience. Four of them were males and other four were females
and the ages were between 22 and 24. The coaches (mentors) had more than 8 years’ experience
in English language teaching. Two of them had MA degree in ELT, one had CELTA (Certificate
in Teaching English to Speakers of Other Languages) certificate and one had DELTA (Diploma
in Teaching English to Speakers of Other Languages) diploma. All sixteen participant teachers
volunteered to participate in the study.

3.3.3. Method of the study
To answer the first and second questions, a questionnaire, that helped me gain a better
understanding of the kinds of things that create difficulties for teachers in their school activities,
was used. It is Teachers’ Sense of Efficacy Scale (TSES) by Tschannen-Moran & Woolfolk
Hoy, 2001. Three moderately correlated factors have been consistently found in the TSES. These
are teachers' efficacy in: Student Engagement, Instructional Practices, and Classroom
Management. The questionnaire was held before and after the experiment to see if there is any
change in teachers’ effectiveness. It comprised 24 questions to understand the problems of
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teachers in school activities. The questions were asked in Likert scale format, 1 (nothing) to 9 (a
great deal).

To measure the effectiveness of the teachers from students’ perspective, another questionnaire
was applied to 40 students from different classes in the same schools where peer coaching
occurred. It is TEBS (Teacher evaluation by students survey) survey. Students were asked to
apply the questionnaire before and after the study to see if there was any change in their teachers.
The questionnaire comprised 15 questions and was asked in Likert scale format, 1 (nothing) to 9
(a great deal).

After the experiment, coaches, coachees, and some members of the administration were
interviewed to have a better understanding of the effect of peer coaching method applied in Feza
educational institutions in Samsun, Turkey. Two to seven questions were asked to participants to
share their experiences with peer coaching method.

To answer the third question, the students were tested for their English language skills.
Experiment group and control group were created from 16 students in each group. All 32
students were from 5th grades and were chosen randomly. Students in experiment group were
from classes where peer-coaching study was applied. To provide reliability of the results, the
tests used in both groups were the same. Both groups were tested at the same time, before and
after the experiment. The test was English level assessment test by Macmillan. At the end of the
study, the average results in both groups were compared, to see, whether the experimental group
did better than the control group.

3.3.3.1. Pre-coaching stage
The pre-coaching conference was held with all participant teachers: coaches and coachees. One
member from school administration was also present at the conference. The purposes and the
principles of peer coaching were explained.

The “Teachers’ Sense of Efficacy Scale” was applied with the novice teachers (coachees) after
the Pre-coaching conference. And a TEBS survey about their teachers’ classroom activities was
applied with 40 students from different grades.
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Directory group of two people (head of ELT department of Feza educational institutions and the
researcher ) were chosen to plan, manage and coordinate the process. This group was in charge
of successful implementation of peer coaching.

Novice teachers were given some materials to improve their theoretical knowledge on teaching.
Coaches and directory group decided what materials to be given. All materials were from TKT
(Teaching Knowledge Test, by Cambridge English Language Assessment) resources and they
were provided by school administration.

Coaches and coachees chose their partners in this stage. They were all willing to take part in this
study. They made their plans about the date and time of the lessons during which they will be
together. Coaches and coachees had a small chat about their teaching practices.

The directory group and school administrators chose the experimental group and control group
of students and they were tested before the study.

School goals were told to participants by a school administration and the directory group. They
told them about their expectations from teachers and students in English language teaching and
learning as well.
3.3.3.2. Coaching stage
The study was conducted in March, April, May and June 2015, during 12 weeks – 53 school
days. The administrative permissions were taken and the study was fully supported by the school
administration and the staff. Each group (a coach and a coachee) had about 18 classes (40
minutes each). The coachees were teaching and the coaches were observing and vice versa. After
each lesson, they were having a feedback session of about five minutes. They were discussing
the weaknesses and appreciating the strengths they observed. They were talking about the
possible solutions if they observed some ineffective behaviors. They were doing this in-group
and/or between groups sometimes. The total number of the lessons was 147 with 24 different
classes and 437 different students from grades five to eleven.
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Figure 3.1. Peer relation in groups and between groups
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3.3.3.3. Post-coaching stage
The post coaching conference was conducted with all participant teachers and some members of
the administration. With the novice teachers (coachees) was applied the “Teachers’ Sense of
Efficacy Scale” after the Post-coaching conference. With 40 students (the same ones that were
tested before the experiment) was applied TEBS survey about their teachers’ classroom
activities. Coaches, coachees, and some members of the administration were interviewed for
their experiences with Peer coaching method. The experiment and control group of students were
tested. Coaches and coachees were awarded with certificates of participation, after having a final
day dinner together, organized by the directory group and school administration.

3.3.4. Results And Discussions
3.3.4.1. Questionnaire results
Table 3.3 below shows the results of the “Teachers’ Sense of Efficacy Scale” applied to
coachees before and after the experiment.
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Table 3.3. Mean Results of Pre-Experiment and Post-Experiment of Teachers’ Sense of
Efficacy Scale

Questions

Pre-

Post-

Experiment

Experiment

Means

Means

4,75

5,63

+ 0,88

4,13

5,25

+ 1,13

5,25

6,13

+ 0,88

4,50

5,50

+ 1,00

4,13

5,38

+ 1,25

4,38

5,50

+ 1,13

4,38

5,50

+ 1,13

4,13

5,25

+ 1,13

4,25

5,38

+ 1,13

4,50

5,38

+ 0,88

Difference

How much can you do to

1

get through to the most
difficult students?
How much can you do to

2

help your students think
critically?
How much can you do to

3

control disruptive behavior
in the classroom?
How much can you do to
motivate students who

4

show low interest in school
work?
To what extent can you
make your expectations

5

clear about student
behavior?
How much can you do to

6

get students to believe they
can do well in school work?
How well can you respond

7

to difficult questions from
your students ?
How well can you establish

8

routines to keep activities
running smoothly?
How much can you do to

9

help your students’ value
learning?
How much can you gauge

10

student comprehension of
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what you have taught?
To what extent can you

11

craft good questions for

4,50

5,13

+ 0,63

4,00

4,63

+ 0,63

4,50

5,63

+ 1,13

4,00

5,00

+ 1,00

4,13

5,50

+ 1,38

4,00

4,75

+ 0,75

3,88

5,25

+ 1,38

4,25

5,50

+ 1,25

4,38

5,63

+ 1,25

4,13

5,50

+ 1,38

4,13

5,50

+ 1,38

your students?
How much can you do to

12

foster student creativity?
How much can you do to

13

get children to follow
classroom rules?
How much can you do to

14

improve the understanding
of a student who is failing?
How much can you do to

15

calm down a student who is
disruptive or noisy?
How well can you establish
a classroom management

16

system with each group of
students?
How much can you do to
adjust your lessons to the

17

proper level for individual
students?
How much can you use a

18

variety of assessment
strategies?
How well can you keep a

19

few problem students form
ruining an entire lesson?
To what extent can you
provide an alternative

20

explanation or example
when students are
confused?
How well can you respond

21

to defiant students?
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How much can you assist

22

families in helping their

4,38

5,13

+ 0,75

4,50

5,75

+ 1,25

4,00

5,13

+ 1,13

4,29

5,37

+ 1,08

children do well in school?
How well can you
implement alternative

23

strategies in your
classroom?
How well can you provide

24

appropriate challenges for
very capable students?

AVERAGE

It can be deduced from the table above that the effectiveness of the novice teachers increased
after the application of peer coaching method. The survey results support the hypothesis.

Fives and M. Buehl (2010) examined the factor structure of the Teachers’Sense of Efficacy
Scale (TSES;Tschannen-Moran & Woolfolk-Hoy, 2001) for practicing teachers (n = 102). They
found the 3-factor structure—efficacy for classroom management, efficacy for instructional
practices, and efficacy for student engagement—to beappropriate for practicing teachers. To
determine the Efficacy in Student Engagement, Efficacy in Instructional Practices, and Efficacy
in Classroom Management subscale scores, one must look at these questions as follows:

Efficacy in Student Engagement: Questions 1, 2, 4, 6, 9, 12, 14, 22
Efficacy in Instructional Strategies: Questions 7, 10, 11, 17, 18, 20, 23, 24
Efficacy in Classroom Management: Questions 3, 5, 8, 13, 15, 16, 19, 21

In the table below, mean results for these 3 factor structures are shown
Table 3.4. Mean results of teachers’ efficacy in 3 structure

Efficacy in Student

Pre

Post

Experiment

Experiment

Means

Means

4,30

5,25
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Difference
0,95

Engagement
Efficacy in Instructional
Strategies

4,27

5,39

1,13

4,33

5,47

1,14

Efficacy in Classroom
Management

As seen in the table above, teachers increased their efficacy in all three factors. Efficacy in
student engagement increased at the lowest rate, 0.95. It was 4,30 before the experiment and rose
to 5,25 during the experiment. Increase in efficacy in instructional strategies and classroom
management were almost same, 1,13 in one and 1,14 in another.

And table 3.4 below shows the result of the survey applied to some students before and after the
experiment.

Table 3.5. Mean Results of Pre-Experiment and Post-Experiment of Teachers Evaluation
by Students survey

Questions

1

Teacher is prepared for class.

Pre

Post

Experiment

Experiment

Means

Means

5,53

6,33

+ 0,80

5,65

7,05

+ 1,40

5,45

6,68

+ 1,23

5,38

6,18

+ 0,80

5,30

6,35

+ 1,05

5,25

6,55

+ 1,30

5,33

6,80

+ 1,48

Difference

Teacher knows his/her

2

subject.
Teacher provides activities

3

that make subject matter
meaningful.
Teacher is clear in giving
directions and on explaining

4

what is expected on
assignments and tests.
Teacher manages the time

5

well.
Teacher has clear classroom

6

procedures so students do not
waste time.

7

I have learned a lot from this
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teacher about this subject.
Teacher gives me good

8

feedback on homework and

5,40

6,85

+ 1,45

5,20

6,73

+ 1,53

5,35

6,40

+ 1,05

5,25

5,63

+ 0,38

5,23

6,30

+ 1,08

5,28

5,68

+ 0,40

5,28

5,85

+ 0,57

5,30

5,70

+ 0,40

5,34

6,33

+ 0,99

projects so that I can improve.
Teacher is creative in

9

developing activities and
lessons.
Teacher encourages students

10

to speak up and be active in
the class.
Teacher follows through on

11

what he/she says. Y can count
on the teacher’s word.
Teacher listens and
understands students’ point of

12

view; he/she may not agree,
but students feel understood.
Teacher respects the opinions

13

and decisions of students.
Teacher helps you when you

14

ask for help.

Teacher is consistent and
15

fair in discipline.

AVERAGE

It can be deduced from the table above that the effectiveness of the novice teachers, according to
the students, increased after the application of peer coaching method. The survey results support
the hypothesis.

Further, T-Test was performed to see if the received variance is significant or not. In order to
understand this, one must look at the “sig” (significance) level of each question. If the
significance p≤0.5, it is understood that the explained variance is significant (Drummond, 2011).
If it is not significant, the concerning question will not be considered at the “Paired Sample T
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Test” which proves the significance of the changes of pre-experimental and post- experimental
test results.
Table 3.6. Paired Samples Statistics – TSES Survey

Mean

Std.
Deviation

N

Std. Error
Mean

Pre-Experiment Survey

4.7500

8

.70700

.25000

Post-Experiment Survey

5.6250

8

.51755

.18298

Pre-Experiment

4.1300

8

.64100

.22700

Post-Experiment

5.2500

8

.70711

.25000

Pre-Experiment

5.2500

8

.70700

.25000

Post-Experiment

6.1250

8

.35355

.12500

Pre-Experiment

4.5000

8

.75600

.26700

Post-Experiment

5.5000

8

.53452

.18898

Pre-Experiment

4.1300

8

.64100

.22700

Post-Experiment

5.3750

8

.51755

.18298

Pre-Experiment

4.3800

8

.74400

.26300

Q1

Q2

Q3

Q4

Q5

Q6
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Post-Experiment

5.5000

8

.53452

.18898

Pre-Experiment

4.3800

8

.51800

.18300

Post-Experiment

5.5000

8

.53452

.18898

Pre-Experiment

4.1300

8

.64100

.22700

Post-Experiment

5.2500

8

.46291

.16366

Pre-Experiment

4.2500

8

.70700

.25000

Post-Experiment

5.3750

8

.51755

.18298

Pre-Experiment

4.5000

8

.92600

.32700

Post-Experiment

5.3750

8

.51755

.18298

Pre-Experiment

4.5000

8

.75600

.26700

Post-Experiment

5.1250

8

.35355

.12500

Pre-Experiment

4.0000

8

.75600

.26700

Post-Experiment

4.6250

8

.51755

.18298

Pre-Experiment

4.5000

8

.53500

.18900

Post-Experiment

5.6250

8

.51755

.18298

Pre-Experiment

4.0000

8

.75600

.26700

Q7

Q8

Q9

Q10

Q11

Q12

Q13

Q14
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Post-Experiment

5.0000

8

.75593

.26726

Pre-Experiment

4.1300

8

.64100

.22700

Post-Experiment

5.5000

8

.53452

.18898

Pre-Experiment

4.0000

8

.75600

.26700

Post-Experiment

4.7500

8

.70711

.25000

Pre-Experiment

3.8800

8

.64100

.22700

Post-Experiment

5.2500

8

.46291

.16366

Pre-Experiment

4.2500

8

.70700

.25000

Post-Experiment

5.5000

8

.53452

.18898

Pre-Experiment

4.3800

8

.51800

.18300

Post-Experiment

5.6250

8

.51755

.18298

Pre-Experiment

4.1300

8

.64100

.22700

Post-Experiment

5.5000

8

.53452

.18898

Pre-Experiment

4.1300

8

.64100

.22700

Post-Experiment

5.5000

8

.53452

.18898

Pre-Experiment

4.3800

8

.51800

.18300

Q15

Q16

Q17

Q18

Q19

Q20

Q21

Q22
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Post-Experiment

5.1250

8

.35355

.12500

Pre-Experiment

4.5000

8

.53500

.18900

Post-Experiment

5.7500

8

.46291

.16366

Pre-Experiment

4.0000

8

.75600

.26700

Post-Experiment

5.1250

8

.64087

.22658

Q23

Q24

When we look at the t-test group statistic, it is obviously seen that the level of teachers’ sense of
efficacy mean as the result of the pre-experimental questionnaire and post-experimental
questionnaire, increased, for example, for question 24 from 4.0000 to 5.1250 (the increase is
1.25). As this change should be significant, we included these results in paired samples
correlation and paired samples t-test (see Table 3.7 and 3.8. – the insignificant results marked in
red). Again, to have reliable results, we need significance to be acceptable (p≤0.5). The items
where this condition has not been met are marked in red.

Table 3.7. Paired Samples Correlations – TSES Survey

N

Correlation

Sig.

Q1

Pre & Post Experiment

8

.488

.592

Q2

Pre & Post Experiment

8

.552

.156

Q3

Pre & Post Experiment

8

.429

.589

Q4

Pre & Post Experiment

8

.354

.290

Q5

Pre & Post Experiment

8

.162

.145
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Q6

Pre & Post Experiment

8

.539

.168

Q7

Pre & Post Experiment

8

.358

.237

Q8

Pre & Post Experiment

8

.361

.279

Q9

Pre & Post Experiment

8

.488

.220

Q10

Pre & Post Experiment

8

.745

.534

Q11

Pre & Post Experiment

8

.209

.620

Q12

Pre & Post Experiment

8

.278

.638

Q13

Pre & Post Experiment

8

.258

.137

Q14

Pre & Post Experiment

8

.750

.032

Q15

Pre & Post Experiment

8

.626

.047

Q16

Pre & Post Experiment

8

.802

.607

Q17

Pre & Post Experiment

8

.212

.016

Q18

Pre & Post Experiment

8

.756

.030

Q19

Pre & Post Experiment

8

.600

.116

Q20

Pre & Post Experiment

8

.626

.027

Q21

Pre & Post Experiment

8

.586

.024

Q22

Pre & Post Experiment

8

.488

.612

Q23

Pre & Post Experiment

8

.552

.244

Q24

Pre & Post Experiment

8

.885

.004
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According to statistical data results, a significant increase was found with the survey items:
2,4,5,6,7, 8, 9, 13, 14, 15, 17, 18, 19, 20, 21, 23 and 24 which is 71% of the overall items.
Besides, there is also increase with the survey items 1, 3, 10, 11, 12,16, and 22, but they are
statistically not significant. Thus, according to the obtained statistical data, it means that the
suggested model of PC method reached a 71% success. The obtained results support the
hypothesis of the study.

Now, let us see the significant items in the paired samples t-test, to double-check the significance
of the survey. The questions, which did not have significant changes, are not showed in the
following test.

Table 3.8. Paired Samples T-Test – TSES Survey

Paired Differences

Mean

Std.
Deviati
on

95% Confidence
Interval of the
Difference

Std.
Error
Mean

Lower

T

df

Sig.
(2tailed)

-.497

7

.156

Upper

Q2

Pre &
Post
Experi
ment

-1.12500

.64087

.22658

-1.66078

-.58922

Q4

Pre &
Post
Experi
ment

-1.00000

.75593

.26726

-1.63197

-.36803

-.374

7

.290

Q5

Pre &
Post
Experi
ment

-1.25000

.88641

.31339

-1.99105

-.50895

-.399

7

.145

100

Q6

Pre &
Post
Experi
ment

-1.12500

.64087

.22658

-1.66078

-.58922

-.497

7

.168

Q7

Pre &
Post
Experi
ment

-1.12500

.64087

.22658

-1.66078

-.58922

-.497

7

.237

Q8

Pre &
Post
Experi
ment

-1.12500

.64087

.22658

-1.66078

-.58922

-.497

7

.279

Q9

Pre &
Post
Experi
ment

-1.12500

.64087

.22658

-1.66078

-.58922

-.497

7

.220

Q13

Pre &
Post
Experi
ment

-1.12500

.64087

.22658

-1.66078

-.58922

-.497

7

.137

Q14

Pre &
Post
Experi
ment

-1.00000

.53452

.18898

-1.44687

-.55313

-.529

7

.032

Q15

Pre &
Post
Experi
ment

-1.37500

.74402

.26305

-1.99702

-.75298

-.523

7

.047

Q17

Pre &
Post
Experi
ment

-1.37500

.74402

.26305

-1.99702

-.75298

-.523

7

.016
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Q18

Pre &
Post
Experi
ment

-1.25000

.46291

.16366

-1.63700

-.86300

-.764

7

.030

Q19

Pre &
Post
Experi
ment

-1.25000

.46291

.16366

-1.63700

-.86300

-.764

7

.116

Q20

Pre &
Post
Experi
ment

-1.37500

.51755

.18298

-1.80768

-.94232

-.751

7

.027

Q21

Pre &
Post
Experi
ment

-1.37500

.51755

.18298

-1.80768

-.94232

-.751

7

.024

Q23

Pre&P
ost
Experi
ment

-1.25000

.70711

.25000

-1.84116

-.65884

-.500

7

.244

Q24

Pre&P
ost
Experi
ment

-1.12500

.35355

.12500

-1.42058

-.82942

-.900

7

.004

Now, let us see the statistical data results of the teacher evaluation by students (TEBS) survey.

102

Table 3.9. Paired Samples Statistics – TEBS Survey

Mean

N

Std.
Deviation

Std. Error
Mean

Pre-Experiment

5.5300

40

1.13200

.17900

Post-Experiment

6.3250

40

1.04728

.16559

Pre-Experiment

5.6500

40

.66200

.10500

Post-Experiment

7.0500

40

.78283

.12378

Pre-Experiment

5.4500

40

.98600

.15600

Post-Experiment

6.6750

40

.91672

.14495

Pre-Experiment

5.3800

40

.83800

.13200

Post-Experiment

6.1750

40

.84391

.13343

Pre-Experiment

5.2800

40

.75100

.11900

Post-Experiment

6.3500

40

.83359

.13180

Pre-Experiment

5.2500

40

.80900

.12800

Post-Experiment

6.5500

40

.87560

.13844

Pre-Experiment

5.3300

40

.73000

.11500

Post-Experiment

6.8000

40

.79097

.12506

Pre-Experiment

5.4000

40

.74400

.11800

Post-Experiment

6.8500

40

.80224

.12685

Pre-Experiment

5.2000

40

.88300

.14000

Post-Experiment

6.7250

40

.78406

.12397

Pre-Experiment

5.3500

40

.80200

.12700

Post-Experiment

6.4000

40

.77790

.12300

Q1

Q2

Q3

Q4

Q5

Q6

Q7

Q8

Q9

Q10
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Q11

Q12

Q13

Q14

Q15

Pre-Experiment

5.2500

40

.89900

.14200

Post-Experiment

5.6250

40

.83781

.13247

Pre-Experiment

5.2300

40

1.07400

.17000

Post-Experiment

6.3000

40

.88289

.13960

Pre-Experiment

5.2800

40

.96000

.15200

Post-Experiment

5.7000

40

.88289

.13960

Pre-Experiment

5.2800

40

1.21900

.19300

Post-Experiment

5.8500

40

1.00128

.15832

Pre-Experiment

5.3500

40

1.02700

.16200

Post-Experiment

5.7000

40

.91147

.14412

When we look at the t-test group statistic, it is obviously seen that the level of students’ thoughts
about their teachers mean as the result of the pre-experimental questionnaire and postexperimental questionnaire, increased, for example, for question 2 from 5.6500 to 7.0500 (the
increase is 1.4). As this change should be significant, we included these results in paired samples
correlation and paired samples t-test (see Table 3.10. and 3.11. – the insignificant results marked
in red). Again, to have reliable results, we need significance to be acceptable (p≤0.5). The items
where this condition has not been met are marked in red.

Table 3.10. Paired Samples Correlations – TEBS Survey

N

Correlation

Sig.

Q1

Pre & Post Experiment

40

.480

.564

Q2

Pre & Post Experiment

40

.348

.026

Q3

Pre & Post Experiment

40

.563

.124
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Q4

Pre & Post Experiment

40

.413

.538

Q5

Pre & Post Experiment

40

.580

.206

Q6

Pre & Post Experiment

40

.489

.101

Q7

Pre & Post Experiment

40

.328

.020

Q8

Pre & Post Experiment

40

.361

.022

Q9

Pre & Post Experiment

40

.378

.016

Q10

Pre & Post Experiment

40

.345

.129

Q11

Pre & Post Experiment

40

.149

.758

Q12

Pre & Post Experiment

40

.549

.190

Q13

Pre & Post Experiment

40

.183

.788

Q14

Pre & Post Experiment

40

.770

.639

Q15

Pre & Post Experiment

40

.149

.742

According to statistical data results, a significant increase was found with the survey items: 2, 3,
5, 6, 7, 8, 9, 10 and 12 which is 60% of the overall items. Besides, there is also decrease with the
survey items 1, 4, 10, 11, 13,14, and 15, but they are statistically not significant. Thus, according
to the obtained statistical data, it means that the suggested model of PC method reached a 60%
success, in the eyes of students. The obtained results support the hypothesis of the study.
Now, let us see the significant items in the paired samples t-test, to double-check the significance
of the survey. The questions, which did not have significant changes, are not showed in the
following test.
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Table 3.11. Paired Samples T-Test – TEBS Survey

Paired Differences

Mean

Std.
Deviat
ion

Std.
Error
Mean

95% Confidence
Interval of the
Difference
Lower

t

df

Sig.
(2tailed)

Upper

Q2

Pre &
Post
Exper
iment

-1.40000

.92819

.14676

-1.69685

-1.10315

-9.539

39

.026

Q3

Pre &
Post
Exper
iment

-1.22500

.89120

.14091

-1.51002

-.93998

-8.693

39

.124

Q5

Pre &
Post
Exper
iment

-1.07500

.72986

.11540

-1.30842

-.84158

-9.315

39

.206

Q6

Pre &
Post
Exper
iment

-1.30000

.85335

.13493

-1.57291

-1.02709

-9.635

39

.101

Q7

Pre &
Post
Exper
iment

-1.47500

.93336

.14758

-1.77350

-1.17650

-9.995

39

.020

Q8

Pre &
Post
Exper
iment

-1.45000

.87560

.13844

-1.73003

-1.16997

10.474

39

.022
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Q9

Pre &
Post
Exper
iment

-1.52500

.93336

.14758

-1.82350

-1.22650

10.334

39

.016

Q10

Pre &
Post
Exper
iment

-1.05000

.90441

.14300

-1.33924

-.76076

-7.343

39

.129

Q12

Pre &
Post
Exper
iment

.190
-1.07500

.94428

.14930

-1.37700

-.77300

-7.200

39

3.3.4.2. Interviews
After the completion of peer coaching experiment in Feza educational institutions, the
participants – coachees, coaches, and some members of school administration – were
interviewed to get better understanding of the effectiveness of the suggested method. Coaches
and coachees were asked about positive and negative aspects of peer coaching. Administration
members were asked if they were happy with the result of the PC study or not, with the effects
on both novice teachers and students.

The wording of the questions might have been modified slightly during the interview. Questions
were asked in the Turkish language, and the answers by the interviewees were given in Turkish
as well. I might not have asked all questions to all interviewees and not all interviewees might
have answered to all questions that were asked. Some additional questions might have been
added to allow opportunity for the interviewees for clarification of the previous questions. The
participants for the interview section were eight coaches, eight coachees, two members of the
school administration and eleven students.

The directory group was the responsible from the interview section. They transcribed the
responses during the interview and shared with the respondents and they checked their answers.

107

Some of the respondents made some changes in their answers, but this has not changed the
overall meaning of their responses.

Below you can see the questions used during the interview section:

Questions for coaches
1. Discuss any positive aspects of PC experience.
2. Discuss any negative aspects of PC experience.
3. Discuss specific ways that peer coaching has caused you or your partner (coachee) to
alter teaching performances.

Questions for coachees
1. Please, discuss any frustrations or disappointments with your peer coaching experience.
2. Did PC affect your self-confidence as a teacher? If “yes”- how was your self-confidence
affected?
3. Did PC affect your enthusiasm for teaching? If “yes”, please explain how your
enthusiasm was affected.
4. Did PC improve your performance in the classroom? If yes, explain how peer coaching
affected your classroom performance.
5. Did PC cause you to alter your teaching practices? If “yes”, explain any changes that you
made.
6. If PC experience did not affect your teaching practices, please, discuss why you think
your practices remained unchanged.
7. Given the opportunity, would you be interested in participating in PC again? Why?
8. Discuss your overall opinion of peer coaching.

Questions for administrators
1. Did PC improve teaching performance of your English Language novice teachers? What
are the overall results of PC training?
2. Did PC positively affect the performance of your students? If “yes”, explain how peer
coaching affected their performance.

Below, you can see some of the interview transcriptions.
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Table 3.12. Data relevant to Affects of PC by Coachees
Question

Participant

Response

2

Participant 2

When someone else sees me while I am teaching and I
get some positive feedbacks from them, yes, it really
boosted my confidence.

2

Participant 5

I sometimes feel worried about my actions in the
classroom, if they are good to do or not. Seeing my
coach doing the same made me feel really good.

4

Participant 8

It helped me feel better.

4

Participant 3

I started to be more active in the classroom; I started to
like what I am doing. I started to love myself more.

5

Participant 1

I was not moving in the classroom much, but after my
coach’s advice, I started to be more active in the
classroom.

5

Participant 3

Having someone watching me in the classroom kind of
forced me to change some of my behaviors, made me
see some of my mistakes.

5

Participant 4

With the advice of my coach, I changed some inattentive
students’ places, even affected the atmosphere in the
classroom. This is the smallest help of it.

5

Participant 7

I started to put more rules in the classroom to control the
student and I saw that it really helped me.

6

Participant 8

No, it really affected.

7

Participant 4

I wish it had been longer.

7

Participant 5

I want to take part in PC again in the future. I think this
should be during whole year at schools. We have to do
it.
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Table 3.13. Data relevant to Affects of Peer coaching by Coaches
Question

Participant

Response

1

Participant 1

I had chances to share my knowledge with my
colleagues and chances to learn from them. I liked the
feeling. We are teachers; we like to share our
knowledge. But this time, it was not teaching, it was
learning from each other. I want to participate in more of
these activities.

1

Participant 4

I can definitely say that Peer coaching has significantly
contributed

in

enhancing

teachers’

classroom

effectiveness and for the novice teachers, it really helped
them to lessen their weaknesses. I really could see this.
1

Participant 5

Peer coaching is really affective method for teachers. I
have been participating in many different types of
teacher development events for years but this peer
coaching method was really something worthy.

2

Participant 2

I sometimes was having some feelings that I shouldn’t
go and participate in PC activities. I have a busy
schedule and I really had difficulties finding time for
peer observing. I think it consumes much time.

2

Participant 7

My partner and I were having lessons together. We were
discussing after each lesson and were talking
weaknesses and strengths of him. As he said, he learned
a lot from this peer coaching experience but I cant tell
the same for myself.

Two administrators from Feza educational institutions were also interviewed about the affects of
peer coaching experience. The questions were about alteration of effectiveness of teachers and
success of students. One of the administrators responded “I couldn’t see some real changes in the
attitudes of students but I talked to some of the parents and they were happier about their
children’s English knowledge recently. Some of them said their children’s interest in English had
increased”. Another administrator said “We were having some disciplinary problems in a
teacher’s classes but during this experience I noticed some decreases”.
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The purpose of interviews was to have a better understanding of the affects of peer coaching
experience, if it really altered the effectiveness of teachers or not. The responses were all
supporting the idea of the alteration of the teachers’ classroom effectiveness. Some of the
participants had some negative responses, but none of them were against the hypothesis.

3.3.4.3. Testing results
Table 3.14. Comparative testing results of Control and Experimental groups
Control Group

Experimental Group

Pre-Testing Mean

57,3

54,3

Post-Testing Mean

64,1

71,3

Increase

6,9 (12%)

17 (31,3%)

It can be seen that both groups have improved their language skills, but with the control group
the increase is 6.9 points, while in the experimental group the increase is 17 points, which is
significantly higher. Results showed that each student in the experimental group increased their
language skills more than the students in the control group.

Figure 3.2. Comparative testing results of control and experimental groups
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3.3.4.4. Limitations of the study and recommendations for future researches
The limitations of the study deal with the number of English language novice teachers who
participated in it, the duration of the study, the fact that the experiment was held only in one
country, at only two schools and the absence of the control group. To be able to reach far-going
conclusions, the developed model has to be implemented and applied with more novice teachers
in many different schools, with many different students and in different countries for a longer
time.
3.3.4.5. Obstacles and drawbacks
When conducting this study, a few obstacles were experienced. School administration had some
difficulties arranging the timetable before the study. Total hours of the lessons might have been
higher if they had arranged the timetable accordingly. Adjustment of the timetable might be a
problem during the application of peer coaching method. To overcome this, schools should
arrange the timetable at the beginning of the education year considering the peer coaching
process.

Another obstacle was the commitment of coaches. Some coaches were not totally willing to
participate in the experiment after the beginning of the study. They participated anyway, but one
of the coaches said it was beneficial for coachees only, not for coaches and had nothing to learn
from novice teachers. This may happen in every application of peer coaching. Although we have
explained in the pre-coaching session that each part (coach and coachee) has many things to
learn, to get or to gain, some coaches had thought they had benefit nothing from the peer
coaching process. To overcome this, both coaches and coachees should be well informed about
the benefits of peer coaching method prior to application.

3.4. Conclusions to Chapter III
Traditional teacher development methods are popular among teachers in Feza educational
institutions. Teachers think they can get new ideas and techniques in the traditional training
programs but they face great challenges applying them in the classroom settings.

112

Most of the novice teachers in Feza educational institution (60%) think that university education
put too much emphasis on the theory and philosophy. And in their first years in teaching, the
support they get from their colleagues and administrators is poor, not enough.
The survey results showed that traditional methods could not offer desirable opportunities for
teachers to alter their teaching performances and teachers are in need of collegial support,
especially in their first years of teaching. And this really makes me think that the research held is
really significant and necessary.

Thus, the three questions, asked in the research were answered:
•

Peer coaching method sustained the development of teaching skills among novice
teachers. (TSES -71%- and TEBS -60%- survey results proved the significant success)

•

Peer coaching positively affects English language novice teachers’ classroom
performances. (TSES -71%- and TEBS -60%- survey results proved the significant
success)

•

The language test results in the experimental group increased significantly (31,3%)
compared to the test results in the control group (12%).

The hypothesis (at least for these groups of teachers and students) was confirmed.
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Conclusions and Recommendations

1. Professional development generally means an ongoing opportunity to learn new skills.
Effective professional development is seen considerably important for educational
institutions for their success. But these traditional methods are being criticized by many
educators for their high cost, ineffectiveness, for being time consuming and having the
low rate of success at the end.

2. Most of the teachers experience only traditional teacher training methods, i.e. workshops.
Short, one-shot workshops or seminars often do not change practices of teachers and do
not have effect on student achievement.

3. The reason why traditional professional development methods are ineffective is that they
do not support teachers in the process of teaching. Even experienced teachers are having
difficulties with applying new instructional technique at first. In fact, according to Joyce
and Showers (2002) it takes, on average, 20 practices of new skills before a teacher has
mastered a new skill. This number increases along with the complication of the skill.

4. In order to change practices of teachers, professional development should be ongoing and
should occur over time. Teachers need to see new methods shown them in classroom
setting. If not, during the stage of implementing new skills, it is almost certain that it is
going to meet with failure. Without support, it is questionable that teachers will persist
with the newly learned skill in this phase.

5. It is better to deliver professional development in the subject area of teachers. The newly
learnt method can be acquired more easily when the teacher development method targets
the specific skills in the setting that they will use them. This has been seen to improve
both teacher practice and student learning.

6. Effective professional learning communities can affect practices of teachers and increase
the achievement of students. In addition, with strong professional communities, student
achievement can go higher in schools where collective responsibility, partnership and
collegiality among teachers are advanced
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7. Peer coaching approach is a procedure through which educators give their help to each
other. They give their skill, criticisms, guidance and support to each other while keeping
in mind the end goal of making themselves better. Teachers help each other by providing
time, support, guidance, feedback and sharing the pros and cons of different methods,
activities, skills or their experiences.

8. Educational institutions use this approach in order to become more capable and
successful. This is such a professional learning system that puts ideas into practice and
helps in the production of new ideas.

9. Researches say and through this study it has also been proved that peer coaching
improves some key skills of teachers, which include:
•

Establishing trust

•

Developing confidence

•

Questioning for understanding

•

Prompt action

•

Reflection and learning

•

Developing confidence

•

Leadership skills

•

Coaching skills

•

Problem solving skills

•

Capacity to address issues adequately

•

Capacity to give viable and particular input

•

Skills for communication

•

Capacity to appreciate and welcome others

•

Listening abilities

10. Based on the above and literature analysis, a model of peer coaching method was
suggested as one of the most effective, which demonstrated steady results and established
a reputation of a reliable method in the long run.
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11. Three main stages 1. Pre-coaching 2. Coaching 3. Post-coaching make peer coaching
method the most widely and effectively applicable by a large number of institutions and
professionals.

I. PreCoaching
Stage

Peer
Coaching
III. PostCoaching
Stage

II.
Coaching
Stage

12. This model was assessed through questionnaires and experiment, which supported the
hypothesis that following this model brings highly beneficial results, both for novice
English language teachers and students in Feza educational institutions in Samsun,
Turkey. The application of this method can be recommended for other schools,
universities not only in Turkey, but also in other countries. Of course, additional
researches might be necessary to fit the suggested model to each particular case.
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APPENDIX
Appendix 1: Survey concerning the effectiveness of traditional teacher training
methods (English version)
*Please choose only one answer for each question that best fits for you

1. How many teaching
workshops/seminars/ conferences
have you ever attended?

Never
1 – 3 times
4 – 6 times
7 – 9 times
10 or more times

2. What effect do you think they had
on your teaching?

None
Slight
Moderate
Considerably
Substantial

3. They have given many different
ideas and methods to use

None
Slight
Moderate
Considerably
Substantial

4. I had difficulties to apply what I
have learned in workshops/seminars/
conferences

None
Slight
Moderate
Considerably
Substantial

5. After these workshops/seminars/
conferences, I changed my
ineffective classroom behaviors

None
Slight
Moderate
Considerably
Substantial

6. I think workshops/seminars/
conferences

are waste of time
should be more practical
are necessary
should be organized more often
I have no idea
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Appendix 2: Survey concerning the effectiveness of traditional teacher training
methods (Turkish version)
*Lütfen her soru için uygun olduğunu düşündüğünüz bir seçeneği işaretleyiniz.

1. Bu zamankadarkaçtaneseminerkonferans-zümre ye katıldınız?

Hiç
1 – 3 sefer
4 – 6 sefer
7 – 9 sefer
10 vedahafazla

2.
Öğretmenliğinizenasıletkileriolduklarınıd
üşünüyorsunuz?

Hiç
Çokaz
Ortaseviyede
İyisevyede
Çokiyiseviyede

Hiç
Çokaz
3.
Kullanabilmemiçinçokçeşitlifikirlerveyön Ortaseviyede
temlerverdiler
İyisevyede
Çokiyiseviyede

4. Seminer-konferanszümrelerdeöğrendiklerimiuygularken
problem yaşadım

Hiç
Çokaz
Ortaseviyede
İyisevyede
Çokiyiseviyede

5. Bu seminer-konferanszümrelerdensonrasınıftayapmamamgerek
enbazıhatalarımıgördümvedeğiştirdim

Hiç
Çokaz
Ortaseviyede
İyisevyede
Çokiyiseviyede

6. Bencebuseminer-konferans-zümreler

zamankaybı
dahaçokuygulamaiçermeli
önemliler
dahasık organize edilmeliler
hiçbirfikrimyok
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Appendix 3: Survey concerning the need for peer coaching method (English
version)
*Please choose only one answer for each question that best fits you

1. What is your current academic situation?

BA (Student)
BA
MA (Student)
MA

2. This is my _____ year in teaching.

First
Second
put too much emphasis
on the theory and
philosophy

3. Do you feel that your university education

4. Overall, looking back, would you say you were
prepared or unprepared for these year(s) of
teaching?

put too much emphasis
on handling the practical
challenges of teaching
struck the right balance
between the two
Do not know
Very prepared
Somewhat prepared
Somewhat unprepared
Very unprepared
Do not know

Strongly agree
Somewhat agree
5. Most days I feel really confident that my students
Somewhat disagree
are learning and responding to my teaching
Strongly disagree
Do not know

6.Rate the support you are getting from other
teachers or school administration in creating strong
lesson plans and teaching techniques

7. Rate the support you are getting from other
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Excellent
Good
Fair
Poor
Do not know
Excellent

teachers or school administration in handling
students who are disruptive or unmotivated

Good
Fair
Poor
Do not know

8. Rate the support you are getting from other
teachers or school administration in working and
communicating with parents

Excellent
Good
Fair
Poor
Do not know

9. Rate the support you are getting from other
teachers or school administration in working with
special needs students

Excellent
Good
Fair
Poor
Do not know
My students are lucky to
have me

10. Which of the following two statements comes
closer to your own view?

11. I noticed some of my ineffective classroom
behaviors and I discussed them with my colleagues

My students are paying a
heavy price because of
my lack of experience
Do not know
Yes
No
Sometimes

None
Slight
12. If your answer to question 11 is ‘yes’ or
‘sometimes’, did it help you to lower the ineffective Moderate
classroom behaviors?
Considerably
Substantial
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Appendix 4: Survey concerning the need for peer coaching method (Turkish
version)
*Lütfen her soruiçin size uygunolduğunudüşündüğünüzyalnızcabirseçeneğiişaretleyiniz.

1. Şuankidurumunuznedir?

BA (Student)
BA
MA (Student)
MA

2.Bu benimöğretmenlikteki _______ yılım.

First
Second
teorikısmınınüzerindeçokfaz
ladurdu
öğretmenliğinpratiktekizorlu
klarınıçözebilmemiziçingere
klidonanımıverdi
ikisinieşitseviyedeverdi
fikrimyok

3. Sizceüniversiteeğitiminiz

4. Geriyebaktığınızdaöğretmenliktegeçirdiğinizzamanlara
tam olarakhazırlıklımıydınızyadahazırlıksızmı?

Çokhazırlıklı
Birazhazırlıklı
Birazhazırlıksız
Çokhazırlıksız
Fikrimyok

Kesinliklekatılıyorum
Katılıyorum
5.
Çoğuzamanöğrencileriminbendençokşeyöğrettiğimkonusu Birazkatılmıyorum
ndakendimdeneminim
Kesinliklekatılmıyorum
Fikrimyok

6.İyi
birdersplanıhazırlamaveöğretimtekniklerikonusundaokuli
darenizdenveokulunuzdakimeslektaşlarınızdanaldığınızde
steğiderecelendiriniz.

Çokiyi
İyi
Orta
Zayıf
Fikrimyok

7.
Derseilgisizvedisiplinproblemiolanöğrencilerleilgilenmen

Çokiyi
İyi
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oktasındaokulidarenizdenveokulunuzdakimeslektaşlarınız
danaldığınızdesteğiderecelendiriniz.

8. Velilerleiletişimveonları da
çocuğuneğitiminedahiletmenoktasındaokulidarenizdenveo
kulunuzdakimeslektaşlarınızdanaldığınızdesteğiderecelen
diriniz.

Orta
Zayıf
Fikrimyok
Çokiyi
İyi
Orta
Zayıf
Fikrimyok

Çokiyi
9.Özel durumlarıolan (aşırızeki, sakat, vb.)
İyi
öğrencilerleilgilenebilmenoktasındaokulidarenizdenveoku
Orta
lunuzdakimeslektaşlarınızdanaldığınızdesteğiderecelendiri
Zayıf
niz.
Fikrimyok
Öğrencilerimbenimgibiöğret
menleriolduklarıiçinçokşans
lılar
10. Bu
cümlelerdenhangisisizindurumunuzadahauygundur?

Öğrencilerimbenimyeterince
tecrübeliolmamamdandolayı
bedelödüyorlar
Fikrimyok

11.
Evet
Öğretmenolarakyapmamamgereknbazıteknikhatalarımınol Hayır
duğunugözlemlediğimdebunlarımeslektaşlarımlapaylaşırı
m.
Bazen

12. Eğer 11. soruyacevabınızevetise,
buhatalarınızıdüzeltmenizdeyardımcıoldu mu,
derecelendiriniz?
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Hiç
Çokaz
Orta
İyi
Çokiyi

1
2

3

4

5

6

7

8
9

10
11
12
13
14

A great deal

Quite a bit

Some Influence

Very little

Directions: This questionnaire is
designed to help us gain a better
understanding of the kinds of things
that create difficulties for teachers
in their school activities. Please
indicate your opinion about each of
the statements below. Your answers
are confidential. Please choose only
one answer for each question, that
is best for you.
How much can you do to get
through to the most difficult
students?
How much can you do to help your
students think critically?
How much can you do to control
disruptive behavior in the
classroom?
How much can you do to motivate
students who show low interest in
school work?
To what extent can you make your
expectations clear about student
behavior?
How much can you do to get
students to believe they can do well
in school work?
How well can you respond to
difficult questions from your
students ?
How well can you establish routines
to keep activities running
smoothly?
How much can you do to help your
students value learning?
How much can you gauge student
comprehension of what you have
taught?
To what extent can you craft good
questions for your students?
How much can you do to foster
student creativity?
How much can you do to get
children to follow classroom rules?
How much can you do to improve
the understanding of a student who

Nothing

Appendix 5: Teachers’ Sense of Efficacy Scale (TSES)

[1] [2] [3] [4] [5] [6] [7] [8] [9]
[1] [2] [3] [4] [5] [6] [7] [8] [9]
[1] [2] [3] [4] [5] [6] [7] [8] [9]

[1] [2] [3] [4] [5] [6] [7] [8] [9]

[1] [2] [3] [4] [5] [6] [7] [8] [9]

[1] [2] [3] [4] [5] [6] [7] [8] [9]

[1] [2] [3] [4] [5] [6] [7] [8] [9]

[1] [2] [3] [4] [5] [6] [7] [8] [9]
[1] [2] [3] [4] [5] [6] [7] [8] [9]
[1] [2] [3] [4] [5] [6] [7] [8] [9]
[1] [2] [3] [4] [5] [6] [7] [8] [9]
[1] [2] [3] [4] [5] [6] [7] [8] [9]
[1] [2] [3] [4] [5] [6] [7] [8] [9]
[1] [2] [3] [4] [5] [6] [7] [8] [9]
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is failing?
How much can you do to calm a
15 student who is disruptive or noisy?
How well can you establish a
classroom management system with
16 each group of students?
How much can you do to adjust
your lessons to the proper level for
17 individual students?
How much can you use a variety of
18 assessment strategies?
How well can you keep a few
problem students form ruining an
19 entire lesson?
To what extent can you provide an
alternative explanation or example
20 when students are confused?
How well can you respond to
21 defiant students?
How much can you assist families
in helping their children do well in
22 school?
How well can you implement
alternative strategies in your
23 classroom?
How well can you provide
appropriate challenges for very
24 capable students?

[1] [2] [3] [4] [5] [6] [7] [8] [9]
[1] [2] [3] [4] [5] [6] [7] [8] [9]

[1] [2] [3] [4] [5] [6] [7] [8] [9]
[1] [2] [3] [4] [5] [6] [7] [8] [9]
[1] [2] [3] [4] [5] [6] [7] [8] [9]

[1] [2] [3] [4] [5] [6] [7] [8] [9]
[1] [2] [3] [4] [5] [6] [7] [8] [9]
[1] [2] [3] [4] [5] [6] [7] [8] [9]

[1] [2] [3] [4] [5] [6] [7] [8] [9]

[1] [2] [3] [4] [5] [6] [7] [8] [9]
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1 Teacher is prepared for class.
2 Teacher knows his/her subject.
Teacher provides activities that make
3 subject matter meaningful.
Teacher is clear in giving directions and
on explaining what is expected on
4 assignments and tests.
5 Teacher manages the time well.
Teacher has clear classroom procedures
6 so students don't waste time.
I have learned a lot from this teacher
7 about this subject.
Teacher gives me good feedback on
homework and projects so that I can
8 improve.
Teacher is creative in developing
9 activities and lessons.
Teacher encourages students to speak up
10 and be active in the class.
Teacher follows through on what he/she
says. You can count on the teacher’s
11 word.
Teacher listens and understands students’
point of view; he/she may not agree, but
12 students feel understood.
Teacher respects the opinions and
13 decisions of students.
14 Teacher helps you when you ask for help.
Teacher is consistent and fair in
15 discipline.

A great deal

Quite a bit

Some Influence

Please choose only one answer for each
question that is best for your teacher's
situation.

Very little

Nothing

Appendix 6: Teacher Evaluation by Students survey (English version)

[1] [2] [3] [4] [5] [6] [7] [8] [9]
[1] [2] [3] [4] [5] [6] [7] [8] [9]
[1] [2] [3] [4] [5] [6] [7] [8] [9]
[1] [2] [3] [4] [5] [6] [7] [8] [9]
[1] [2] [3] [4] [5] [6] [7] [8] [9]
[1] [2] [3] [4] [5] [6] [7] [8] [9]
[1] [2] [3] [4] [5] [6] [7] [8] [9]
[1] [2] [3] [4] [5] [6] [7] [8] [9]
[1] [2] [3] [4] [5] [6] [7] [8] [9]
[1] [2] [3] [4] [5] [6] [7] [8] [9]
[1] [2] [3] [4] [5] [6] [7] [8] [9]

[1] [2] [3] [4] [5] [6] [7] [8] [9]
[1] [2] [3] [4] [5] [6] [7] [8] [9]
[1] [2] [3] [4] [5] [6] [7] [8] [9]
[1] [2] [3] [4] [5] [6] [7] [8] [9]
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Öğretmendersehazırlıklıgelir.

[1]

Öğretmenanlatacağıkonuyuiyibilir.

[1]

1

2

3

Öğretmenanlattığıkonuyudahaiyianlayabilmemiziçin
[1]
aktiviteleryapar.

Öğretmensınavlardaveödevlerleilgilidurumlarıaçıkla
rken ne
4 yapmamızgerektiğinianlaşılırbirşekildeaçıklar.
Öğretmenzamanındagelirvegider,
anlatmakistediğinianlatmasıgerekenzamanındaanlatı
5 r.

[1]

[1]

Öğretmeninsınıfkurallarıaçıktırvebu da
öğrencininboşazamanharcamasınıengeller.

[1]

Bu dersleilgilibuöğretmendençokşeyöğrendim.

[1]

Öğretmenödevveprojelerimeiyibirşekildegeribildiri
myaparvebubenigeliştirir.

[1]

Öğretmendersteveaktiviteyapmadaçoküretkendir.

[1]

Öğretmenöğrencilerinderstesözhakkıalmalarınıveakt
1
ifolmalarınıteşvikeder.
0

[1]

Öğretmendediğişeyiyapar.
1
Onunsözünegüvenebilirsiniz.
1

[1]

Öğretmenöğrencininanlatmakistediklerinidinlervean
1
lar, öğrencianlaşıldığınıhisseder.
2

[1]

Öğretmenöğrencininfikirlerinevedüşüncelerinesaygı
1
gösterir.
3

[1]

6

7

8

9

1 Dersleilgiliyardımistediğindeöğretmenyardımcıolur.
4
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iyi
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hiç

Lütfen her soruiçinöğretmeniniziçin en
uygunolduğunudüşündüğünüzyalnızcabirseçeneğiişa
retleyiniz.

çokaz

Appendix 7: Teacher Evaluation by Students survey (Turkish version)
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1 Öğretmendisiplinkonusundatutarlıveadildavranır.
5

[1]

[
2
]

[
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]

[
4
]

[
5
]

[
6
]

Appendix 8: Pre-experiment and post-experiment English test for students
Grammar
1

2

3

4

5

6

7

8

____'s your name? Thomas
a How
b Who
c What
d Where
This is Lucy and her brother, Dan. ____ my friends.
a We're
b I'm
c You're
d They're
____? I'm from Italy.
a Where are you from?
b Where you are from?
c Where from you are?
d From where you are?
I'm from Milan. ____ is in Italy.
a They
b It
c He
d She
Excuse me, how ____ your last name? R-I-L-E-Y
a spell
b you spell
c do you spell
d spell you
Oh, ____ are my keys!
a This
b These
c That
d It
I'd like ____ omelette, please.
a a
b ⎯
c an
d two
And here is your ____.
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[
7
]

[
8
]

[
9
]

9

a desk
b desks.
c a desk
d an desk
My name's Pete and this is Sylvia. ____ doctors from France.
a I'm
b We're
c She's
d They're

10 Sorry, ____ Paul. My name's Eric.
a I isn't
b I is not
c I aren't
d I'm not
11 ____? No, he isn't.
a Are they teachers?
b Are you from Italy?
c Is Mr Banning a teacher?
d Is this your phone?
12 ____ is the school? It's 50 years old.
a How many years
b How much years
c What years
d How old
13 What is ____?
a job Mary
b Mary job
c Mary's job
d job's Mary
14 Your bag is next ____ the table.
a on
b to
c in
d of
15 ____ are the keys? On the table.
a What
b When
c Where
d Who
16 I go to work ____ train.
a with
b by
c for
d in
17 She ____ a dog.
a not have
b don't have
c don't has
d doesn't have
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18 Stephen ____ in our company.
a work
b works
c is work
d working
19 ____ they live in London?
a Are
b Is
c Do
d Does
20 ____ to the cinema.
a We not often go
b We don't go often
c We don't often go
d Often we don't go
21 When do you play tennis? ____ Mondays.
a On
b In
c At
d By
22 What time ____ work?
a starts he
b do he starts
c does he starts
d does he start
23 ____ two airports in the city.
a It is
b There is
c There are
d This is
24 There aren't ____ here.
a a restaurants
b any restaurants
c any restaurant
d a restaurant
25 I'm afraid it's ____.
a a hotel expensive
b expensive hotel
c expensive a hotel
d an expensive hotel
26 They ____ popular TV programmes in the 1980s.
a are
b were
c was
d is
27 ____ at school last week?
a Do you were
b Was you
c Were you
d You were
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28 Brad Pitt is a popular actor but I don't like ____.
a him
b his
c her
d them
29 We ____ the film last week.
a see
b saw
c sees
d were see
30 He ____ tennis with me yesterday.
a doesn't played
b didn't played
c not played
d didn't play
31 She was born ____ May 6th, 1979.
a in
b at
c on
d from
32 Where ____ last summer?
a you went
b did you went
c do you went
d did you go
33 Were you at the shops at 5 p.m. yesterday?
No, I ____
a didn't
b am not
c wasn't
d weren't
34 Excuse me, ____ is the T-shirt? It's ₤25.99.
a what expensive
b how much
c how many
d how price
35 She's only four but she ____.
a can read
b cans read
c can reads
d cans reads
36 This party is boring. We ____ a good time.
a don't have
b aren't having
c don't having
d aren't have
37 Sorry, I ____ you at the moment.
a can't help
b don't can help
c can't helping
d can't helps
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38 I ____ my computer very often.
a am not using
b don't use
c doesn't use
d am not use
39 It's my mum's birthday next week. I ____ her a present.
a buy
b buys
c am going to buy
d buying
40 What ____ do after school today?
a are you going to
b are you
c do you
d you

Vocabulary
41 Gina is married to John. He's her ____
a uncle
b husband
c wife
d parent
42 We usually ____ the shopping in a supermarket.
a make
b do
c have
d go
43 I love this watch! It's ____.
a cheap
b small
c beautiful
d ugly
44 He doesn't have a car so he often uses public ____.
a taxi
b transport
c car
d bus
45 I don't go to ____ on Sundays.
a job
b office
c factory
d work
46 Do you like Chinese ____?
a kitchen
b meal
c food
d cook
47 They hardly ____ visit us.
a ever
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b sometimes
c never
d usually
48 I'm Jeff Caine. Nice to ____ you, Mr Caine.
a speak
b talk
c meet
d watch

49 Can I help you? Thanks, but I'm just ____.
a watching
b looking
c seeing
d shopping
50 Mandy is over there. She's ____ a blue T-shirt and jeans.
a having
b wearing
c doing
d walking
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Appendix 9: Certificate of Participation for coaches and coachees
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Appendix 10: Interview questions

QUESTIONS FOR COACHES

4. Discuss any positive aspects of PC experience.
5. Discuss any negative aspects of PC experience.
6. Discuss specific ways that peer coaching has caused you or your partner (coachee) to
alter teaching performances.

QUESTIONS FOR COACHEES

9. Please, discuss any frustrations or disappointments with your peer coaching experience.
10. Did PC affect your self-confidence as a teacher? If yes how was your self-confidence
affected?
11. Did PC affect your enthusiasm for teaching? If yes, please explain how your enthusiasm
was affected.
12. Did PC improve your performance in the classroom? If yes, explain how peer coaching
affected your classroom performance.
13. Did PC cause you to alter your teaching practices? If yes, explain any changes that you
made.
14. If PC experience did not affect your teaching practices, please discuss why you think
your practices remained unchanged.
15. Given the opportunity, would you be interested in participating in PC again? Why?
16. Discuss your overall opinion of peer coaching.

QUESTIONS FOR ADMINISTRATORS

3. Did PC improve teaching performance of your English Language novice teachers? What
are the overall results of PC training?
4. Did PC positively affect the performance of your students? If yes, explain how peer
coaching affected their performance.
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Appendix 11: Pre – Post Test results of Control group

CONTROL GROUP
PRE-EXP

POST-EXP

CHANGE

S1

44

56

12

S2

38

46

8

S3

52

52

0

S4

58

68

10

S5

48

48

0

S6

64

62

-2

S7

62

70

8

S8

42

50

8

S9

46

58

12

S10

58

62

4

S11

66

70

4

S12

72

84

12

S13

70

76

6

S14

62

76

14

S15

68

70

2

S16

66

78

12

MEAN

57,3

64,1

6,9
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Appendix 12: Pre – Post Test results of Experimental group

EXPERIMENTAL GROUP
PRE-EXP

POST-EXP

CHANGE

S1

52

72

20

S2

48

64

16

S3

38

56

18

S4

72

80

8

S5

40

66

26

S6

48

56

8

S7

68

74

6

S8

70

88

18

S9

44

70

26

S10

34

60

26

S11

36

58

22

S12

70

80

10

S13

62

78

16

S14

64

80

16

S15

76

84

8

S16

46

74

28

MEAN

54,3

71,3

17
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