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ABSTRACT
The reverse mentoring refers to a new mentoring model in which traditional mentoring roles are
completely changed, accordingly in this new model, less experienced teachers and the students
who used to be “apprentice” in traditional mentoring are positioned as "master". However, it has
been observed that there are no systematic reverse mentoring practices in the Turkish Education
System through which the teachers can receive direct feedback from Z and alpha generation
students about their classroom management skills, and also can improve their critical reflective
thinking. This study was designed according to the conceptual research approach. After
holistically evaluating the important literature studies and theoretical information on the
concepts of intergenerational learning and reverse mentoring, the application of "Instructional
Reverse Mentoring" as a new practice was discussed and evaluated based on the student-teacher
relationships, with its application stages, challenging, strengths and possible risks. In addition, an
alternative reverse mentoring practice proposal specific to education field regarding the
intergenerational learning approach was introduced with sample implementation stages. The
research revealed that the researches in education mostly consist of studies focusing on
providing teachers with technological skills; that the studies which are specific to improve the
quality of teaching regarding the expectations of new generations through critical reflective
evaluations are rather limited; that there is a crucial conceptual gap in this field; and also that the
instructional reverse mentoring practice proposal set forth in the study can contribute to the
spread of reverse mentoring practices in educational field and to professional development of
teachers.
Keywords: Reverse mentoring, teachers, continuing professional development, Z & Alpha generations.
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INTRODUCTION
The concept of “generation” often refers to the age groups that emerge as a classification of individuals at
close age regarding general characteristics that are thought to be common within a certain period (Rogler,
2002). Different ontological, cognitive and behavioral perspectives reshape the values, beliefs, behavior styles
and expectations of the generations, and those perspectives also change with each newcoming generation
(Yalçın, 2020; Ünal, 2017; Bayhan, 2016). As of 2020, the X and Y generations, which are still active in current
working life, will gradually leave their positions to the Z generation, moreover in later periods to a generation
called "Alfa" that is totally different from the previous generations as they were born in the internet age which
made them fully equipped with digital skills (McCrindle, 2020; Dumas, 2020; Digitalage, 2018; Terzi & Boylu,
2017; Aka, 2017; Sterbenz, 2015; McCrindle, 2014). In a rapidly changing world, the differences between
generations are increasing, and the understanding, expectations and learning styles of new generations are
also changing. Within the Industry 4.0, the importance of reverse mentoring (RM) towards digital
transformation of the X and Y generations is frequently emphasized, and it becomes more common among the
innovative R&D applications of the sectoral organizations, such as banking, finance, communication,
technology management, food, cleaning, petro-chemistry and automotive sectors (Terzi & Boylu, 2019; Kişi,
2018; Kadılar, 2017; Keleş-Tayşir & Ülgen, 2017). However, the number of the researches about RM in
educational field of Turkey seems to be quite limited.
Traditional mentoring in education refers to a process that consists of the activities of a senior teacher to
support and facilitate the professional development process of another less experienced teacher (Sullivan &
Glanz, 2000). Unlike traditional mentoring, the RM refers to a new mentoring approach in which traditional
mentoring roles are completely changed, in this new system, less experienced teachers and the students who
used to be “apprentice” are positioned as "master". Although a conceptual framework has already been
formed in many other fields, the applications with an education-oriented focus have rarely been emphasized
(Zauschner-Studnicka, 2017) thus a conceptual gap is thought to exist around this point. In the upcoming years,
teachers will have to face and carry out their teaching activities only with new Z and Alpha generations in their
classrooms. Nevertheless, systematic RM practices are hardly ever observed in the Turkish education system
through which the teachers can receive direct feedback from Z and Alpha students about their own
performances and classroom management skills.
To introduce a new perspective for RM practices, this study highlights the redesigning of RM on the base of the
teacher’s instructional practices through direct feedback from Z and alpha generation students, rather than
reversing the mentoring process which occur between the novice and the senior teachers. In order for teachers
to comprehend the emotions, expectations, understandings, and learning styles of new generations and to
ensure continuity in their professional development, a new form of mentoring based on student feedback,
called "Instructional Reverse Mentoring (IRM)", has been introduced for teachers in the current study.
Accordingly, the main focus of IRM practice is that the teachers' receiving direct feedback by positioning their
own students in the role of mentors, by this way, the teachers are thought to be able to reconstruct their
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teaching skills through critical thinking focus while recognizing the changing characteristics of the Z and alpha
generations. This method is also thought to make contributions to teachers' personal and professional
development.
Through these points, the current study aims (i) to determine the conceptual framework of “instructional
reverse mentoring (IRM)” as a new RM concept with a focus on education; (ii) to form the application stages
towards the students and teachers; (iii) to increase the awareness of the IRM as a new practice among teachers
and other educators; (iv) to describe the differences of IRM from other RM practices, its possible contributions
to teachers and students; and also aims (v) to put forward an application proposal for teachers regarding this
new RM practice.
METHOD
This study is designed according to conceptual research approach. According to Gilson & Goldberg, conceptual
papers focus on the development of an existing concept within different dimensions and perspectives, rather
than being a theory development study, these studies link the existing theories via bridging different ways
across the disciplines and also broaden the multi-level insights and the scope of thinking. In such studies, the
conceptual literature is evaluated in a holistic perspective, and the contributions of the research to the
development of that concept and future studies are reviewed within a certain framework rather than
evaluating the quantitative and qualitative data related to the concept (Gilson & Goldberg, 2015). In conceptual
studies, besides presenting important information about the relevant field, shedding light on the problems in
the field, informing field experts and managers on these issues (Whetten, 1989), what kind of innovations are
brought to the current concept with the current research, what these innovations will do, and who will
contribute to the field should also be explained (Van de Ven, 1989). Nonetheless, in conceptual studies, new
hypotheses or application proposals for the areas that have not been applied before can also be introduced by
the researchers (Gilson & Goldberg, 2015).
Accordingly, after evaluating the important literature and theoretical information on intergenerational learning
as well as mentoring and RM concepts, a new RM practice proposal has been developed in the study around
the context of the student-teacher relationships and instructional RM perspectives. The current study also
highlights what kind of new perspective the proposed "instructional reverse mentoring" practice brings to the
existing RM practices, and reveals the strong and risky aspects of the proposed application together with its
possible contributions to the current RM concept. Additionally, the study was carried out by considering the
research ethical rules. Before the research process, the ethical committee approval for the study was ensured
by the Educational Sciences Ethics Committee of Hatay Mustafa Kemal University (The date and number of the
document: 12/08/2020-E.35794).
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INSTRUCTIONAL REVERSE MENTORING AS A SPECIFIC PRACTICE TO THE EDUCATIONAL FIELD
The Understandings, Expectations and Learning Styles that Changed in Education with New Coming
Generations
With the rapid global change in the 21st century, it will be possible to see all the members of the X-Y-Z
generations together in today's business life. In addition, with these generations who have quite different
understandings and expectations, one of the biggest problems of companies in the future will be to ensure the
harmony of these employees working in the same workplace (Terzi & Boylu, 2019; Vardar, 2015; Murphy, 2012;
Harvey & Buckley, 2002). Through the evolution of generations, each generation is included in this spiral of
change with its new features. However, it is getting more difficult to distinguish the employees from each other
with sharp lines from a chronological point of view, and such a classification is thought to have some
drawbacks as well (Nagy & Kölcsey, 2017). In such a specified chronology, there might be generations that are
in between and considered as "hybrid generations", and it is relatively easier for these generations to adapt to
the characteristics of the next generation (Balıkçı, 2017). Nonetheless, to provide information about the
prominent features of the human masses in a certain age depending on the social, economic and cultural
developments of the time, the generations in the last century may be ordered as (i) the silent generation; (ii)
baby boomers; (iii) generation X; (iv) generation Y; (v) generation Z; and (vi) generation Alpha (Yalçın, 2020;
Değirmenci, 2018; Ünal, 2017; Göksel & Güneş, 2017; Adıgüzel et al. 2014; McCrindle, 2014; DeAngelis, 2013;
Schofield & Honoré, 2009; Harrison, 2009). In Figure 1, the chronological classification of the generations in the
last century beginning from the silent generation to the present and the future generations has been displayed.

Figure 1: Chronology of development and distinctive features of generations (Cited by evaluating the information within
Yalçın, 2020; Değirmenci, 2018; Göksel & Güneş, 2017; Ünal, 2017; Adıgüzel et al., 2014; DeAngelis, 2013; McCrindle, 2014;
Schofield & Honoré, 2009; Harrison, 2009)
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The silent generation witnessed World War I and World War II, and experienced the troubles brought about by
the war, and is generally considered to be a frugal generation that easily submitted to the authority. Although
the members of the silent generation differ significantly from the following generations in terms of
communication styles and personality traits, they are not actively involved in business life today (Aka, 2017;
Türk, 2013; Reeves & Oh, 2008).
The baby boom generation took this name from a period in which many children were born during and after
World War II. The baby boomers are considered to be a generation which educated in a strict and traditional
education system, adopted a relatively modest lifestyle, kept the tradition of a large family. While the business
and work were at the center of their life and paid great importance to business life and ethics, they also
represented a new generation that raised their voice against authority more than the previous silent
generation (Yalçın, 2020; Değirmenci, 2018; Aka, 2017; Adıgüzel et al., 2014; Kuyucu, 2014; Twenge, 2013;
Erden-Ayhün, 2013).
Generation X, born between 1964-1982, is still active in the business world, and often considered as a
generation with clear vision, the determination to achieve their targets. Since the members have the chance to
experience technological change in business life, the X generation is considered to be a generation that is more
open to the use of technology compared to the previous baby boomers (Yalçın, 2020). Generation X also
represents a generation that is sensitive to social problems, has individualistic characteristics, is struggling,
respects different life styles, and has a high tendency to behave steadily and cautiously (Değirmenci, 2018;
Dereli & Toruntay, 2015).
Generation "Y", also known as the millennials, generally characterizes the generation born between 1982 and
2000. According to Schofield & Honoré (2009), the main feature of the "Y" generation is that their technological
skills are significantly stronger than the previous "X" generation. Additionally, generation Y is also argued to be
a generation with high self-confidence, high expectations for learning and unique learning approaches.
Twenge, (2013) and Murphy (2012) consider the millennial generation as a generation that wants to be heard
and noticed.
It is generally accepted by many researchers that the generation Y has different characteristics compared to
the previous baby boomers and generation X (Twenge et al., 2010; Keleş, 2011); the millennials can be
considered to have more individualistic personality traits with low commitment and low job satisfaction,
although being more fond of individual and freedom at work, and show frank personality traits (Yalçın, 2020);
On the other hand, it is claimed that the millennials as a generation that shape themself through friends,
schools and mass communication, while they approach cultural differences more flexibly (Değirmenci, 2018).
Additionally, Adıgüzel et al. (2014) draws attention to the ability of the millennials to work regardless of the
location, therefore he defines the "Y" generation as "Mobile Collared" thanks to their personality traits,
changing technology and communication opportunities. However, the generation Y is claimed to have
weaknesses and skills that need to be improved such as budgeting and finance management, self-awareness,
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risk management, analyzing and reflecting, analyzing the reliability of information sources, effective face-toface communication (Schofield & Honoré, 2009).
Generation Z, also known as the post millennials, which generally characterizes the generation born between
2000-2010. Since being the individuals born in a period when technology, especially the internet, has become
widespread, the technology skills of generation Z are considerably improved. Like the Y generation, the Z
generation is also a generation that demands a new management approach apart from traditional
organizational management styles. The generation “Z” is considered likely to adopt a friendly and emotional
understanding in working life while being a generation who prefers creativity and being active rather than a
passive nature, knows what they want, does not give importance to authority, and prefers to work individually
and independently. Although the members of generation Z have much superior skills compared to previous
generations in terms of technology and internet use, they are considered to have high tendency to get bored
quickly, give up and change jobs frequently (Yalçın, 2020; Taş & Kaçar, 2019; Taş et al., 2017; Arar, 2016; ErdenAyhün, 2013; Gönen, 2011; Montana & Petit, 2008).
Alpha generation is generally described as the generation born after the year 2010. “Alpha” is the first letter of
the Greek alphabet and a metaphor that symbolizes a spiritual beginning. Generation alpha similarly
symbolizes the beginning of a new and different generation. In many sectors, especially in the business world,
researches have been focused alpha generations which considered as the generation of the future (McCrindle,
2014). The alpha generation will have rather different sociocultural characteristics from the generations that
preceded it. This generation is the first generation whose life is entirely digitalized. The year 2010 also
symbolizes a new beginning year in which the iPad and Instagram first introduced and also a year of digital
apps. Due to digital skills and spending long hours in front of the digital screens, the generation alpha also
called “screenagers”. It is thought that this generation will also be shaped via artificial intelligence. The current
design of technological devices and digital toys aims to catch the attention of this new alpha generation, e.g.
Hello Barbie and Hatchimals (McCrindle, 2014; 2020; Stechyson, 2019).
The Alpha generation to enter the business life after the 2030s will have the chance to receive a much more
advanced education than the previous generations and will have a multi-career, at least six career changes.
This generation will mostly follow an urban way of life and have different digital market consuming and
commercial preferences. However, it is also thought that alphas will welcome the social diversities and
differences, and keep humanistic social values since they will be grown up by educated parents, additionally,
the current religions in the world will also exist among alphas in diffirent rates and forms (McCrindle, 2020;
Stechyson, 2019; Religious Landscape, 2017; Williams, 2015; McCrindle, 2014). On the other hand, while this
forthcoming generation having more free time themselves, they will likely struggle with health problems such
as food allergies, malnutrition, obesity, and common pandemic diseases, as a result, will also come across a
number of social and psychological problems, additionally, with spending a long time in front of the digital
screens, diseases such as eyesight problems, computer vision syndrome, and other digital addictions are also
expected to become more common among the alpha generation (Lloyd, 2020; Strauss, 2020; LaMotte, 2019;
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National Post, 2019; Hellmich, 2014).
Nonetheless, there are also criticisms that argue it is a wrong perspective to define the generations within a
chronological order because individuals might show those defined characteristics in different levels and
aspects. According to those criticisms, the characteristics assumed for alphas are still immature assumptions as
most of its members are around age 10. On the other hand, it is widely accepted that the generation born in
the last decade will have distinctly different characteristics due to changing social circumstances within a highly
digitalized world (Balıkçı, 2017; Nagy & Kölcsey, 2017).
It is claimed that employees who show the characteristics of a hybrid generation, can also play a role in
increasing intergenerational interaction and transformation within the organization through reverse
mentoring. The hierarchical understanding of management and organization is not accepted by the individuals
of the Y-Z generation, and these generations prefer to work in horizontal organizations rather than vertical
organizations. For this reason, it is suggested that reverse mentoring as a new method, with its new
perspective for the organizational culture, can play an effective role in the establishment of the organizational
culture; in increasing the dialogue between the employees at different levels within the organization; in making
use of the existing skills among the employees, and by this way, it may also contribute to the integration and
harmony of different generations within organizations (Terzi & Boylu, 2019).
When the chronological order of the generations considered, as of 2020, the vast majority of teachers in
Turkey are observed to be the members of the X generation and the rest are of the Y generation. Considering
that individuals have to start school at an early age before entering the business life, the teachers would be the
first ones to come face to face with new generations. Especially as one goes down to the primary school level,
the possibility of different generations’ being together in the same school organizations also increases. Unlike
the business life within other sectors, it is possible to see the representatives of X, Y, Z and Alpha generations
together in many school organizations today. Therefore, the teachers are thought to have a pioneer role for
developing of teaching systems based on the expectations of new generations. At this point, it is expected that
the current IRM proposal, which is considered as a new reverse mentoring practice in the field of education, is
likely to provide an opportunity for teachers to better understand the perspectives, expectations and learning
styles of new generations.
Traditional Mentoring & Reverse Mentoring Methods
Traditional Mentoring
The mentoring concept, the origin of which might be dating back to ancient Greek mythology, is defined as the
process of an experienced person’s sharing his/her knowledge and experience voluntarily with someone less
experienced (Rhodes & Beneicke, 2002). Accordingly, mentoring means training of a newcomer (apprentice) by
an experienced person (master) in accordance with professional norms, values and the technical competencies
of that profession within a master-apprentice relationship focus.
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When Turkish education history reviewed, the concept of mentoring has been observed to have been practiced
in education, e.g. to train princes under the names of "Atabeylik" in Seljuk Turks and "Lalalık" in the Ottoman
period. It has been also observed that the mentoring was followed as a vocational training approach based on
master-apprentice relationship within tradesmen and craftsmen organizations in Anatolia under the names of
"Ahi" and "Lonca" societies (Terzi & Boylu, 2019; Aydoğan & Delibaş, 2017; Aydoğan & Uğurlu-Kara, 2017;
Erşahin, 2012; Kocabaş & Yirci, 2011; Bayram, 1991). Mentoring was also applied to primary education system
in Turkey. In the 1940s, novice teachers graduated from the institutions called "Village Institutes", the training
of which mainly focuses on rural primary education, were mentored by experienced teachers called "Traveling
Head Teachers" (Taşdan, 2008; Aydın, 2005). The mentoring still exists within current Turkish education
system; the mentoring has still been officially regulating by the Ministry of National Education as an mentoring
application in which each novice teacher is mentored by an experienced teacher.
Traditional mentoring can be practiced within different types an in a wide range of zones (Brewer, 2016;
Zembytska, 2015). Accordingly, mentoring; (i) one-on-one mentoring, group or team mentoring, based on the
number of participants; (ii) formal and informal mentoring, according to the relationship type of the
participants; (iii) mentoring at the school and district level, depending on the place and level of practice; (iv)
face-to-face mentoring and online mentoring or e-mentoring, depending on the mode of application; (v) peer
mentoring, reciprocal mentoring and RM according to professional development goals; (vi) situational
mentoring, continuous mentoring and need-oriented mentoring, depending on the duration and scope of the
mentoring practice (Zembytska, 2015). However, the concept of traditional mentoring has also changed over
the time and been reshaped according to more reformist perspectives, and the most important of these is
argued to be the RM practices.
Reverse Mentoring
The RM, as a reformist perspective, differs from traditional mentoring practices and applied itself as a new
mentoring approach towards career and professional development. According to Murphy (2012), unlike the
traditional mentoring process the RM is considered as a new method in which less experienced employees do
mentoring for senior employees. The rapidly changing technology applications, innovation, internet and social
media networks and the evolution of business life towards a more cosmopolitan structure are thought to be
pioneering effects in the emergence of RM method (Terzi & Boylu, 2019; Burdett, 2014; Roberson & Park,
2007; Greengard, 2002; Cotugna & Vickery, 1998). Although the RM was studied first in educational field in the
world (Cotugna & Vickery, 1998), More studies have been made within other sectors in Turkey, such as
banking, finance, communication, technology management, food, cleaning, petrochemistry, and automotive
(Kişi, 2018; Kadılar, 2017; Keleş-Tayşir & Ülgen, 2017).
Murphy (2012) states that the RM has four basic features: (i) reverse status (ii) focus on sharing new knowledge
and skills (iii) leadership and professional development of young mentors (iv) supporting each other for mutual
common goals and learning. In the RM process, there is an opposite and unequal status, the roles are the
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opposite of traditional mentoring, the senior's learning is more prominent. The RM mostly focuses on learning
technology and digital skills, and at this point the personal needs and demands shape the process.
Furthermore, the young mentors may acquire various knowledge and experiences about functioning and social
networking within the job thanks to senior employees. Unlike traditional mentoring, the RM is likely to improve
the leadership skills of young mentors as well. In this process, the young employees in the mentor position
have the chance to better understand the roles and expectations in the job to improve their personal
management skills. The differences between generations are considered as an opportunity for joint and mutual
learning, while both parties learn to be more flexible and considerate about their differences, they also share
mutual knowledge, skills and experience (Zauschner-Studnicka, 2017; Augustiniene & Ciuciulkiene, 2013;
Murphy, 2012).
Strengths of Reverse Mentoring
There is a two-way interaction in RM practices. Contrary to common belief, it does not simply refer to a process
in which the younger generations would dominantly teach senior employees. The RM within a two-way
interaction, may have positive contributions at various levels for both parties (Zauschner-Studnicka, 2017;
Harvey et al., 2009; Chandler & Kram, 2005; Gonzales & Thompson, 1998), moreover, it offers opportunities to
gain different knowledge, skills and experience at personal, organizational and professional levels. While the
RM contributes to the development of the technological knowledge and skills of senior employees, make them
closely familiar with younger generations, help them make decisions at a global scale with a multicultural
perspective, make them be aware of business and occupational innovations (Harvey et al., 2009), it is also
argued to contribute to young employees' gaining hands-on experience and progress within the organization by
interacting with senior employees (Lundman, 2020; Zauschner-Studnicka, 2017; Murphy, 2012; Meister &
Willyerd, 2010; Harvey et al., 2009; Mullen, 1999). In addition, the RM also supports the leadership
development of young employees (Murphy, 2012), also contribute to the creation of new networks and bridges
between generations within organizations since young employees prefer self-directed leadership skills while
organizing their tasks and goals in business (Bărbuceanu, 2019; Murphy, 2012; Chaudhuri & Ghosh, 2012;
Towns, 2006).
It is possible to mention a series of two-sided strengths of mentoring in terms of career and professional
development and psycho-social development for senior and young employees (Özdemir & Ardıç, 2019;
Murphy, 2012; Ragins & Cotton, 1999). Accordingly:
(1) Strengths at the career and professional development dimension refer to providing new skills for the
job; sharing of technical knowledge and experience at professional level; providing mutual personal and
professional development; providing new perspectives etc. (Özdemir & Ardıç, 2019; Chen, 2013; Murphy, 2012;
Allen & Finkelstein, 2003). While young people, who are expected to be more dominant in the process, transfer
up-to-date technology and internet-based skills to their senior colleagues, young employees benefit from the
experience of senior employees and transfer those personal and professional skills related to work and
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organization in a practical environment. The argument that senior generations are not successful in career
adaptation is still a matter of discussion. When the appropriate environment provided, senior employees
would continue their career development by choosing even the younger persons as role models, but this role
modeling process is more selective and specific to acquire certain subjects and skills (Gündüz & Akşit, 2018;
Callahan, 2017; Beane-Katner, 2014; Murphy, 2012; Harvey et al., 2009; Gibson & Barron, 2008; Mullen, 1999).
From this point, that RM’s being effective on the career adaptation skills of young people as well as on the
professional development skills of senior employees is also considered to be another strength of this method.
(2) Strengths at psychosocial development dimension refer to the mutual interaction of different
generations, e.g. the sharing of intergenerational understanding, friendship and tolerance and the skills
between generations. The RM also provides psychological support, guidance, counseling and friendly
environment to employees (Özdemir & Ardıç, 2019; Chen, 2013; Murphy, 2012). As a result of
intergenerational interaction, different generations may have direct information about each other's
perspectives, expectations and behavioral norms, and also be free from prejudiced perspectives.
(3) Strengths at organizational dimension can be sorted as (i) ensuring the effective management of
human resources, increasing the success of the employees at work, in this way, reducing the number of
quitting; (ii) eliminating the information and technology deficiencies that occur within the organization with a
perspective based on sharing, equality and diversity among employees; (iii) encouraging the innovation in the
organizational context by analyzing new demands and trends in the business field; (iv) creating a continuous
learning culture based on the interaction of different generations; (v) increasing the quality of human resources
by improving organizational skills of young employees; (vi) teaching to newcomers the work-related values and
ways of communication, thus enabling them to progress within the organization, in this way, developing a
culture of common purpose and solidarity and contributing to organizational efficiency (Callahan, 2017; BeaneKatner, 2014; Murphy, 2012; Meister & Willyerd, 2010; Allen et al., 2005; Mullen, 1999).
To sum up, it can be argued that the ultimate strength of the RM practices converges at the point of
organizational change, development and transformation, and that the employees in the organization share and
collaborate between generations which will contribute to the organizational climate and organizational
efficiency as well.
The Challenges of Reverse Mentoring
The individual differences are important in the selection of participant couples in the RM practices, the
personal needs and the appointment of appropriate mentors for these needs should be also considered while
selecting the couples. Therefore, the risks that may arise from individual conflicts or personal distress are
thought to be one of the weaknesses of RM. Nevertheless, the individual differences are also thought to be
necessary to some extent for interaction since the employees are expected to adapt to such differences and
diversity in today's working life that is getting more cosmopolitan and globalized. Moreover, some research
also reveals that new generations may facilitates this process, as they are more flexible towards
intergenerational differences without prejudice (Yalçın, 2020; Değirmenci, 2018; Schofield & Honoré, 2009;
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Turban & Dougherty, 1994).
Risks that may arise from individual conflicts or personal distress along the application process of the method
are also considered as one of the weaknesses of this method. Özdemir & Ardıç (2019) pointed out that cultural
differences should also be taken into account since the problems such as hierarchy between employees, power
distance and resistance of senior generations within the organization that exist in Turkish culture may arise in
practice, and therefore he argues that studies addressing this weakness should also be searched. In addition, it
is likely to exist other challenges in the process due to the differentiation of traditional mentoring roles, having
not enough time for the process, disagreements with the method, ignoring the voluntary participation, and
insecurity due to prejudices regarding the mentoring practice (Murphy, 2012). However, if the participants are
well educated about the practice beforehand and started with the volunteers, those risks mentioned are
thought to be largely eliminated.
Reverse Mentoring in the World and in Turkey
One of the first pioneering researches on the concept of RM was observed to be conducted by Cotugna &
Vickery (1998) on the transfer of internet skills of students who attended a nutrition education course to
experts. When the other related studies in the world examined, the concept first emerged in educational field
(Callahan, 2017; Leh, 2005; Butler & Chao, 2001; Cotugna & Vickery, 1998); continued in other fields such as
the business (Morris, 2017; Elmore, 2015; Burdett, 2014; DeAngelis, 2013; Biss & DuFrene, 2006); public
relations (Hays & Swanson, 2011); human resource management (Chaudhuri & Ghosh, 2012); technology
management (Chen, 2013); communication (McCoy, 2015); and sociology (Breck et al., 2018). On the other
hand, the studies on RM in Turkish educational field are observed to be rather limited, except for few studies in
higher education (BAU,2020; Gündüz & Akşit, 2018; Özdemir, 2016). However, it is observed that there are
more studies in other fields than education sector in Turkey such as the human resources management
(Vatansever & Çalışkan 2015), the banking (Güğerçin, 2018; Keleş-Tayşir & Ülgen, 2017); the management and
organization (Kişi, 2018) and the business management (Terzi & Boylu, 2019).
It is observed that the RM in business life has carried out with a focus that intergenerational communication
and interaction on young generations’ transferring technology and internet-based digital skills to senior
employees. The first RM practice in business life was implemented with an in-house project initiated with the
aim of transferring the internet skills of younger employees to 500 senior executives at General Electric; after
the positive results, this practice was applied for similar purposes in well-known companies such as Dell,
Procter & Gamble and Time Warner, furthermore, it is getting more common in business life as an alternative
mentoring practice towards the integration of the seniors and the millennials (Murphy, 2012; Leh, 2005;
Greengard, 2002).
The samples of RM applications in Turkey are carried out in different sectors, such as the banking (Denizbank,
Garanti Bank, Akbank); the automotive (Mercedes-Benz Turkey, Doğus Otomotiv, MAN Turkey; Coşkunöz
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Holding); the health and medicine (Eczacıbası Holding, GlaxoSmithKline Turkey, AstraZeneca Turkey); the food
and beverages (Danone Turkey, Yıldız Holding, Anadolu Efes); the fuel and energy (Total Oil Turkey, Shell
Turkey); the electronics (Bosch Turkey, Arçelik Global); the Hygine and cleaning (Unilever Turkey) and the
communications technology and software (SAP Turkey; Verifone Turkey, Turkcell), but the practices in the
educational field are rather limited (Başakşehir University, Maltepe University).
The RM practices in Turkey mostly concentrate upon the subjects below in figure 2, accordingly:

Figure 2: The focus of the RM practices in Turkey

When the applications in Turkey holistically reviewed, the RM in all sectors is seen to practice for the
interaction between the senior and young employees, and particularly the dissemination of information
technology skills among the senior staff. In many of these practices, besides increasing internet and digital
skills, it is also reported that the positive results such as the development of intergenerational understanding
and solidarity within the organizations, improving the innovative organizational culture focused on change and
transformation were observed (BAU & Unilever, 2020; Eczacıbaşı, 2020, Pharma Turkey, 2020; Aksakal, 2020;
Doğuş, 2020; Yıldız Holding, 2020; Shell Türkiye, 2020; Arçelik Global, 2020; Hürriyet, 2019; Erdoğan, 2019;
Terzi & Boylu, 2019; Akşam, 2018; Gündüz & Akşit, 2018, İHA, 2018; Milliyet, 2014; 2016; 2018; HRdergi, 2015;
2017; Bozkuş, 2016; SAB Forum, 2015; Capital, 2014).
Reverse Mentoring in Education
Conceptual Framework of Reverse Mentoring towards Education
The traditional mentoring approach is considered to have been influenced by career development, cognitive
learning, adult education, social constructivism and social learning approaches (Zauschner-Studnicka, 2017).
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According to the social constructivism theory by Vygotsky, the learning process emerges as a result of mutual
relations and interactions with other people and shapes the individual (Ergün & Özsürer, 2006), and similarly,
according to Bandura, learning through observation can play a decisive role in the acquisition of certain
behaviors through observation, modeling, cognitive comprehension, evaluation and internalization (Korkmaz,
2018; Senemoğlu, 1998; Akman & Erdem, 1997; Köknel et al., 1993).
The concept of "Zone of Proximal Development" developed by Vygotsky within the social constructivism
approach, argues to strengthen the peer and adult-supported learning of children and to carry them further
than they could do individually (cited in Küpeli, 2019). Likewise, zone of proximal development is likely to
increase social learning-based professional skills of individuals in mentoring practices for adults. However,
traditional mentoring, the RM, and other similar methods all seem to focus on bidirectional learning
interactions between peers or colleagues. On the other hand, the IRM practice discussed in this study, focuses
on the interaction between student-teacher as opposed to the interaction between colleagues and peers. The
teachers and students are considered to be two important stakeholders, but not peers or colleagues, in the
education system. For this reason, the study argues that it would be more appropriate to base IRM on
"intergenerational learning" and "critical reflective thinking" approaches.
However, the intergenerational learning approach is based on social constructivism, it also refers to mutual
interaction and learning between different generations rather than learning from an experienced to an
inexperienced person via vertical structure as social constructivism predicted (Baily, 2009; Tempest, 2003).
Intergenerational learning integrates the knowledge and experience of people from different generations,
facilitates the implementation of new ideas, and improves innovation at a corporate scale (Tempest, 2003).
One of the first studies which addressed this concept by Craig (2001), discusses the intergenerational learning
approach through the coexistence of different generations in business life with the increase of average life
expectancy in Japan, and Craig defines it as a common learning legacy left by a generation to the other (Craig,
2001). Thus, such a shared perspective depending on intergenerational cooperation among working staff can
also be thought as an efficient means to improve the continuing professional development (CPD) culture within
working life.
The IRM application discussed in this study has a number of features that can be based on reflective thinking
skills within the scope of social learning. The reflective thinking by Dewey (1944), is also considered as a
systematic process that aims to develop teaching skills based on logical thinking within cause and effect
relationship (Zahid & Khanam, 2019; Goodley, 2018; Jay & Johnson, 2002; Pollard & Tann, 1995). It refers to
such skills as reflection, self-inquiry, self-analysis, and self-evaluation. According to the reflective learning, it is
foreseen that teachers continuously evaluate their professional practices and behaviors with a critical
perspective (Thomas & Packer, 2013; Ryan & Scoot, 2008). While reflective thinking helps individuals' personal
and intellectual development, it also contributes to individuals' solving problems in different ways by
developing open-minded perspectives. The concept of "reflective thinking" was reconstructed in stages after
Dewey and discussed under the name of "Critical Reflective Thinking" in a larger perspective including cultural
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values and beliefs as well (Genç, 2004; Hatton & Smith, 1996).
The concept of IRM in this study is based on "intergenerational learning" and "critical reflective thinking"
approaches which also originated from constructivism and social learning theories. At the application level,
unlike other RM practices, it refers to a new form of RM which will function in a process of interaction from
student to teacher without collegiality, not through the interaction in the same job or profession. On the other
hand, critical reflective thinking is associated with the IRM in terms of self-evaluation and professional
development of teachers. Accordingly, it is thought that direct feedback from students regarding the lesson
taught in the educational environment, teaching practices and communication skills towards students will help
teachers to make self-critical reflective evaluations. In this way, the IRM also aims to enable teachers to better
understand the different expectations, understandings and learning styles of the new Z and Alpha generations
both at cognitive and sensory levels.
In summary, in traditional mentoring practices, while there is a hierarchical learning model in which more
experienced employees teach less inexperienced ones and in such mentoring the young employees can only
consult seniors, the RM is considered as an application that completely reverses this system and hierarchy. The
RM mostly uses technology as a tool for the career, professional and social development of individuals, and
provides the opportunity for young employees to teach senior employees, thus, contributes to the construction
of a new networks between generations (Murphy, 2012; Chaudhuri & Ghosh, 2012; Baily, 2009; Biss &
Duferene, 2006; Tempest, 2003; Butler & Chao 2001; Closser, 2000). However, the concept of "instructional
reverse mentoring (IRM)" has been evaluated in this study from a quite different perspective than the other
RM practices which focused on teaching a set of digital technological and innovation-oriented skills to the
senior employees because the IRM focuses on the interactions between the students and teachers, and the
relationship between the students and teachers are not the same as between peers or colleagues, but it is still
a unique relationship of being stakeholders of the same educational organization. Accordingly, the current
proposed IRM practice in the study aims the students to do mentoring towards the instructional skills of their
own course teachers by conveying the Z and alpha generations’ expectations, understandings and learning
styles through direct feedbacks.
A Reverse Mentoring Practice Proposal Specific to Education: "Instructional Reverse Mentoring (IRM)"
The Problem Situation
As of 2020, the vast majority of teachers in Turkey are likely to be the members of the X and the rest are of the
Y generation. In near future, the teachers will have to face and carry out their teaching activities only with new
Z and Alpha generations in their classrooms. Unlike the business life in other sectors, it is likely to see the
representatives of X, Y, Z and Alpha generations together in many school organizations today. Therefore, the
teachers are thought to have a pioneering role for developing of teaching systems based on the expectations of
new generations. However, it is argued that systematic tests, surveys, and practices of RM which provide direct
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feedback by students on the teachers’ classroom management and reflective thinking skills are not common in
Turkish education systems. While the conceptual framework of RM was formed in many other fields in Turkey,
the education focused framework has not been fully conceptualized yet and there is thought to be a
conceptual gap around this point. The teachers have the opportunity to receive feedback about their
instructional practices only through classroom visits by school administrators, apart from this, even if it is
possible for students and parents or colleagues to provide feedback to the teachers on these issues, this is said
to be not systematic and widespread in the current Turkish education system. With the IRM practice, it is
expected that the teachers will be able to gain professional development in a positive way; develop their
critical reflective thinking skills; give more importance to the expectations, opinions and suggestions of their
students; do self-criticism when necessary; and redesign their teaching approaches, methods, and techniques
thanks to the feedback they receive from their students.
Although a large number of CPD practices in the form of face-to-face and distance learning are considered to
be carried out by Ministry of National Education of Turkey, such practices, besides being costly, are also
considered to be not always sufficient to fully respond to the CPD needs of teachers. If IRM would widespread,
it would be a method that can meet the practical needs of teachers on both cost and school basis more than
the other CPD applications. In addition, it is considered to be essential for teachers to ensure continuity in their
professional development, and to pace with the digital transformation that is likely to be dominant within all
fields in near future, therefore, the IRM is thought to be an alternative CPD practice to serve this function and
will significantly contribute to the professional development and transformation of teachers.
When the points above holistically evaluated, the ultimate aim of the IRM is to support the professional
development of teachers and to develop their critical reflective thinking skills together with their classroom
management skills based on the feedback from their students in the class. In addition, to introduce IRM as an
alternative professional development application in educational field. At this point, it is expected that the IRM
method, which conceptualized within this study as a new RM practice in the field of education, will provide
teachers with an opportunity to better understand the emotions, thoughts, perspectives, expectations and
learning styles of Z and alpha generations in their classes, and thus, contribute to their professional
development as well.
The general information about IRM is outlined in Figure 3 as follows:
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Figure 3: General information on the practice of IRM
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The Stages of the Implementation
IRM will be put into practice within those 5 stages below:

Figure 4: The stages of the IRM

(1) Pre-informing training
Before the IRM application, all the teachers at school should be informed about RM practices within a short
pre-informing meeting around 45 minutes. In this meeting, the points such as what perspective the IRM
introduces, and possible benefits, challenges for education and teachers, the importance of understanding the
new generations’ basic characteristics for education and teachers should be explained. It would be preferable
for such training to be given by an academician with subject knowledge. If not applicable, a presentation can be
prepared by the counselor or another teacher. The main goal here is to explain well why such an application is
desired and which benefits it will introduce to the teachers and school. In order not be considered by teachers
as an audit or evaluation criterion, it should also be emphasized that feedback will be received through internet
forms, that information will only be seen and evaluated by teachers themselves and will definitely not be
shared with the other parties.
(2) Selection of the participants and training
Participants should be selected on a voluntary basis following the pre-informing training, and volunteer
teachers should organize their study teams that have at least three teachers. Then, the teams cooperatively
decide on which subject and questions to be asked in electronic feedback forms. Participant students to
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provide feedback can be selected from the whole member students in any class, or, to have a more multiple
perspective, a "Multiple Intelligence Assessment Scale" can be applied. The number of students may be limited
according to the scores obtained in the fields of "verbal-linguistic; mathematical-logical; visual-spatial; bodykinesthetic; musical-rhythmic; naturalistic; interpersonal and intrapersonal intelligence" by Gardner. The
participant students should also be passed through a second selection by using a "Critical Thinking Disposition
Scale". With "multiple intelligence assessment scale", is aimed to provide more diversified feedbacks which
reflects the students’ existing needs and expectations in each class while with "critical thinking disposition
scale" is aimed to improve the objectivity and technical quality of the students' feedback. Which of these two
approaches (The whole class members or selection via tests scores) to be applied should be determined by the
course teachers or with the joint decision of the study teams.
After the selection of participant classes and students, the participant teachers need to inform the participant
students via training seminar, they need to explain to students what this feedback will be used for, that this is
an opportunity to convey the expectations of the students to their teachers, that those e-forms will not include
the personal information, that written views of students will remain confidential, and also how the electronic
feedback forms should be filled. In addition, the participant students are informed through concrete examples
that they should use a frankly but also constructive language while conveying their feelings, thoughts and
expectations. The experts and academicians of adult education, mentoring fields and feedback should also be
invited to these trainings activities if applicable. Alternative trainings by these experts may also be carried out
in the form of video conferences/meetings over the internet for those schools which do not have face-to-face
training opportunities.
(3) Providing feedback via electronic forms and internet applications
After the study teams forming their questions in the feedback forms jointly, they will load them to the internet
via "google forms, mentimeter or kahoot etc". The crucial point at this stage is that students being able to
express their feelings, thoughts and expectations freely. The feedback within application should be collected
just via anonymous e-forms that exclude the personal demographics and e-mails of the students. The study
teams need to determine feedback questions with a joint decision before the implementation, however,
teachers may also prepare additional questions at individual level and add them to their own evaluation forms.
The questions given below are considered to guide or give ideas for the study teams to form their own
questions.
✓ How efficient was the “X........ course” you took this semester? (Score between 1-5. / 1 is the lowest; 5
is the highest) 1 - 2 - 3 - 4 – 5
✓ In your opinion, what are the reasons for this lesson's being efficient or inefficient? (Open-ended)
✓ What would you like your teacher to do for a more efficient lesson? What would your advices be for
your teacher on this issue? (Open-ended)
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✓ When considered your own learning styles as a student, how do you learn best? What would you
recommend your teacher to improve your individual learnings in this lesson? (Open-ended)
✓ Can your teacher fully understand the feelings, thoughts, expectations and learning styles of you and
your friends? What would you recommend to your teacher so that s/he can understand your feelings, thoughts,
expectations and learning styles in a better way? (Open-ended)
✓ Can your course teacher efficiently use technology in the lessons? What would you recommend to your
teacher on this issue? etc.
The link of the feedback forms will be shared with the students, and they will fill the feedback forms at home or
at an appropriate time at school, and send them to the course teachers. Although the feedback questions are
of general questions above at the beginning, in the following stages after the method's being successfully
implemented, the feedback forms may also be structured within a wide range of options, e.g. internet-based
instant score based quantitative evaluation scales applied at the end of the course by teachers regarding the
efficiency of each single lesson, or, the more detailed qualitative phenomenological scales supported by the
internet applications, e.g. google forms, mentimeter etc.
(4) Analyzing and evaluating the feedback
Quantitative data via google forms or similar internet applications is automatically viewed on the system with
the percentage and frequency, thus by means of which the teachers are able to see the score and make the
necessary self-evaluations. Nonetheless, the teachers need to make a SWOT analysis based on the qualitative
feedback to evaluate their own strengths and aspects to be improved. Depending on the qualitative feedback,
the participant course teachers will prepare a short report on their strengths and improvements to be shared
with his teammates. On the other hand, the content of this report, what feedback to be shared will be decided
only by the course teacher. The sharing at this point will be just on a voluntary basis, the participant course
teachers will not be forced to share on any subject by their teammates.
(5) Evaluating the feedback within the study teams.
The teams should have a joint meeting and share individual evaluations each other based on SWOT analysis
and reports prepared by the participant teachers. Teachers will be free to decide which points to share or
which to take care of themselves. Incoming electronic feedback should just be seen by the participant teacher,
and also should not be urged to share with other teammates unless the person requests. The working team will
conduct collaborative evaluations just on the points shared by the teacher. Therefore, confidentiality and trust
within the working team is crucially important. However, if demanded, the teachers may get help from their
teammates, evaluate feedback issues and develop common solutions for the problems. Furthermore, if
demanded by the teachers, the peer guidance (coaching) practices may be performed within the team,
problems may be observed to develop joint solutions. Additionally, the continuity is thought to be important
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for IRM’s effective results. The method should be considered as a long-term application rather than a time
limited application. It is also crucial to follow up whether the deficiencies, problems or expectations recognized
through feedback are resolved by testing them again with the similar methods in the future.
CONCLUSION and DISCUSSION
It was observed in the study that the studies on the RM in educational field both in the world and in Turkey are
mostly focused on improving the teachers' technological and digital skills, on the other hand, that the RM
applications which highlight the awareness of teachers around the expectations, thoughts and learning styles
of new generations through teachers' critical reflective evaluations are rather limited, and also a conceptual
gap is observed around this point. For that reason, to fulfill this conceptual gap around RM in the field of
education, the concept of instructional reverse mentoring (IRM) has been introduced in this study as a new RM
practice proposal in education with its application stages by comparing it with the existing examples of RM in
other fields.
When the adaptation of RM to the educational field considered, the interaction and replacement of an
experienced teacher with a novice teacher preliminary stands out and also some of the RM practices in the
field of education are concentrated at this point (Porras, Díaz & Nieves, 2018; Augustiniene & Ciuciulkiene,
2013; Taylor et al., 2013). However, there is a collegial bond between those teachers in such practices. On the
other hand, the IRM in this study differs from this common path, it focuses on the interaction of teachers and
students as two specific stakeholders of education, not between young and senior employees within collegial
relationships. Another subject area that educational RM studies focuses is mentor students’ helping to their
course teachers to update their technology and digital skills (Zauschner-Studnicka, 2017; Preston et al., 2015;
Beane-Katner, 2014; Peterson, 2012; Pelliccione & Dixon, 2009; Cotugna & Vickery, 1998). However, the IRM in
this study puts forward a new perspective for RM that goes beyond the interaction of sharing the digital
information between generations, and it aims to re-evaluate the teaching in the classroom through the
feedback of Z and Alpha generations with a holistic perspective.
Although the IRM has many common points with other RM practices in different fields, the study argues a
crucial need for a new RM design in the field of education due to its own unique dynamics. In a RM practice
conducted by Augustiniene & Ciuciulkiene (2013) for novice teachers revealed that the RM in education
differentiates from other sectors and indicates a number of unique features. For this reason, the concept of
IRM has been highlighted within the study as a new RM practice that aims to provide direct feedback to the
teachers around the instructional expectations, thoughts and learning styles of the new generation students.
The reverse mentoring practices around the field of education in Turkey are observed to be extremely limited
(BAU, 2020; Gündüz & Akşit, 2018), these studies as in many other sectors, focus on the interaction of the
senior managers with the younger generations, and through this, they aim to improve the digital skills of
seniors via internet and social media use. The fundamental philosophy of the Turkish Education system is based
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on the constructivism approach, which predicts students to freely express their feelings, thoughts and
expectations in a learning environment in a democratic structure (Dewey, 1944). From this point, it can be
argued that the practice of IRM in the study also overlaps with the objectives of the constructivism philosophy
in educational field, thus, it has the potential to contribute positively to the general goals of the education
system as well.
The RM is considered as an effective professional development practice still applied in many different fields
and has effective results in providing internet-based technological skills to senior employees, especially through
intergenerational communication and interaction (Porras et al, 2018; Callahan, 2017; Beane-Katner, 2014;
Augustiniene & Ciuciulkiene, 2013; Murphy, 2012; Meister & Willyerd, 2010; Mullen, 1999). For this reason, the
IRM proposed in the study will also likely to contribute to the professional development of teachers, and also
fulfill the functions such as communication, cooperation, solidarity and gaining common perspectives among
teachers. When advantages such as being more economical and student-oriented compared to the current CPD
practices considered, the IRM is likely to have high potential to serve as a new CPD method towards teachers.
However, the RM studies around the field of education in Turkey are observed to be extremely limited.
Furthermore, the IRM is also likely to increase the number of academic studies on RM as well.
RECOMMENDATIONS
When the results holistically evaluated, those suggestions below have been made in the current study:
- Academic studies, particularly the experimental studies, on RM in the educational field should be carried,
such as the limitations of RM, problems that may arise in the application dimensions, and the effects of RM on
students' leadership skills are the subjects that have not been studied yet in Turkey.
- IRM, as a new constructivist CPD approach as well as a personal development tool, should be introduced to
the Turkish education system by the ministry of education, furthermore, the teachers and school principals
should also be encouraged to implement the IRM systematically at schools.
- IRM should not be implemented as part of the supervision or evaluation process, it should be regarded as an
effective tool to support the personal and professional development of the school teachers.
ETHICAL TEXT
This study has been fulfilled in accordance to the journal writing rules, publication principles, ethical research
standards. The ethical committee approval for this study was given by Educational Sciences Ethics Committee,
Hatay Mustafa Kemal University (The date and number of the approval document is 12/08/2020-E.35794). All
the responsibilities belong to the author for any violations regarding the article.
Author(s) Contribution Rate: The author's contribution to this study is 100%.

134

IJOESS

International Journal of Eurasia Social Sciences Vol: 12, Issue: 43, 2021

REFERENCES
Adıgüzel, O., Batur, H. Z., Ekşili, N. (2014). Kuşakların Değişen Yüzü ve Y Kuşağı ile Ortaya Çıkan Yeni Çalışma
Tarzı: Mobil Yakalılar, Süleyman Demirel Üniversitesi Sosyal Bilimler Enstitüsü Dergisi, 1(19), 165-182
Aka, B. (2017). Kamu ve özel sektörde çalışan yöneticilerin kuşak farklılıkları ve örgütsel bağlılık düzeyleri
arasındaki ilişkinin incelenmesi: İzmir ilinde bir araştırma [Unpublished doctoral dissertation]. İzmir
Kâtip Çelebi University.
Akman, Y. ve Erdem, M. (1997). Eğitim Psikolojisi. Arkadaş Publication.
Aksakal, A. T. (2020, January). Önce Kendimizi Keşfediyoruz. Capital Dergisi, 1. https://www.akbank.com/trtr/PublishingImages/2020-Capital-Dergisi-Pinar-Anapa.pdf
Akşam

(2018,

January

19).

MAN

Türkiye’de

yöneticiler

yeni

nesilleri

dinledi,

Akşam.

https://www.aksam.com.tr/otomobil/man-turkiyede-yoneticiler-yeni-nesilleri-dinledi/haber-700074
Allen, T. D., & Finkelstein, L. M. (2003). Beyond mentoring: Alternative sources and functions of developmental
support. The Career Development Quarterly, 51(4), 346-355.
Allen, T. D., Day, R., & Lentz, E. (2005). The role of interpersonal comfort in mentoring relationships. Journal of
career Development, 31(3), 155-169.
Arar, T. (2016). Z Kuşağında Kariyer Geliştirmede Yetenek Yönetimi [Unpublished master’s thesis], Kırıkkale
University.
Arçelik

Global

(2020,

June

14).

Tersine

Mentorluk

(t.y.).

Arçelik

official

website.

https://www.arcelikglobal.com/tr/teknoloji/ar-ge/tersine-mentorluk/
Augustiniene, A., & Ciuciulkiene, N. (2013). Reverse mentoring as facilitating factor for the development of a
beginning teacher’s self-authorship process. Social Sciences, 81(3), 73-84.
Aydın, İ. (2005). Öğretimde denetim: Durum saptama, değerlendirme ve geliştirme. Pegem A Publication.
Aydoğan, E. & Delibaş, M. B. (2017). Ahilik Kurumu ve Örgütsel Vatandaşlık Davranışı. Üçüncü Sektör Sosyal
Ekonomi, 52(1), 1-18.
Aydoğan, E. & Uğurlu-Kara, A. (2017). Ahilikte Psikolojik Sermaye Davranışı. Bilig, 80, 217-237.
Baily, C. (2009). Reverse intergenerational learning: a missed opportunity? Ai & Society, 23(1), 111-115.
Balıkçı, U., (2017, September 20). Hibrit Kuşak ile Çatışma Çözümü. Harvard Business Review.
https://hbrturkiye.com/blog/hibrit-kusak-ile-catisma-cozumu
Bărbuceanu, C. D. (2019). Athena rising? Mentoring in higher education. Revista de Stiinte Politice, (62), 45-54.
BAU & Unilever (2020, June 25). Tersine Mentorluk (t.y.). Başakşehir Üniversitesi Kariyer Geliştirme Uygulama
ve Araştırma Merkezi. https://coop.bau.edu.tr/tersine-mentorluk/
Bayhan, V. (2016). Davranış Bilimleri. In M. Zencirkıran (Eds.), Gençlik ve Kuşaklar: Kuşaklara Göre Gençliğin
Değer ve Davranışları (p. 157).
Bayram, M. (1991). Ahi Evran ve Ahi Teşkilatı’nın Kuruluşu. Damla Printing.
Beane-Katner, L. (2014) Anchoring a Mentoring Network in a New Faculty Development Program. Mentoring &
Tutoring: Partnership in Learning, 22(2), 91-103, DOI:10.1080/13611267.2014.902558

135

IJOESS

International Journal of Eurasia Social Sciences Vol: 12, Issue: 43, 2021

Biss, J. L. & DuFrene, D. D. (2006). An examination of reverse mentoring in the workplace. Business Education
Digest,15, 30-41.
Bozkuş,

F.

(2016,

June

23).

Artık

gençler

CEO’lara

mentorluk

yapıyor!.

Ekonomist

Dergisi.

https://www.ekonomist.com.tr/yonetim-kariyer/artik-gencler-ceolara-mentorluk-yapiyor.html
Breck, B. M., Dennis, C. B., & Leedahl, S. N. (2018). Implementing reverse mentoring to address social isolation
among older adults. Journal of gerontological social work, 61(5), 513-525.
Brewer, A. M. (2016). Positive mentoring: Learning to shape and nurture talent and confidence. In Mentoring
from a positive psychology perspective (pp. 31-82). Springer, Cham.
Burdett, J. (2014). Reverse mentoring becomes a two-way street: Case study of a mentoring project for IT
competence. Development and Learning in Organizations: An International Journal, 28(3), 13-16.
Butler, T. & Chao, T. (2001). Partners for change: Students as effective technology mentors. Active Learning in
Higher Education, 2(2), 101-113.
Callahan, T. M. (2017). An Investigation of Providing Technology Professional Development to In-Service
Teachers through Reverse Mentorship: A Case Study. Pace University.
Capital (2014, June 6). Yeni tip mentor geliyor CEO'lar artık Y Kuşağı'ndan da destek alıyor. Capital.
https://www.capital.com.tr/yonetim/liderlik/yeni-tip-mentor-geliyor?sayfa=8
Carter, T. (2004). Recipe for growth. ABA Journal, 90, 85.
Chandler, D. E., & Kram, K. E. (2005). Applying an adult development perspective to developmental networks.
Career Development International, 10(6-7), 548-566.
Chaudhuri, S., & Ghosh, R. (2012). Reverse mentoring: A social exchange tool for keeping the boomers engaged
and millennials committed. Human resource development review, 11(1), 55-76.
Chen, Y. C. (2013). Effect of reverse mentoring on traditional mentoring functions. Leadership and
Management in Engineering, 13(3), 199-208.
Closser, S. R. (2000, March 10). Reverse mentoring bolsters tech abilities. Dallas Business Journal, 23(29). 38.
Cotugna, N., & Vickery, C. E. (1998). Reverse mentoring: A twist to teaching technology. Journal of the Academy
of Nutrition and Dietetics, 98(10), 1166.
Craig, C. J. (2001). A collaborative view of knowledge in a knowledge society: an international perspective.
International Journal of Value-Based Management, 14(1), 27-34.
DeAngelis, K. L. (2013). Reverse Mentoring at The Hartford: Cross-generational Transfer of Knowledge About
Social Media. Chestnut Hill, MA: Sloan Center on Aging & Work, Boston College, 1-17.
Değirmenci, B. (2018). Y Kuşağının Yaşam Tarzının Kariyer Değerleri Üzerindeki Rolü: Süleyman Demirel
Üniversitesi Araştırması [Unpublished master’s thesis]. Süleyman Demirel University.
Dereli, B., & Toruntay, H. (2015). Örgütlerde kuşakların iş değerleri, motivasyon ve mentorluk kavramlarına
dayalı yönetimi. İstanbul Ticaret Üniversitesi, Dış Ticaret Enstitüsü, Tartışma Metinleri. (03), 5.
Dewey, J. (1944). Democracy and education. New York: Free Press. (Orginal Press, 1916)
Digitalage (2018, April 5). Z kuşağından sonra hangi kuşak gelecek?. DigitalAge. https://digitalage.com.tr/zkusagindan-sonra-hangi-kusak-gelecek/

136

IJOESS

International Journal of Eurasia Social Sciences Vol: 12, Issue: 43, 2021

Doğuş (2020, June 27). İnsan Kaynakları, Doğuş Otomotiv 2019 Faaliyet Raporu. Doğuş Otomotiv Official
Website. http://www.dogusotomotiv.com.tr/faaliyet-raporu-2019/insankaynaklari.html
Dumas, F. (2020, August 26). Z Kuşağından Sonra Onlar Gelecek: 9 Maddede Alfa Kuşağı. CEOtudent Gündem.
https://ceotudent.com/z-kusagindan-sonra-onlar-gelecek-9-maddede-alfa-kusagi
Eczacıbaşı (2020, June 14). Eczacıbaşı İlaç Pazarlama İnsan Kaynakları Uygulamaları. Eczacıbaşı Official
Website. https://www.eczacibasiilac.com.tr/kariyer
Elmore, T. (2015). Drive Business Forward Reverse Mentoring. Chief Learning Officer, 14(9), 36-39.
Erden-Ayhün, S. (2013). Kuşaklar arasındaki farklılıklar ve örgütsel yansımaları, Muğla Sıtkı Koçman Üniversitesi
İktisadi ve İdari Bilimler Fakültesi Ekonomi ve Yönetim Araştırmaları Dergisi, 2(1): 93-112.
Erdoğan, Y. (2019, January 30). 4 Kuşaklı dönüşüm İK’cıların yeni gündemi “4 kuşaklı” yönetim. Capital.
https://www.capital.com.tr/yonetim/insan-kaynaklari/4-kusakli-donusum
Ergün, M., & Özsüer, S. (2006). Vygotsky’nin yeniden değerlendirilmesi. Afyon Karahisar Üniversitesi Sosyal
Bilimler Dergisi, 2, 269-292.
Erşahin, E. İ (2012, February 7). Lalalık, Ustalık, Mentorluk ve Koçluk. İktisadi Dayanışma News Agency.
http://www.iktisadidayanisma.com/Lalalik-Ustalik-Mentorluk-ve-Kocluk/Yazi/d5c42eb8-69b4-4794b826-b0df39664b8b.aspx
Genç, A. G. B. (2004). The Nature of Reflective Thinking and Its Implications for in service Teacher Education.
Çukurova Üniversitesi Sosyal Bilimler Enstitüsü Dergisi, 13(1).
Gibson, D. E., & Barron, L. A. (2008). Exploring the impact of role models on older employees. Career
Development

International,

8,

198–209.

https://digitalcommons.fairfield.edu/business-

facultypubs/192
Gilson, L. L., & Goldberg, C. B. (2015). Editors’ comment: so, what is a conceptual paper?. Group & Organization
Management, 40(2) 127–130. https://journals.sagepub.com/doi/pdf/10.1177/1059601115576425
Göksel, A., Güneş, G. (2017). Kuşaklar Arası Farklılaşma: X ve Y Kuşağının Örgütsel Sessizlik Davranışı
Bağlamında Analizi. Gazi Üniversitesi İktisadi ve İdari Bilimler Dergisi, 19(3), 807-828.
Gönen, E. D. (2011) “Geleceğin İş Dünyası Nasıl Olacak?”, Platin Aylık Ekonomi Dergisi, 13.
Gonzales, C. L., & Thompson, V. (1998). Reciprocal mentoring in technology use: Reflecting with a literacy
educator. Journal of Information technology for teacher Education, 7(2), 163-178.
Goodley, C. (2018). Reflecting on being an effective teacher in an age of measurement. Reflective Practices, 19,
167-178.
Greengard, S. (2002). Moving forward with reverse mentoring. Workforce, 81(3), 15.
Güğerçin, U., (2018). Mentorluktan Ters Mentorluğe. Akademisyen Publication.
Gündüz, Ş., Akşit, B. (2018). Üniversitelerde Öğrenci-Rektör Ters Mentorlüğü: Maltepe Üniversitesi Örneği,
Yükseköğretim Dergisi, 8(3), 346–356.
Harrison, R. L. (2009). The Great Generational Divide: Training and Development for the Multigenerational
Workforce. Journal of Contract Management, Summer, 51-60.
Harvey, M., & Buckley, M. R. (2002). Assessing the “conventional wisdoms” of management for the 21st
century organization. Organizational Dynamics, 30, 368–378.

137

IJOESS

International Journal of Eurasia Social Sciences Vol: 12, Issue: 43, 2021

Harvey, M., McIntyre, N., Thompson Heames, J., & Moeller, M. (2009). Mentoring global female managers in
the global marketplace: Traditional, reverse, and reciprocal mentoring. The International Journal of
Human Resource Management, 20(6), 1344-1361.
Hatton, N., & Smith, D. (1995). Reflection in teacher education: Towards definition and implementation.
Teaching and teacher education, 11(1), 33-49.
Hays, B. A. and Swanson D. J. (2011). Prevalence and Success of Reverse Mentoring in Public Relations. Public
Relations Journal. 5(4).
Hellmich, N. (2014, Jan. 25). Digital device use leads to eye strain, even in kids. USA Today.
https://www.usatoday.com/story/news/nation/2014/01/25/digital-eye-strain/4491611/
HRdergi (2015). Total’de tersine mentorluk için kollar sıvandı, kravatlar atıldı, nesiller arası köprü kuruldu. İnsan
Kaynakları ve Yönetim Dergisi, HRdergi, April. https://hrdergi.com/total-de-tersine-mentorluk-icinkollar-sivandi-kravatlar-atildi-nesiller-arasi-kopru-kuruldu
HRdergi (2017). “Başarının tanımı: ‘Great Place to Work’u ben yaratacağım’ diyen çalışanlara sahip olmaktır’’.
İnsan Kaynakları ve Yönetim Dergisi, HRdergi, July. https://hrdergi.com/basarinin-tanimi-great-placeto-work-u-ben-yaratacagim-diyen-calisanlara-sahip-olmaktir
Hürriyet

(2019,

February

8).

Mercedes-Benz

Türk'ten

Tersine

Mentorluk

programı.

Hürriyet.

https://www.hurriyet.com.tr/teknoloji/mercedes-benz-turkten-tersine-mentorluk-programi-41109757
İHA (2018, April 27). Türkiye'nin ilk “Tersine Mentorluk Zirvesi” gerçekleşti, İHA. https://www.iha.com.tr/haberturkiyenin-ilk-tersine-mentorluk-zirvesi-gerceklesti-723454/
Jay, J. K., & Johnson, K. L. (2002). Capturing complexity: A typology of reflective practice for teacher education.
Teaching and Teacher Education, 18(1), 73-85.
Kadılar,

R.

(2017,

April

9).

Tersine

Mentorluk.

Rıza

Kadılar

Personal

Website.

https://www.rizakadilar.net/tersine-mentorluk/
Keleş, H. N. (2011). Y kuşağı çalışanlarının motivasyon profillerinin belirlenmesine yönelik bir araştırma.
Organizasyon ve Yönetim Bilimleri Dergisi, 3(2), 129-139.
Keleş-Tayşir, N., & Ülgen, B. (2017). " Reverse Mentoring" Designs of Banking Sector in Turkey. Journal of
Administrative Sciences/Yonetim Bilimleri Dergisi, 15(29).
Kişi, N. (2018). Yenilikçi Bir Mentorluk Yaklaşımı: Tersine Mentorluk. The Journal of International Scientific
Researches, 3(3), 205-213.
Kocabaş, İ., & Yirci, R. (2011). Öğretmen ve yönetici yetiştirmede mentorluk: Mentorluğun eğitimde kullanılması.
Anı Publication.
Köknel, Ö., Özuğurlu, K. & Aytar-Bahadır, G. (1993). Davranış Bilimleri. Ruh Bilim. Yaylım Printing
Korkmaz, İ. (2018). Sosyal Öğrenme Kuramı. In Yeşilyaprak, B. (Eds.), Eğitim Psikolojisi Gelişim-ÖğrenmeÖğretim. Pegem Akademy Publication.
Küpeli,

Ç.

(2019,

January

9).

Kurumsal

Çalışanların

“Yakınsal

Gelişim

Alanı”.

Türkçe

https://medium.com/t%C3%BCrkiye/kurumsal-%C3%A7al%C4%B1%C5%9Fanlar%C4%B1nyak%C4%B1nsal-geli%C5%9Fim-alan%C4%B1-e0e551a7c6c5

138

Yayın.

IJOESS

International Journal of Eurasia Social Sciences Vol: 12, Issue: 43, 2021

Kuyucu, M. (2014). Y Kuşağı ve Facebook: Y Kuşağının Facebook Kullanım Alışkanlıkları Üzerine Bir İnceleme,
Elektronik Sosyal Bilimler Dergisi, 1 (49): 55-83
LaMotte, S. (2019, November 4). MRIs show screen time linked to lower brain development in preschoolers.
CNN.https://edition.cnn.com/2019/11/04/health/screen-time-lower-brain-developmentpreschoolers-wellness/index.html
Leh, A. S. C. (2005). Lessons Learned from the Service Learning and Reverse Mentoring in Faculty Development:
A Case Study in Technology Training. Journal of Technologyand Teacher Education, 13(1), 25–41.
Lloyd, R. (2020, Sept. 14). What Is It That Keeps Most Little Kids From Getting Covid-19? The Newyork Times.
https://www.nytimes.com/2020/07/20/parenting/coronavirus-children-spread-covid-19.html
Lundman, E. (2020). Developing Finnish Figure Skating Association educational activities through knowledge
development [Unpublished master’s thesis]. Haaga-Helia University.
McCoy, R. C. (2015). Ethical Diversity in Strategic Communications: The Hiring, Training, and Mentoring of
Millennial

Minorities

[Unpublished

master’s

thesis].

West

Virginia

University.

https://researchrepository.wvu.edu/etd/6195
McCrindle, M. (2014). The ABC of XYZ: Understanding the global generations. The ABC of XYZ. McCrindle
Research Pty Ltd.
McCrindle,

M.

(2020,

June

14).

Gen

“Z”

and

Gen

“Alpha”

Infographic

Update.

McCrindle,

https://mccrindle.com.au/insights/blogarchive/gen-z-and-gen-alpha-infographic-update/
Meister, J. C., & Willyerd, K. (2010). Mentoring millennials. Harvard business review, 88(5), 68.
Milliyet

(2014,

April

2).

Danone’de

gençler

yöneticilerine

mentorluk

yapıyor.

Milliyet.

https://www.milliyet.com.tr/kariyer/danone-de-gencler-yoneticilerine-mentorluk-yapiyor-1861110
Milliyet

(2016,

November

14).

`Tersine

Mentorluk`

iki

altın

ödül

kazandırdı.

Milliyet.

https://uzmanpara.milliyet.com.tr/haber-detay/gundem2/tersine-mentorluk-iki-altin-odulkazandirdi/58000/58907/
Milliyet (2018, December 31). Turkcell'in genç çalışanları yeni neslin dünyasını yöneticilerine anlatıyor. Milliyet.
https://uzmanpara.milliyet.com.tr/kap-haberi/basin-bulteni-turkcellin-genc-calisanlari-yeni-neslindunyasini-yoneticilerine-anlatiyor/1246183/
Montana, P. J., & Petit, F. (2008). Motivating and managing generation x and y on the job while preparing for z:
A market oriented approach. Journal of Business & Economics Research (JBER), 6(8).
Morris, L. V. (2017). Reverse mentoring: untapped resource in the academy? Innovative Higher Education,
42(4), 285-287.
Mullen, C. A. (2011). The paradox of change in public schooling and education leadership. In F. W. English (Ed.),
The Sage handbook of educational leadership: Advances in theory, research, and practice (2nd ed., pp.
69-80). London: Sage.
Mullen, C. A. (2017). Critical issues on democracy and mentoring in education: A debate in the literature. The
SAGE handbook of mentoring, 34-51.
Mullen, C. A., & Lick, D. W. (Eds.). (1999). New directions in mentoring: Creating a culture of synergy.
Psychology Press.

139

IJOESS

International Journal of Eurasia Social Sciences Vol: 12, Issue: 43, 2021

Murphy, W. M. (2012). Reverse mentoring at Work: Fostering Crossgenerational Learning and Developing
Millennial Leaders. Human Resource Management, 51(4), 549-574.
Nagy, Á., & Kölcsey, A. (2017). Generation Alpha: marketing or science. Acta Educationis Generalis, 7(1), 107115. https://doi.org/10.1515/atd-2017-0007
National Post (2019, July 30). Why everybody is suddenly allergic to everything. National Post.
https://nationalpost.com/health/why-everybody-is-suddenly-allergic-to-everything
Özdemir, S. (2016). Tersine Hamilik (Mentorluk) ile İlgili Bir İnceleme: Araştırma Görevlileri Örnek Olayı
[Unpublished master’s thesis], Sakarya University.
Pelliccione, L., & Dixon, K. (2009). Building sustainable learning spaces with industry partners through
reciprocal mentoring. In Same Places, Different Spaces. Proceedings ASCILITE Conference 2009 (pp.
758-767). Auckland University of Technology ASCILITE.
Peterson, M. J. (2012). Switching roles: an investigation into the use of reverse-mentoring by students to
encourage teachers' uptake of ICT in their pedagogical approach [Unpublished Doctoral Dissertation],
Curtin University.
Pharma Turkey (2020). AstraZeneca’ya özel “tersine mentorluk programı”: AstraZeneca Y kuşağı ile geleceğe
hazır. Pharma Turkey, April. 22. https://www.yumpu.com/tr/document/read/63098851/pharmaturkey-march-april-2020
Pollard, A. & Tann, S. (1995). Reflective teaching in the primary school. Redwood Books.
Porras, N. I., Díaz, L. S., & Nieves, M. M. (2018). Reverse mentoring and peer coaching as professional
development strategies. Colombian Applied Linguistics Journal, 20(2), 169-183.
Preston, J. P., Wiebe, S., Gabriel, M., McAuley, A., Campbell, B., & MacDonald, R. (2015). Benefits and
challenges of technology in high schools: A voice from educational leaders with a Freire echo.
Interchange, 46(2), 169-185.
Ragins, B. R., & Cotton, J. L. (1999). Mentor functions and outcomes: A comparison of men and women in
formal and informal mentoring relationships. Journal of applied psychology, 84(4), 529.
Reeves, T.C., & Oh, E. (2008). Generational differences, generational differences. handbook of research on
educational communication and technology. Resource Management, 20, 1344–1361.
Religious Landscape (2017, April 5). The Changing Global Religious Landscape. Demographic Study, Pew
Research Center. https://www.pewforum.org/2017/04/05/the-changing-global-religious-landscape/
Rhodes, C. ve Beneicke, S. (2002). Coaching, Mentoring and Peer-networking: Challenges for the Management
of Teacher Professional Development in Schools. Journal of In-Service Education, 28(2), 297–309.
Roberson, Q.M., and Park H.J. (2007). Examining the Link Between Diversity and Firm Performanca-the Effects
of Diversity Reputation and leader Racial Diversity. Group Organization Management, 32(5), 548-568.
Rogler, L. H. (2002). Historical generations and psychology: The case of the Great Depression and World War II.
American psychologist, 57(12).
Ryan, J., & Scott, A. (2008). Integrating technology into teacher education: How online discussion can be used
to develop informed and critical literacy teachers. Teaching and Teacher Education, 24(6), 1635-1644.

140

IJOESS
SAB

Forum

International Journal of Eurasia Social Sciences Vol: 12, Issue: 43, 2021

(2015).

Mentorluk

Tersine

Döndü!.

SAB

Forum

Dergisi,

14:

36-39.

https://issuu.com/konakmedya/docs/sap_forum_s14_tumdergi_web
Schofield, C. P., & Honoré, S. (2009). Generation Y and learning. Designing high-impact learning: Translating
research into practice. The Ashridge Journal, Winter. www.ashridge.org.uk/360
Senemoğlu, N. (1998). Gelişim, Öğrenme, Öğretim. Özsen Publication.
Shell

(2020,

June

20).

Shell

X-MILE

Tersine

Mentorluk

Programı

(t.y.).

Youthall.

https://www.youthall.com/Shell/x-mile-tersine-mentorluk-programi_4/?hl=tr
Stechyson, N. (2019, November ). What Is Generation Alpha? Everything To Know About The Kids Of Millennials
They're here, they're highly educated, and they're going to run the damn world. Huffpost.
https://www.huffingtonpost.ca/entry/what-is-generation-alpha_ca_5dde809ae4b0913e6f7719c8
Sterbenz, C. (2015, December 6). Here's who comes after Generation Z - and they'll be the most transformative
age group ever. Businessinsider. https://www.businessinsider.com/generation-alpha-2014-7-2
Strauss, V. (2020, March 27). 1.5 billion children around globe affected by school closure. What countries are
doing

to

keep

kids

learning

during

pandemic.

The

Washington

Post.

https://www.washingtonpost.com/education/2020/03/26/nearly-14-billion-children-around-globeare-out-school-heres-what-countries-are-doing-keep-kids-learning-during-pandemic/
Sullivan, S., ve Glanz, J. (2000). Alternative approaches to supervision: Cases from the field. Journal of
Curriculum and Supervision, 15(3), 212–235.
Taş, H. Y., Demirdöğmez, M., Küçükoğlu, M. (2017). Geleceğimiz Olan Z Kuşağının Çalışma Hayatına Muhtemel
Etkileri. Uluslararası Toplum Araştırmaları Dergisi, 7(13), 1031-1048.
Taş, Y. H., & Kaçar, S. X. (2019). Y ve Z kuşağı çalışanlarının yönetim tarzları ve bir işletme örneği. Uluslararası
Toplum Araştırmaları Dergisi / International Journal of Society Researches, 18(11), 643-675.
Taşdan, M. (2008). Çağdaş eğitim denetiminde meslektaş yardımlaşması. Ankara Üniversitesi Eğitim Bilimleri
Fakültesi Dergisi, 41(1), 69–92.
Taylor, J. S., Faghri, S., Aggarwal, N., Zeller, K., Dollase, R., & Reis, S. P. (2013). Developing a peer-mentor
program for medical students. Teaching and learning in medicine 25(1), 97-102.
Tempest, S. (2003). Intergenerational learning: A reciprocal knowledge development process that challenges
the language of learning. Management learning, 34(2), 181-200.
Terzi, E., Boylu, Y. (2019) Türkiye ve Dünya’da Tersine Mentorluk: Kuşaklar Bazında Farklılaşan İş Değerleri ve
Gençlerin İşten Ayrılma Niyeti Açısından Bir İnceleme. İşletme Araştırmaları Dergisi, 11(4), 3283-3322.
Thomas, S., & Packer, D. S. (2013). A Reflective Teaching Road Map for Pre-service and Novice Early Childhood
Educators. International Journal of Early Childhood Special Education, 5(1).
Towns, J. (2006). Reverse mentoring: What my students taught me. Xulon Press.
Turban, D. B., & Dougherty, T. W. (1994). Role of protégé personality in receipt of mentoring and career
success. Academy of Management journal, 37(3), 688-702.
Türk, A. (2013) Y Kuşağı. Kafekültür Publication.
Twenge, J. M. (2013). The evidence for generation me and against generation we. Emerging Adulthood, 1(1),
11-16.

141

IJOESS

International Journal of Eurasia Social Sciences Vol: 12, Issue: 43, 2021

Twenge, J. M., Campbell, S. M., Hoffman, B. J., & Lance, C. E. (2010). Generational differences in work values:
Leisure and extrinsic values increasing, social and intrinsic values decreasing. Journal of Management,
36, 1117–1142.
Twenge, J.M. (2013). Ben nesli. Translation by Öztürk, E. Kaknüs Publications.
Ünal, M. (2017). Y ve Z Kuşaklarının Yönetimi. Beta Publication.
Van de Ven, A. H. (1989). Nothing is quite so practical as a good theory. Academy of management Review,
14(4), 486-489.
Vardar, T., (2015, September 3), İşyerinde Farklı Kuşakları Yönetmenin Yolu Mentorluktan Geçiyor, HBR Dergisi,
https://hbrturkiye.com/blog/isyerinde-farkli-kusaklari-yonetmenin-yolu-mentorluktan-geciyor
Vatansever, Ç. ve Çalışkan, S., (2015) İnsan Kaynakları Yönetimi’nde Cesur Bir Uygulama: “Genç” Mentorluk
[Conference presentation abstract]. 3. Ulusal Yönetim ve Organizasyon Kongresi, Muğla, 555.
Whetten, D. A. (1989). What constitutes a theoretical contribution? Academy of management review, 14(4),
490-495.
Williams, A. (September 19, 2015). "Meet Alpha: The Next 'Next Generation'". Fashion. The New York Times.
https://www.nytimes.com/2015/09/19/fashion/meet-alpha-the-next-next-generation.html
Yalçın, M. (2020). Yetenek yönetiminde kuşaklar ve iş tatmini. Iksad Publications.
Yıldız Holding (2020, June 27). Yıldız Holding’de Usta & Çırak Buluşmaları Başladı (t.y.). Yıldız Holding.
https://www.yildizholding.com.tr/basinda-biz/yildiz-holding-de-usta-cirak-bulusmalari-basladi/
Zahid, M., & Khanam, A. (2019). Effect of Reflective Teaching Practices on the Performance of Prospective
Teachers. Turkish Online Journal of Educational Technology-TOJET, 18(1), 32-43.
Zauschner-Studnicka, S. (2017). A model for reverse-mentoring in education. International Journal of Social,
Behavioral, Educational, Economic, Business and Industrial Engineering, 11(3), 546-553.
Zembytska, M. (2015). Supporting novice teachers through mentoring and induction in the United States.
Comparative Professional Pedagogy, 5(1), 105-111.

142

