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Objective: To obtain a comprehensive understanding of the mentorship programs in Aga
Khan University Medical College (AKU-MC) and Aga Khan University School of Nursing
and Midwifery (AKU-SONAM) by the framework of Program Inputs, activities, followed
by triangulation of results. Design: Exploratory study Setting: AKU-MC and AKU-
SONAMParticipants: mentors, mentees, administrators, and leadership from both entities
of the university.Data collection comprised of in-depth interviews (IDIs) focus group
discussions (FGDs with administrators and leadership Primary outcome: Comprehensive
understanding of the mentorship programs in AKU-MC and AKU-SONAM by the framework
of Program Inputs, activities, followed by triangulation of results. Data collection comprised
of in-depth interviews (IDIs) focus group discussions (FGDs). Triangulation was applied at
the level of entities in i) data collection methods; FGD, and document review, ii) participants;
mentors, mentees, administrators and leadership, iii) response from investigators; researcher
and supervisory team to enhance the rigor of the study. Results: All the participants from
both entities agreed that mentorship programs transferred knowledge and skills, enhanced
relationships and facilitated networking. A work-driven and Dyad mentorship model was
accredited by mentors, mentees, at AKU-MC and AKU-SONAM respectively. Mentorship
committees from both entities oversaw mentor and mentee enrolments, matching, and
monitoring of activities The constancy of mentor-mentee meeting frequency, and lack of a
structured feedback mechanism were identified as challenges. The significance of recognition,
rewards, opportunities for higher qualifications and institutional recognition was suggested
by all participants. All Mentors and mentees recommended departmental collaborations
and networking for meaningful outcomes.Conclusion: The exploration of context of both
mentorship programs revealed that financial and logistic resources of both programs need
to be amplified. Mentees were given a choice for selection of mentors for pairing however
monitoring of activities may be overcome by selecting appropriate mentors and mentees,
practical matching for work relationships, and monitoring successful outcome.
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INTRODUCTION

There is a need of faculty mentorship to develop the
academic professionals and faculty mentors '. Mentoring
offers distinctive advantages to mentors, mentees, and the
organization; boosting the research productivity ,scholarly
activities and increasing faculty retention *°. The mentorship
program at AKU-School of Nursing and Midwifery (AKU-
SONAM) was inaugurated in 2002 for guidance and
supervision of freshly employed nursing faculty in education,
research, administration and professional leadership. The
program was managed by the mentorship committee at
AKU-SONAM aimed to create a supportive and encouraging
environment and positive relationship between the junior
and senior faculty members. All the appointed faculty was
enrolled in the program and paired with the senior nurses in
respective fields of education, research and administration
(data in publication).

Faculty Mentorship Forum (FMF) at AKU Medical College
(AKU-MC) was initiated in 2019 to provide mentorship
opportunities to junior and new faculty for their professional
growth and development*°.

The Karcher framework aims to assess the mentoring
programs with reference to its input, structure, and outcomes.
Inputs signify all the constituents in the mentoring programs
like mentors, mentees, program operators, documents and list
of trainings etc. Activities represent the tangible expressions
of the content discussed, encompassing developmental and
instrumental activities, along with various relationship styles.
Outcomes refer to the behaviors, attitudes, skills, or products
that emerge as a result of these activities.’. Constraints in
this context denote the processes or resources that can
either facilitate or impede the effectiveness of program
activities in attaining desired outcomes. The incorporation
of acknowledged constraints into research models has
revealed correlations among socioeconomic status, mentor
training, mentee risk level, and assorted variables. This has
underscored distinctions in the efficacy of activities specific
to the program. °.

The objective of the study is to analyse mentorship programs
at AKU (AKU-MC and AKU-SONAM) by the framework
of input, activities and outcomes of mentoring programs for
faculty development and triangulate the acquired data for a
meaningful outcome.

MATERIALS AND METHODS

It was an exploratory study conducted in 2021 after ethical
approval from ‘the Aga Khan University, Karachi: (2021-
6127-17832)’. Purposive sampling technique was used to
invite mentors, mentees, administrators, and leadership
from both AKU-MC and AKU-SONAM. Faculty members
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who have acted as mentors for at least one year in any faculty
mentorship program with at least two sessions with mentees
qualified for the study. Senior instructors and Assistant
Professors of faculty mentorship programs who had
participated as a minimum for two feedback sessions with
mentors were included as mentees. Administrators: chairs,
co-chairs, and coordinators of the mentoring program (at
least one-year experience in the mentorship programs)
were also part of the study. Deans of entities represented the
leadership (2 from AKU-MC and 1 from AKU-SONAM).
Faculty members who were unwilling to participate or
were not available on the interview dates were excluded
from the study. A total of 17 individuals from AKU-MC (6
administrators, 2 leaders, 4 mentors, and 5 mentees) and 7
from AKU-SONAM (2 administrators, 1 leader, 2 mentors,
and 2 mentees) were recruited as participants. We conducted
eleven in-depth interviews (IDIs) with administrators and
leadership, (8-AKU-MC and 3 at AKU-SONAM), 6 focus
group discussions (FGDs); 4 at AKU-MC, [2 for mentors (2
participants) and 2 for mentees (with 2 and 3 participants)].
Two Focus Group Discussions (FGDs) were carried out
at AKU-SONAM, one involving mentors and another
involving mentees, each session comprising two participants.
As qualitative studies typically prioritize in-depth insights
over generalizability, data collection was concluded when
responses became repetitive. Data was analyzed by manual
method and with the help of NVivo software. The codes
were merged, to form sub-categories categories and themes
represented in Figure 1
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Figure 1: Themes AKU MC and AKU SONAM



During data analysis, triangulation was done at different
levels; data collection methods; IDI, FGD and document

review. The results of IDI and FGD from both entities were I, Developmentor 1+ Comestion U eaniion rom.

triangulated with documented guidelines, expectation meniondin e

and program goals, minutes of meetings, manuals of the T e T ol s

program, emails of correspondence with mentors and Comdne Giipinta cror ;E;S]}ydr;mce
rewards

mentees, criteria for mentor-mentee matching and checklists
of each entity individually. The findings from the interviews
were also compared with the document review of questions
asked from mentors and mentees; “Pre-intervention
Probe Forms” °. In addition to that triangulation of study
participants; leadership, administrators, mentors, and
mentees, investigator triangulation (researcher with both
supervisors) and triangulation of entities was implemented RESULTS

to bolster and reinforce the overall validity of the study,

credibility and generate a more in-depth understanding ofa  We followed the conceptual model of mentorship ¢ after

Figure 2: Comparison of categories in both entities

research problem, to add to the rigor of the study. triangulation of data obtained from different entities, study
This stratification of categories in themes of both entities was ~ participants, data sources and understanding of researchers
on the basis of derived themes Figure 2: observations.
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Figure 3: Conceptual model of Mentorship
The results are categorized under three main headings: Program Inputs, activities and outcomes. The verbatims of participants

with reference to the frame
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Table 1: Participants Verbatim with reference to the Framework.

Table 1: Triangulation of illustrative quotes from study participants; mentors, mentees, administrators from both

“As a long time, mentor, I believe that mentees should take
ownership of their learning and growth. While collaboration is
important, mentees take a crucial role in seeking support for career
development. I appreciate mentees who take initiative in this two-
way learning process facilitated by the mentorship committee”

entities

AKU SONAM AKU-MC

1. Input

Mentor and Mentee responsibility

Mentor Administrator

“The list of mentors is reviewed every two years; some pro-
grams use a website for student-faculty matches. If mentees
are dissatisfied, they have the option to request a change”
(IDI-03, administrator).

“The research office is trying to enhance research literacy
with support of mentors, mentees, and alumni. The office
provides mentorship and guidance to all faculty members
through the senior leadership forum”

Selection of Mentors

Administrator

“The mentorship committee at SONAM has developed a faculty
mentor pool with the consent of mentors. The list is available with
the administrators and mentees can choose mentors from their
specialty (research, teaching, or clinicals). After selection, mentees
have a four to six-week probationary period to establish rapport,
learn details, and understand policies.”

Organizational environment and social support

Leadership

In informal mentoring social support from peers and faculty
played an important role. When I joined, I wasn’t assigned a formal
mentor, however the senior faculty provided full support. I ac-
knowledge the social support from peers. and AKU-SONAM gives
significant emphasis on support and informal guidance consider-
able work has been done in the past”

Administrator

“The mentorship program is still in formative stage and
hasn't yet assumed its full potential With The emphasis that
there should be no forced mentor/mentee pairing Instead It
should be voluntary. Forced marriages are usually not con-
sidered to be very successful. Moreover, the younger faculty
should also be invited to be part of mentorship program”.

Mentee

“I think a good mentee should make efforts to stay in touch
with their mentor especially when the mentor is extremely
busy and not available on emails.

A mentees role, is crucial to for sustainability of mentor
mentee relationship”

Structured Feedback

Administrator

“The performance in clinical and academics is currently being
assessed in a semi structured way. To have structured feedback, the
guidelines, flow, or process should be available in writing”

Mentor

Its success is evident when the mentee acknowledges and
feels a sense of accomplishment, especially when proud of
their achievements. That’s in my mind a success because
this is a bunch of intangibles. As a mentor, I oversee many
students, and the administration facilitates our connection
through email. We have periodic meetings, and feedback
forms are sent for our input every quarter or six months.
Feedback is taken from both. I feel pretty much connected
with the committee as they listen to your experiences of the
mentoring program”

12




2. Mentoring Activities

Mentoring Model

Mentor

“Keeping in mind the protected time required for mentor mentee
meetings, we propose a work driven mentorship model. In this,
space sharing replaces the need of formal meetings or feedback
facilitating collaborative working, co-ordination, and continuous
feedback. I think this is a more sustainable solution

We used to do the pairing. But if anyone is unhappy or unsatis-
fied with it, (this was not until the third year) they can request to
change their mentors. So, we used to do it. Ideally, there should
be an ability for students to select mentors.

Match and pair old and senior faculties.

Mentor mentee Matching

Leadership

“We maintain a mentor list with eligibility criteria, requiring more
than 2 years of experience and an associate professor or senior
level position, pairing considers specialty and after 4-6 weeks of
probation period we have informal feedback from the mentees
which is verified by the preceptors/mentors as they reflect on their
experiences. This guides both mentors and mentees in the right
direction and fosters a connection with the relevant entity”.

“Literature supports formal pairing with choice which is what we
follow as well. We have had a mentor’s pool on the AKU website
for a year. When mentees agree we ask them to select three men-
tors from the pool. Then we pair the mentees with the mentors”

Role Model

Administrator

“The importance of role modelling is a difficult question. Strong
role modelling of the mentor is very important as the mentee is
learning and replicating the actions of the mentor. The behavior
of mentor is very important. Role modelling is more important in
mentoring a faculty since you are preparing someone, who in turn
will take a leadership role”

Mentor

“I remember my mentor would never leave the lecture hall before
erasing the whiteboard / chalkboard for the next person. This
small gesture sets a path. There is so much to learn from role
modelling for young students”

Mentorship to Seniors

Leadership

“At present the committee is dedicated to work for the novice but
it should be facilitated for senior faculty as well. We warmly wel-
come new faculty, give them a checklist but what about those who
are already seniors. I think that we need to look at how to develop
some good mentorship programs for the senior level”

Mentorship of senior faculty by international mentors is next in
line.

Exchange of ideas

Leadership

“Being AKU graduates, we have good resources of internal men-
tors however we need external mentors for to get a broader per-
spective The status is the research mentorship in Queen Elizabeth
scholarship program ...Similarly, for the past 15 years we have
research mentorship with external collaborators. I have learnt from
my mentors that every faculty, at every level, should have a mentor
which can be internal or external. For example, I have mentorship
from academicians, educationist, and researcher separately. This is
how we can get mentorship components as per our need from

different avenues”.

Mentor

“If we can have an exchange of mentors, between SONAM, med-
ical college, DED and IED which is likely to happen in future we
can select a mentor from another entity as per our needs. At this
time, I am sharing a bigger picture which can fulfil our goal and

make a big dream come true”

Rewards, Recognition, Motivation & Appreciation
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Mentee

“Appreciation may include incentives, higher education opportuni-
ties, performance appraisals, international workshop participation,
leadership roles, and mentorship awards.

Leadership: “dissemination of successful mentorship achievements
through departmental and university newsletters should be
encouraged”.

Mentor

“Another step is the introduction of the mentorship award will
recognize work in this capacity”

Mentor

“The mentorship program extends beyond seeking guidance

for academic promotion; it serves as a platform for mentors to
groom faculty through role modeling. Incentives and administra-
tive support should be provided for both mentors and mentees.

“Administrator recognition can include a letter of appreciation,
annual evaluation, recognition for outstanding job and promo-
tions.

Mentor

“Mentorship is a two-way process, and it is a win-win situation
for both mentors and mentees”

Administrator

“The program can gain recognition by organizing awareness
sessions, disseminating success stories, recognizing mentors
in faculty assemblies Support group can help in coordination
of activities. There should be university culture of awards and
recognition”

Mentor

“Breakfast/ tea meetings of new and old mentors at regular
intervals can provide a forum to share experiences. so that new
mentors may learn the traits of a previous role model”

3. Outcome

Trustworthy Relationship

Mentor

“Monetary label should not be associated with mentorship, as it
may attract people for wrong reasons. A trustworthy relationship
will promote personal and professional development. The essence
is a trusted mentor-mentee relationship which cannot be weighed
with finance. (FGD-02 P-01)

Research and Development

Administrator

“Research mentorship hasn’t begun, but we have a research forum
promoting literacy with different leads focusing on themes like
maternal and new-born health, adolescent health, mental health,
and geriatric palliative care, so that people align themselves within
the respective theme. I am hiring an alumni to dedicate 20% of
her time to research” Mentorship is provided through the senior
leadership forum in the research office.

Mentor

“I think workshops and formal training opportunities should
be introduced for capacity building program of mentors and
mentees”

Collaboration and Networking

Administrative mentor

“Mentorship should not be limited to a particular entity or a task
So,

I think that we should have collaboration of AKU-SONAM with
AKU-MC, department for educational development (DED) and
the Institute of Educational Development (IED) at AKU. We can
formulate a mentorship committee with representatives from each
entity who meet at regular intervals. and brief one another on

recent advancements done to uplift the program”.

Mentor

“I mentor many students and administration facilitates our
connection via emails. After the initial meeting, we have regular
quarterly or six-monthly meetings. The administration regularly
seeks our feedback to understand our experiences with the men-
torship program”

14




Mentor

“It is the responsibility of administration to formalize the liaison
and documentation of the process. Request for a desk and office
bearer has been proposed”

Skill Development

Mentor

Without defined outcome measures, assessing mentee improve-
ments after a 4-6-week probation period has been challenging.
Currently, there is no formal tool to evaluate the learning process
or gauge individual mentee progress”.

4. Fears and Apprehension

Time Management

Administrator

Everybody has his plate full, and involved in multiple tasks, hence,
it is difficult to find dedicated time for mentor mentee meetings. I
think my biggest challenge was also time commitment. A solution
to overcome is to have mentor mentee pairing in such a way that
they are doing multiple things together thus learning simultane-
ously.

Mentor

“Student’s and faculty’s time didn’t match because sometimes if
faculties are available, students would get busy with their exams”

Poor Administrative Support

Administrator

“Currently, the mentorship committee lacks secretarial and ad-
ministrative support. Committee members handle all documents,
meeting updates, and tasks. Reporting for assigned duties is direct-
ed to the dean, who oversees details and resource management”.

Mentor

“It is the responsibility of administration to formalize the liaison
and documentation of the process. Request for a desk and office
bearer has been proposed”

Poor Resources

Administrator,

“Fiscal resources are as important as human resources. For effi-
cient running of the program financial resources are essential”.

Leader and Administrator

“A planned mentorship program for new faculty and assistant
professors couldn’t be implemented due to a lack of adminis-
trative support. As of June 2019, the committee’s name was
changed to Faculty Mentorship Forum

Mentor

“Many young faculty members face difficulty in interacting with
senior faculty members. The culture of face-to-face communica-
tion has to be revived instead of emails or WhatsApp messages.

A solution to improve the communication gap is participation in
departmental and coffee meetings.”

Mentor

“The first year of my mentorship, I had two mentees. I could not
meet one mentee for the whole year who later went for further
training. [ had three fruitful meetings with the second mentee”.

Work Related Growth Restrictions

Mentee

“Despite working in the same space, I struggle to form a strong
relationship with my busy mentor, making our interactions more
formal. Limited availability impedes my progress, and while I
learn new things, certain aspects are restricted. Informal meetings
and discussions over tea could enhance achievement of my goals.”

Gender Discrimination
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Mentee

“Gender discrimination is a significant challenge, especially for
males who find it difficult to practice simulations with female
students. There’s discomfort with female mentors in clinical ex-
aminations, given nursing’s predominantly female orientation, the
few male nurses may have a distinct psychology in terms of work
and management”.

In relation to input/resources, administrators acknowledged
the evolution and advancement of both programs with
the aim of effectively transferring knowledge and skills
from mentors to mentees. The interviews with SONAM
leadership underscored the significance of social support,
which effectively enhanced relationships between senior and
junior faculty and facilitated networking. The leadership of
SONAM also highlighted the significance of work driven
mentorship model whereas the existence of Dyad model was
mentioned by mentors, mentees and administrators of AKU-
MC.

As far as mentoring activities were concerned though the
process of recruitment of mentors and mentees, pairing and
was looked after by the mentorship committee and forum in
both entities yet the mentors and mentees both were given
the liberty to choose the mentors. The data collected from
IDIs and FGDs from both entities revealed the effectiveness
of role modelling to promote learning.

The data obtained from each group of study participants -
leadership, administrators, senior members of mentorship
forum/committee, mentors and mentees unanimously
appraised the build-up of a trustworthy relationship as an
outcome of the mentorship programs. Mentors and mentees
of both entities highlighted departmental collaborations,
networking and exchange of ideas for development and
meaningful outcome.

The regularity and consistency of mentor-mentee meetings,
along with a structured feedback mechanism to monitor
compliance, was emphasized. Participants at all levels
underscored the significance of rewards in the form of
financial incentives, opportunities for higher education, and
recognition at institutional levels.

In each group, participants recognized the necessity to
enhance the current feedback system for improved quality.
Leadership and administrators emphasized the importance
of detailed documentation of the mentoring process to
facilitate the adoption of measures for program evaluation.
Mentors and mentees alike acknowledged the need for
such measures. All participants expressed support for the
implementation of orientation sessions, training sessions, and
workshops for both mentors and mentees. While discussing
the performance of male nurses, mentees at AKU-SONAM
shared instances of gender discrimination, a finding not
reported by the mentees and mentors at AKU-MC.

DISCUSSION

A connection between mentors and mentees within
a supportive environment fosters a culture of care
encouragement and productivity. In such an environment,
mentors engage in open communication with mentees
and invest time to build their confidence which ultimately
enhances the proficiency of the mentees and their career
growth 7 #° 1. Both mentors and mentees from both entities
stated the importance of safe environments while providing
specific supportive feedback to mentees to cope with
stressors of life and achieve their goals. The significance of
role modelling in promoting specific aspects or behaviour
was acknowledged on the basis of data gathered from IDIs
conducted in AKU-SONAM. This observation is further
supported by existing literature ''. Mentees response in
FGDs also recognized the need to learn from experiences of
role models.

The document review and IDIs from administrators of
AKU-MC highlighted that the mentor’s pool comprised
of individuals from diverse backgrounds, qualifications,
training, experiences and competencies who volunteered to
provide their guidance and support. The mentor’s pool was
available on FMF website, mentees could approach this pool
and make choice of three mentors in rank order after which
pairing was done with the mentor who consented to take the
mentee. See Figure 4.

Process Flow | FMF

Faculty Mentorship Forum of Office of Faculty Development and Academic Affairs perform following
process/ steps to pair Mentee and Mentors.

. Obtain bi-annual data from HR and departments regarding newly appointed and
junior faculty up to the level of Assistant Professors

Disseminate information about the FMF to the faculty via email

Interested faculty members provide their consent to participate in the program

Share a pre-intervention questionnaire, a list of available mentors, and their brief
profiles with the interested mentees

Mentees select three preferred mentors in rank order of their choice
Request consent and availability for pairing from the mentors selected by mentee

Issue a formal letter of pairing

Mentors and mentees initiate regular meetings to discuss mutually agreed-upon
goals

Figure 4: Process Flow Faculty Mentorship Forum
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The existence of a strong mentor’s pool was acknowledged
to be a significant factor in the success of FMF by leadership
and administrators of AKU-MC. The selection of mentors
in AKU-SONAM was however done after consideration of
mentees interest in teaching, research or administration by
the mentorship committee.

Inappropriate pairing is a barrier to the professional
development and growth of mentees. Mentor mentee
pairing was described as one of the challenges by both the
programs. Poor alignment of expectations between mentors
and mentees, including the mentees’ overdependence and
emotional support can be a challenge in the mentoring
relationship. However the relationship is successful when
pairing process is personalised for individual mentees
2 Mismatched mentor-mentee relationships can occur
even with those mentors who are considered excellent and
compassionate or in cases when mentors and mentees both
are but somehow failed to match '. Mentees in cases of non-
compatibility receive non-specific or non-actionable advice,
which can hinder their development and progress and in
those cases pairings can be adjusted as needed. "*.Similarly
mentors and mentees from AKU-MC expressed their
reservation that pairing was carried out without considering
their needs and areas of competence .

Among other factors cited in literature, frequent meetings
have a pivotal role in building effective mentee mentor
relation. Mentor, mentees and administrators from both
entities emphasized the necessity of planned, systematic
meetings. The existing meeting structure at AKU-MC
comprises an initial introductory meeting, subsequent
quarterly sessions for progress assessment, and a concluding
annual meeting. This framework provides a platform for
mentors, mentees, and leadership to engage in the exchange
of experiences, discuss challenges, and share insights.

Despite the formal meetings being scheduled in the AKU-
MC mentorship plan, the COVID-19 situation prevented
them from being utilized effectively on a regular basis.
Regular mentor mentee meetings were the biggest challenge
notified in IDIs and FGDs. Similar findings are reported in
previous studies mentioning difficulty in finding mentors
and lack of formal meetings as barrier in building effective
mentee mentor relationship. **

In AKU-SONAM a “Work Driven Mentorship model’ was
practiced in which mentees were provided with desks situated
alongside their mentors in the same office space. This physical
proximity facilitated ongoing supervision through regular
connections and informal meetings '°. All the participants
from both entities acknowledged that the programs offered an
opportunity to improve relationships between mentors and
mentees and facilitated their networking in work practices.
The focus of mentorship programs is often on supporting
early- and mid-career faculty, however senior members can
also benefit from guidance and support from mentors as
was mentioned by administrators in SONAM mentorship

program "7 '8, The work experience of registered nurses was
deemed a crucial aspect of participation in the mentoring
program at AKU-SONAM. The results are aligned with an
international comparison of competence of registered nurses
in Europe and Japan emphasizing the need of formal training
of nurses to establish mentorship in higher education and
clinical practice . Socialization decreases stress, hence
improves mental as well as physical health of an individual,
reduces the burnout and enhances engagement at work place
to accomplish their personal and professional developmental
goals 820 2122 Teadership of AKU-SONAM emphasized on
social support from peers in the success of mentorship
program/

The importance of mentorship program is documented in
the literature *.This learning depends on mentees readiness
as well as determination for timely submission of tasks *.
The role of mentors was recognized by both entities as
supported by literature . A qualitative study supports the
empowerment of mentees to acquire the skills and aptitudes
from their mentors, which echoes with discussion with
mentors during FGDs . Furthermore, the mentees from
AKU-SONAM emphasized the crucial role of mentor’s
guidance and supervision in exchange of ideas for research
and collaboration 7%,

Mentorship represents a professional relationship where
it is important for the mentee to consistently respect
and acknowledge the mentor’s guidance in establishing
boundaries to prevent personal or informal encroachment.
It is important that mentors motivate the mentees to make
them independent to avoid overdependence of mentees
*The study recognized an overdependence of mentees in
both the entities. Another study suggested that a successful
mentee should maintain contact with the mentor even after
the formal mentorship relationship has concluded, as a way
of expressing ongoing gratitude. *.

Mentoring practices need an intricate connotation of
not only the mentor and mentee, but also the working
environment* which is provided by the logistic supportin the
mentoring programs * ** *Lorelli</author><author>White,

Deborah</author><author>Benzies, Karen</
author><author>Rosenau, Patricia</author></authors></
contributors><titles><title>Factors that impact

implementation of mentorship programs in nursing
academia: A sequential-explanatory mixed methods study</
title><secondary-title>Journal of Nursing education and
Practice</secondary-title></titles><periodical><full-
title>Journal of Nursing education and Practice</full-
title></periodical><pages>1-11</pages><volume>7</
volume><number>10</number><dates><year>2017</
year></dates><urls></urls></record></Cite></EndNote>.
Mentees in both entities were not pleased with the
administrative support and facilitation for scheduling of
meetings. Human and financial resources are fundamental
prerequisites that guarantee the triumphant implementation
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of any program, resulting in mutually beneficial outcomes.
Inadequacies in resources have an impact on the execution
of different facets of the program. **. Adequate support and
resources for both entities were not deemed to be satisfactory
by the words of administrators and mentors during the IDIs
and FGDs.

A successful mentorship program requires open and honest
communication involving all stakeholders involved in
mentoring program. Effective communication can help in
developing communication and collaboration in mentoring.
Numerous factors can be responsible for hindrances in
effective communication including unavailability, lack of
protected time for effective mentoring, and geographical
separation due to increased distance between mentee and
mentor”.

Communication gap is a limiting factor in establishing
effective mentee mentor relationship. Several factors
which contribute to building effective relationship include
experience, age, level of hierarchy and area of work. A recent
study focusing on leaders’ five factors model personality
traits highlighted building a mentorship network and
establishing formal mentee-mentor networking influences
mentor-mentee relationship. In our study mentors expected
mentees to take initiative while mentees were reluctant to
share their problems. Regular rapport-building meetings
were considered an effective solution to address the issue *

The current study’s findings have highlighted growth
restriction as a significant obstacle. The mentees of AKU-
SONAM have documented this, believing that the work-
related mentorship approach hinders their capacity to
thrive. In contrast, literature has supported the evidence that
mentors with high aspirations have more influential role in
inspiring their mentees*” while mentees from AKU-SONAM
find it difficult to work with senior and more experienced
mentors

The participants in both AKU-MC and AKU-SONAM have
reported certain administrative issues in the successful
implementation of the mentoring program. Literature has
also cited certain administrative issues like lack of protected
time in schedule, financial constraints, setting clear code of
conduct for mentoring program °. COVID-19 was another
catastrophic condition which further posed administrative
challenges as in our study results showed that AKU-MC
administration was unable to organize workshops and
meetings as per planned schedule due to COVID-19 situation
38

Certain ethical concerns like overdependence on a mentor
or mentee can destabilize the effectiveness and long term
sustainability of the mentee-mentor relationship. Result
of recent systematic review has highlighted certain ethical
issues like breaches in professionalism, lack of motivation,
commitment, mutual collaboration, failure to acknowledge
contributions of mentees, sociocultural differences, gender
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biases, personality conflicts, over-dependence on mentor,
minimal quality interaction and generation gap due to age
difference between mentee and mentor *.

The voluntary commitment for successful mentoring was
identified by mentors in both settings. They exhibited an
innate drive to utilize their full potential and eagerness to
share their knowledge, skills, and experiences to provide
support and help their mentees as supported by literature
“041 They recognized that reward of mentorship was deep-
rooted with inner satisfaction and contentment **. With the
concept of diversity, equity, and inclusion (DEI) tin medical
education, efforts toward gender equity have emphasized the
need for more women faculty and physicians *.

All participants identified that there were no working
documents available to gauge feedback system and its
compliance. Leadership and administrators recommended
the necessity for comprehensive documentation of the
mentoring process and the adoption of measures to evaluate
the outcomes. Both mentors and mentees also recognized the
importance of these measures. Additionally, all participants
expressed support for the implementation of orientation
sessions, training sessions, and workshops for mentors and
mentees. They recognized the importance of regular mentor
mentee meetings for feedback and its compliance.
Limitations: The study’s findings may be limited in terms
of generalizability, as they are based on data collected
from specific entities (AKU-MC and AKU-SONAM). The
results may not truly replicate the proficiencies and issues
of mentorship programs in other institutions or settings.
Moreover, the element of selection bias could impact the
overall representation of experiences within the study. Our
findings also did not follow distal outcomes of mentoring
programs, such as the retention of faculty members.

Author Contribution

RR has conceptualize the study and contributed in manu-
script writing

KN contributed in critical review

SA facilitated in data curation and formal analysis

TSA contributed in methodology and project administration
RA helped in overall supervision, review & editing

QJ monitoring of data collection and proof reading

Funding Bahadur Ali Kamruddin Jessani Endowed Profes-
sor fund

Competing interest None declared

Patient and Public Involvement Patients were not involved
in study , public was involved as mentors, mentees,
administrators, and leadership from both entities of the
university



Patient consent for publication Not applicable

Ethical Approval Study was conducted after ethical approval
from ‘the Aga Khan University, Karachi: (2021-6127-17832)

Provenance and peer review Not commissioned, externally
peer reviewed

Data availability statement Data are available with
corresponding author following a reasonable request.

Disclaimer: This manuscript has been prepared from MHPE
thesis of Dr Rehana

Acknowledgement: We are thankful to Bahadur Ali
Kamruddin Jessani Endowed Professor fund and would like
to acknowledge using Chat GPT for editing and rephrasing

CONCLUSION

The triangulation results revealed that mentorship programs
in both entities improved the relationships between mentors
and mentees and fostered networking in work practices.
Pairing mentors and mentees though acknowledged as a
critical factor in the success of mentorship programs, but
challenges, such as inappropriate pairing and mismatched
expectations were recognized. The study recommends
personalized and flexible approaches to mentor-mentee
pairing, considering individual needs and areas of
competence. Frequent meetings were identified as pivotal for
building effective mentor-mentee relationships. Adequate
administrative support, logistical facilitation, and the
availability of resources are identified as critical factors for
the effective implementation of mentorship programs, yet
both AKU-MC and AKU-SONAM face challenges in these
areas.

RECOMMENDATION

The study calls for a more formalized and documented
feedback system, along with measures to evaluate mentoring
outcomes. Orientation sessions, training, and workshops
for mentors and mentees resource distribution, program
management, and monitoring are recommended to enhance
the effectiveness of mentorship programs.
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