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Abstract 

Mentoring and coaching programs have been shown to be effective in giving 

student teachers skills that transfer over to the workplace. Part of an effective mentoring 

or coaching relationship is the quality of the relationship between the mentor and the 

protege. Previous research suggests that personality tends to predict the quality of a 

mentoring relationship; high openness, high conscientiousness, and low neuroticism tend 

to positively predict the reception of mentoring and coaching. The formation of a 

mentoring relationship may be established either face-to-face or via online 

communication. The research reported here examines the personality data of eleven 

participants in a hybrid face-to-face/online mentoring and coaching program for student 

teachers. Survey data measuring personality and relationship quality was collected. Given 

insufficient data or power to perform a statistical analysis, t-tests of mean differences 

were conducted to detect any existing trends between openness, conscientiousness, 

neuroticism, and relationship quality. Except for neuroticism, the findings lacked 

sufficient power to detect any trends. 

Keywords: mentoring; Coaching; personality; student teachers; Five-Factor model; 

Relationship quality 



An Examination of Personality on Mentoring and Coaching Relationships 

Mentoring and coaching have been shown to be instrumental in career success for 

individuals entering the teaching profession. Previous research demonstrates that 

personality is a predictor of relationship quality, especially high openness, high 

conscientiousness, and low neuroticism (Bozionelos, Bozionelos, Polychroniou, & 

Koustopolos, 2012). The present work examines previous research examining the effects 

of personality on mentoring, the effects of mentoring student teachers, and the 

effectiveness of online mentoring programs. In this study, using a sample of twelve 

participants in a hybrid face-to-face and online program, I examine if openness, 

conscientiousness, and neuroticism predict higher levels of relationship quality in student 

teachers, coaches, and mentors. Due to insufficient numbers, the findings lacked 

sufficient power to conduct a statistical analysis. T-tests were computed but no trends 

emerged other than for neuroticism. A statistically significant relationship was observed 

between neuroticism and coaching relationship quality, but not between neuroticism and 

mentoring relationship quality. This suggests that neuroticism has some effect on 

relationship quality, but the nature of this trend warrants further study. 

Literature Review 

This section discusses the literature has been published on mentoring, including 

the usage of online programs, the personality, and the mentoring of student teachers. 

These provide information on how relationship quality for student teachers can be 



maximized. Given that the mentoring program being studied utilizes an online component 

as well as analyzing personality and relationship quality, previous literature will be 

discussed here. 

There is research on the effectiveness of mentoring which has demonstrated 

success in utilizing an online component to promote a positive learning environment 

(Kim & Kim, 2007). The personality of both mentors and proteges has been found to 

influence the effectiveness of mentoring programs both in learning and in establishing 

relationship satisfaction (Bouzionelos, et al., 2012). This information may be useful in 

providing the highest quality possible experience for individuals entering the teaching 

profession. 

Mentoring Student Teachers 

For individuals entering the teaching profession, mentoring has been shown to be 

instrumental to success. Jones, Kelsey, and Brown (2009) suggest that when a mentoring 

relationship is successful for student teachers, both the student teacher and the mentor 

gain benefits that last a lifetime, such as improved instruction, advising, professionalism, 

cooperative teacher/student relationships, and personal characteristics. Skills and attitudes 

learned in a mentoring relationship transfer over to the workplace. By entering these 

mentoring relationships, student teachers are able to develop substantially and provide the 

highest quality support for their students. 



The findings related to online mentoring have potential uses for the education of 

teachers; through mentoring programs that utilize an online component, mentors are able 

to establish contact with student teachers to further supplement face-to-face teaching 

programs. A comparative study (Brady & Schuck, 2011) of 13 teachers, who were 

interviewed about their experience and opinions on online mentoring, reported were 

positive results, though the teachers had a tendency to select their own mentors, 

Mentoring programs have also been effective for beginning teachers by reducing feelings 

of isolation, increasing confidence and self-esteem, personal growth, and improved self

reaction and problem solving (Hobson, Ashby, Malderez, & Tomlinson, 2009). 

Electronic Mentoring 

Attempts to run online mentoring experiences have demonstrated that individuals 

who have used online mentoring programs or mixed face-to-face/online programs have 

reported both satisfaction with the mentoring program as well as learning. (Lockyer, 

Patterson, Rowland, Hearne, 2002). When, fourth-year undergraduates were placed in an 

online forum to provide peer support and mentoring they were slow to begin using the 

program (Lockyer, et al., 2002). There were only ten students in the study, but the 

students in the program expressed a positive experience with the program. 

Researchers have found that when presented with both options, face-to-face 

mentoring is preferred over online mentoring. Gender may affect how effectively an e

mentoring program affects relationship quality; 106 biology undergrads were divided 

between male and female mentors, those with male mentors demonstrated less 



satisfaction with the program, as levels of psychosocial and career support were 

significantly lower (Jensch, Scielzo, Rosopa, & Yarborough, 2008). When students are 

placed in an online versus a face-to-face environment, even if the learning results are the 

same, higher levels of satisfaction are observed in the face-to-face group (Johnson, 

Aragon, Najmuddin, Palma-Rivas, 1999). This suggests that online mentoring ore

mentoring programs may be used as an alternative for instances where face-to-face 

mentoring is not as easily available. 

Personality and Mentoring 

Personality refers to the set of traits unique to each individual that remain constant 

over time. The effectiveness of mentoring has shown to be affected by personality, which 

may affect how individuals form mentoring networks or receive mentoring (Kim & Kim, 

2007). Individuals are usually active agents in the structuring of their mentoring networks. 

In addition, proteges who pursue a mentoring relationship have a tendency to 

demonstrate higher levels of a higher need for achievement, dominance, and self-esteem, 

suggesting that there is a relationship between these personality traits and mentoring 

(Fagenson-Eland & Baugh 2001). 

For the present study, personality will be measured using the Big Five personality 

index. The Big Five measures five personality traits: extraversion/introversion, 

agreeableness, conscientiousness, neuroticism, and openness to experience. The Big Five 



has been determined to be a paradigm for measuring personality (Naumann & Oliver, 

2010). 

Openness encompasses cognitive and emotional flexibility and receptivity to new 

experiences and ideas (Bozionelos, 2002). In addition, in mentors with high levels of 

openness tended to provide proteges with higher levels of mentoring functions, but the 

personality of the mentor itself had a limited effect on the relationship otherwise 

(Bozionelos, 2002). The implications ofthe effects of personality and mentoring extend 

to other areas as well, such as occupational commitment. In the relationship between 

mentoring and occupational commitment, agreeableness was found to be a moderating 

variable for the relationship, though conscientiousness was not (Arora & Rangnekar, 

20 15). The present study examines the effect of conscientiousness, neuroticism, and 

openness on the relationship quality. 

Conscientiousness encompasses a sense of duty and moral principles, and would 

thus be expected to help provide advice and development for proteges. (Bozionelos 2002). 

Conscientiousness has been positively associated with mentoring receipt (Bozionelos et 

al., 2011 ). Protege conscientiousness has also been found to be positively con·elated to 

protege-mentor agreement of psychosocial support in a mentoring relationship. 

Neuroticism indicates a propensity towards anxiety, inhibition, negative mood, 

and a tendency to focus on the self, which would make them less likely to provide 

mentoring functions (Bozionelos, 2002). Previous research indicates a positive 



relationship between low neuroticism and mentoring receipt (Bozionelos, et al., 2011). 

These same results may apply even in an online setting, and whether individuals who 

were placed in a mentoring program that used both face-to-face and online interaction 

could report similar results. Other researchers find that high levels of self-monitoring and 

low neuroticism were also found to enhance the initiation of a mentoring relationship, in 

addition to perceived career success (Turban, 1994). 

In sum, the literature points towards mentoring relationships as an instrumental 

component of success for student teachers. Online mentoring and coaching has been 

shown to demonstrate positive outcomes such as improved task performance in the 

classroom, as well as higher levels of trust between proteges and mentors formal 

mentoring programs. In addition higher openness, higher conscientiousness and lower 

neuroticism have been associated with improved reception of mentoring. This study 

examines openness, conscientiousness, and neuroticism, to determine if there is any 

relationship with mentoring relationship quality 

Hypothesis 

This study explores the influence of personality on the reported relationship 

quality. I tested three hypotheses, which are listed below. 

H1: Mentoring participants who report lower levels of neuroticism will report higher 

scores on relationship quality. 



H2: Mentoring participants who report higher levels of conscientiousness will report 

higher levels of relationship quality 

H3: Mentoring participants who report higher levels of openness to experience will report 

higher levels of relationship quality. 

Program Description 

Data was obtained from Transition to Teach, a mentoring program based in 

Southern Arizona. Participants were professionals entering the teaching profession for 

elementary and middle school education. Those involved in the program were assigned a 

mentor, a coach, or both. The mentor or coach observed while the protege taught in class, 

in addition to offering feedback. The program contained both an in-person and an online 

component carried out through a forum on the program's website. All data used in the 

study were collected during the fall and spring semesters of2012 and 2013. 

Method 

Sample 

Twenty participants from the Transition to Teach program participated in the fall

spring semester of2013-2014. All participants were elementary, middle school, and high 

school teachers living in Arizona. Of these participants, four people were assigned as 

coaches. Seven individuals were assigned as mentors, and seven individuals were 

proteges. Some proteges were assigned both mentors and coaches, some were assigned 



just mentors, and some were assigned only coaches. Data from eleven participants were 

examined, after removing pmiicipants with incomplete data on key variables. 

Instruments 

Scores for openness, conscientiousness, and neuroticism were obtained fi-om the 

Transition to Teach database. Each ofthe three traits' scores were measured on a scale of 

0-100 for each participant using a survey administered in May of2013. To measure 

relationship quality, the program conducted an end of year survey for the 2012-2013 

session of the program in May of2013, with four questions to measure the quality of the 

mentoring relationship. 

Variables 

The independent variables in this study are three of the Big Five personality traits: 

conscientiousness, neuroticism, and openness. Each individual has personality scores 

ranging from 0 to 100, where 0 is the lowest score for a trait, and 100 is the highest score. 

This study measures relationship quality as a dependent variable, which was 

derived from a survey of four statements administered to the participants measuring the 

strength of the relationship between mentors, coaches and proteges. Participants were 

asked to rate how strongly they agreed with each of the statements. Each statement on 

this survey was rated on a five-point scale (strongly disagree, disagree, neutral, agree, 

strongly agree) where strongly disagree is a 1 and strongly agreed is a 5. The average 

scores across these four items were computed to create the dependent variable 

relationship quality. The statements were as follows: 



1. We coped well with the pressures experienced at work 

2. We did not have any difficulty expressing our feelings to each other. 

3. We were attentive to new opportunities that could make our system more 

efficient and effective. 

4. We liked each other. 

Analysis 

Insufficient data was available to perform a correlation. Since the sample size was 

limited to 11 participants, who were divided into teaching fellows, mentors, and coaches, 

no findings would have sufficient power. T -tests were used in conjunction with survey 

scores in order to determine any trends tying each reported personality score to 

relationship quality. Teaching fellows, mentors, and coaches were classified under a 

single category of people, and t-tests were conducted using the averages of their reported 

relationship quality scores, though there was insufficient power. Personality scores 

openness, conscientiousness, and neuroticism collected on the Transition to Teach 

database were correlated with variable to determine whether any of the three traits show a 

more positive self-assessment of relationship quality. Good paragraph 

Results 

Mean, standard deviation, and range of openness, conscientiousness, and 

neuroticism were computed. One-tailed t-test distributions were used to determine 

whether a relationship existed with each personality trait and relationship quality. Below 



are tables showing the results, as well as a decision to reject or fail to reject the null 

hypothesis as a result of significance testing. 

Table 1 illustrates the mean, standard deviation, and range of data for personality 

traits. Variation on neuroticism was lower compared to openness and conscientiousness, 

and most of the participants scored low on neuroticism. Table 2 demonstrates the results 

of the t-tests comparing openness, conscientiousness, neuroticism, and relationship 

quality for coaches, and Table 3 demonstrates the results of the t-tests for mentors. In 

Table 3, neuroticism had a nonzero p-value, suggesting that a trend exists between 

neuroticism and relationship quality. These findings, however, are not consistent with the 

data in Table 2. This suggests a trend that could potentially confirm or refute Hypothesis 

3. 

Table 1: 

Mean, Standard Deviation, and Range for Personality Traits 

Personality Trait 
Openness 
Conscientiousness 
Neuroticism 

Table 2: 

Mean 
63.26 
71.84 
13.37 

Standard Deviation 
28.73 
22.54 
13.91 

Range 
10-93 
25-94 
1-37 

T -test results comparing openness, conscientiousness, neuroticism, and relationship 
quality for coaches 

n 

Openness 6 

mean Var 

73.5 365.9 

t-eal 
(one
tail) 

0 

g-crit 
(5%) 

2.78 

df 

10 

p Decision 

0.00 Reject 



Quality 6 4 2.4 

Conscientiousness 6 70.17 365.9 0.00 2.21 10 0.00 Reject 

Quality 6 4 2.4 

Neuroticism 6 15.3 365.9 0.051 0.567 10 0.00 Fail to 
reject 

Quality 6 4 2.4 

Note. Data measuring relationship quality was collected from fellows' assessment of 
coaches and coaches' self-assessments. 

Table 3: T -test results comparing openness, conscientiousness, neuroticism, and 
relationship quality for mentors 

n mean Var. t-eal 

Openness 11 57.45 862.47 1.72 
Quality 11 4.37 0.26 
Conscientiousness 11 73.64 557.85 1.72 
Quality 11 4.37 0.26 
Neuroticism 11 73.64 193.62 1.72 
Quality 11 4.37 0.26 

g-crit 
(5%) 
0.30 

1.88 

0.45 

df p 

20 0.00 

20 0.00 

20 0.03 

Decision 

Reject 

Reject 

Reject 

Note. Data measuring relationship quality was collected from fellows' assessment of 
mentors and mentors' self-assessments. 

Proteges' assessment of coaches/mentors and coaches/mentors' self-assessment 

scores were combined to maximize sample size. Only the tests examining neuroticism 

had enough power. In addition, findings were significant in neuroticism in coaches. 

Gender was not accounted for in the de-identified data, 

Discussion 

The study took data from a mentoring and coaching program and performed a 

power analysis to determine a trend between openness, conscientiousness, neuroticism, 

and relationship quality. The program was a joint online/face-to-face program. Overall, 



the findings were unable to determine any trends tying openness or conscientiousness to 

reported relationship satisfaction in a mentoring or coaching relationship. There is a 

suggested trend between neuroticism and relationship quality, but based on the existing 

data the direction of the trend cannot be determined. Furthermore, there were significant 

results observed for coaches, but not for mentors. Explanations for this phenomenon may 

include a difference in coaching versus mentoring in how relationship quality is affected. 

A skew towards low neuroticism in tables 2 and 3 of the results section has also been 

observed. This may suggest that individuals entering the teaching profession tend to have 

lower levels of neuroticism. Given the findings for mentors and coaches, it is not clear 

whether or not neuroticism is linked to relationship quality in mentoring or coaching 

relationships, especially given that outliers were present in the data. Even so, the 

possibility of a trend between neuroticism and ratings of relationship quality may be 

explained by the possibility of negative feelings caused by either the neurotic personality 

of the protege or mentor hindering progress. This would be consistent with the findings 

of previous literature which predicts a negative relationship between neuroticism and 

reception ofmentoring (Bozionelos, et al., 2012) Since the findings were only able to 

determine the presence of any existing trends save through a power analysis, no trends 

were observed that either supported or refuted the hypothesis or the claims of previous 

research. The program does, however, suggest that a hybrid online/face-to-face 

mentoring or coaching program positively impacts a high relationship quality, consistent 



with previous research. Given the mean relationship quality value of 4.37 in table 2 and 4 

in table 3, the program does not negatively impact relationship quality. 

Limitations 

This study encountered several threats to validity in gathering the data. First, the 

sample size was too small to detect significant effects with at-test, resulting in findings 

with a p-level of 0, suggesting that the findings lack power. The number of questions 

used to operationalize relationship quality was also small, consisting only of four 

questions, limiting the range of responses. However, when trends for neuroticism were 

observed in mentors and coaches, the p-level for coaches was low enough such that the 

null hypothesis could be rejected, whereas the p-level for the t-test results for mentors 

exceeded the critical value of 5%. This could be explained by a smaller sample size, in 

addition to an abnormal distribution; the participants' scores skewed towards low 

neuroticism. 

Implications and suggestions for further research 

Whether this tendency towards low neuroticism is indicative of student teachers, 

individuals who tend to enter the teaching profession, or individuals who would 

participate in a mentoring program is not clear. The findings draw from a sample of 

eleven individuals involved in a specific program in a specific geographical district, using 

a survey of only four questions to measure relationship quality; this is not enough to 

make statements about mentoring and coaching relationships for student teachers. In 



addition, with a larger sample of participants, mentors, and coaches, how this would 

affect student teachers placed in either an online mentoring program or a program that 

utilizes some online elements such as Transition to Teach is a question that wanants 

additional study. An ideal study could use a sample with large enough numbers to 

separate individuals among mentors, coaches, and fellows, then looking at their reported 

relationship quality using either a self-assessment or assessment of quality that uses at 

least forty to fifty questions. Should a relationship be discovered here, this could 

determine how the best possible mentoring or coaching experience can be developed. 
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