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Abstract 

Doctoral studies abroad are an important component of higher education 

faculty training in Pakistan. A significant number of trained academics return 

to the country following the completion of their studies and assume high-level 

positions in the higher education sector. The assumption is often that the 

returnees are highly trained and, therefore, well prepared for responsible 

academic roles. As a result, no mentoring arrangements are in place to 

prepare young academics for their subsequent roles. The study sought to 

examine and explore various aspects of research performance of the young 

academics, their challenges and expectations, how the gender aspect unfolds 

in the context of a patriarchal society as well as the coping mechanism for 

young academics. Among the findings, it is evident that the infant research 

culture and administrative overload have a negative influence on and are 

compounded by cultural dynamics linked to gender roles. However, the 

research also highlights a strong influence of foreign academics in Pakistan in 

enabling returnees to cope with the absence of formal mentorship at home.  
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Significance of the Study.  

At a time when Pakistan is developing its higher education system in a variety 

of ways, the nation’s Higher Education Commission (HEC) has engaged in 

educational collaborations and partnerships for the purpose of boosting the 

system. The study is relevant in terms of providing information on aspects 

related to improving competence and performance. 

Pakistan is involved in educational partnerships with a number of countries 

under different arrangements: 

• the UK-Pakistan Education Gateway, a partnership between British 

Council and Pakistan, aimed at improving higher education relevance 

to the development of Pakistan;  

• the China Pakistan Economic Corridor (CPEC), which is boosting 

cooperation between the academics of China and Pakistan;  

• the US and Pakistan programme that supports regular discourse 

among scholars and faculty to promote the social sciences and 

humanities in Pakistan  

Besides the above initiatives, the Pakistan government’s education 

department undertook capacity advancement in higher education through 

several scholarship programmes. Existing scholarship programmes, such as 

the learning opportunities abroad, faculty development programme, and a 

Split PhD and postdoctoral fellowship programme with France, are all 

important avenues for addressing the needs of Pakistan’s higher education 

system. However, it is important to continue with the process of identifying the 

needs of both higher education and academics for better results. The current 
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study aims to enhance higher education capacities in Pakistan by boosting 

international collaborations in more meaningful ways.  

Addressing specific concerns, such as mentorship, which is an important 

aspect of higher education, greatly benefits Pakistan’s higher education 

system. Mentorship impact in higher education cannot be ignored. By 

identifying the barriers to finding appropriate mentorships, mentors and 

mentees coping mechanisms, expectations of higher education academics 

following their return from studies abroad and, in particular, the needs of 

female academics, the government will be in a better position to focus on 

specific areas for possible inclusion in their collaboration arrangements with 

international partners. In respect of the current study, it is important to ensure 

that Pakistan’s newly qualified academics gain access to continued 

mentorship while studying abroad and subsequently following their return to 

Pakistan. Maintaining regular contact with their mentors would be a vital 

component of competence development for higher education academics.     

It is a common perception in higher education that international doctorates 

prepare newly qualified PhD graduates for the tasks, investigations and 

challenges of employment as academics. Such assumptions need to be 

reconsidered using evidence. Findings show that institutions would greatly 

benefit from incorporating formal mentorship programmes for young 

academics. Such programmes would need to take into consideration the 

important role of international and domestic mentors, as well as the family and 

gender issue as key social components for an academic.   
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In addressing the research questions, I draw on two data bases – a 

secondary data base from a British Council study (Understanding Academic 

Careers 2017) in which I participated as a research assistant and a primary 

data base consisting of interviews I conducted with young Pakistani 

academics in 2016. Although these interviews were conducted after the 

British Council study had been carried out, I refer to them as the primary data 

base as they represent my own unique contribution to this particular study. 

The secondary database consists of in-depth interview data collected from 25 

senior academics and questionnaire survey involving 522 respondents. The 

details regarding the British Council data and the primary interviews 

conducted by the researcher are presented and discussed in the methodology 

chapter. The secondary data sources provided an opportunity for the study in 

cost and time. The secondary data was useful in addressing key issues 

related to the gender influences on mentoring, coping mechanisms and 

research performance differentiation had not been exploited in the previous 

study by the British Council. The findings from the analysis of both qualitative 

and quantitative data were a step forward in building on findings of the main 

study by the British Council from a narrower focused perspective. Questions 

regarding the forms of informal mentorship and the challenges faced by young 

academics were unanswered in secondary data so I interviewed a group of  

young academics in Pakistan. The combined sources of data led to a 

successful completion of the study. The lack of data for the different forms of 

mentorship nevertheless provides opportunities for further studies in the same 

line. 
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CHAPTER 1: INTRODUCTION 

 

Introduction 

An important aspect of the growth of a higher education system is the 

recruitment and mentoring of young academics. According to the Higher 

Education Commission-Pakistan Annual Report (2013-2014), an increasing 

number of beneficiaries of the government scholarship programme are 

returning to Pakistan. Between 2003 and 2013, a total of 9,895 scholarships 

were awarded through 22 scholarship schemes. Up until 2014, 12,895 

scholarships were awarded by the HEC and the Fulbright scholarship support 

schemes. The returnee graduates from PhD programmes during the period 

‘2003-2013’ were 1,985. An enduring outward mobility and inflow into the 

higher education system ensure universities under the HEC will continue to be 

supplied with fresh graduates from the best universities across the world. The 

main challenge, however, lies in the limited capacity to mentor them in their 

higher education tasks given the shortage of mentors, as well as the difficulty 

of finding willing ones (Bonawitz & Andel, 2009).  

The concerns over mentoring emerge at a time when Pakistan is engaging 

with multiple, bilateral international arrangements with a view to addressing 

the challenges and obstacles of establishing a knowledge-based society. 

Among the key initiatives are the Pakistan-UK Education Gateway, the 

Pakistan-China Forum on Higher Education, initiatives by Pakistan and USA 

academics as well as several other initiatives by the Pakistani government 

aimed at enhancing the higher education sector.  
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The Pakistan-UK Education Gateway is a recent initiative which aims at 

improving the relevance of the Higher Education sector to the development of 

Pakistan. The British Council and the Higher Education Commission (HEC) of 

Pakistan promote the establishment of the gateway through the involvement 

of stakeholders, as well as introducing experts in the UK to key decision 

makers in Pakistan. The aim of the collaboration is to help stakeholders better 

identify areas of cooperation in research and teaching activities for institutions 

in Pakistan. The collaboration gateway is expected to facilitate graduate and 

undergraduate enrolments in the UK higher education sector, as well as 

involvement in research projects and services.  The target is about 150,000 

teachers in more than 200 universities and six thematic areas including: 

transnational education; citizenship education and community engagement; 

innovative, impactful and collaborative research; higher education leadership; 

quality assurance and standard setting; distance learning; new ways of 

delivery of higher education and international mobility. 

The British Council report ‘South Asia and Higher Education: Revolution and realities 

in the new economic order’ by Morley and Stiasny (2014) highlighted the differences 

and similarities between the UK and Pakistan’s higher education. ‘Some of the 

similarities between two countries will make it easier for universities in the two 

countries to understand each other and form partnerships’ (p.44). A few similarities 

between the UK and Pakistan HEIs are: massive reduction in education funding over 

60% in 2011 and 2012 in Pakistan and around the same time period, England faced 

funding cuts about 12%; both countries have higher education funding agencies such 

as HEC in Pakistan and four in the UK; the universities in both countries are 

autonomous in making their decisions for recruiting and promoting staff and raising 

funds through programmes; challenges related to students enrolment and keeping a 
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good balance between teaching and research.  The HEC report also shows UK 

universities have shown an immense interest in collaboration with HEIs in both 

research and teaching areas in Pakistan. The UK universities (more than 76) already 

have signed long-term agreement with Pakistani HEIs and 98% of all Pakistani vice-

chancellors and rectors have completed leadership training in the UK since 2010 and 

new set of partnership is underway with the University of Leicester. 

Similarly, the Pakistan-China Forum on Higher Education, through the China 

Pakistan Economic Corridor (CPEC) aims at boosting cooperation between 

Chinese and Pakistani academics. It is jointly promoted by the Higher 

Education Commission of Pakistan and China Association of Higher 

Education. In a forum held in 2015, both China and Pakistan expressed the 

importance of cooperation between the academia of China and Pakistan. The 

policy makers are trying to boost academic exchanges and joint research 

projects between the higher education bodies of the two countries in a variety 

of areas. A scholarship programme for Pakistani students to study in China 

and the importance of the CPEC as a means for Pakistan’s entry into the 

global supply chains mean Pakistan is investing effort in international 

mentorships. As a result of the collaboration, Chinese scholars were invited to 

Pakistan to explore new avenues of mutual cooperation, particularly in the 

following three areas:  

▪ The national role in contributing to improving the quality of higher 

education; 

▪ Ensuring quality while concurrently increasing access on a large-scale  
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▪ Balancing the quality of higher education in the diverse regions of 

Pakistan. 

The cooperation with China is, therefore, expected to address quality and 

inclusiveness in higher education. 

Prior to engagements with the UK, China and the US, academics from 33 

Pakistani universities met in Washington with a view to promoting higher 

education linkages. In the workshop organised by the promoters of the 

University Partnerships Program and sponsored by the Mission to Pakistan 

with support from the US Department of State in Washington D.C. and the 

Higher Education Commission of Pakistan (HEC), participants were 

encouraged to promote, among others, community engagement, interactive 

teaching methods, collaborative research and the academic integration of 

Pakistan and the United States. The programme supports regular discourse 

among scholars, students and faculty to promote social sciences and 

humanities in Pakistan and help align the research priorities and needs of the 

country. The University Partnerships Program sponsored by the U.S. Mission 

to Pakistan provides $25 million to 44 universities in Pakistan and the United 

States to create three-year partnerships fostering collaboration, curriculum 

reform and joint research. Since its inception in 2012, the Pakistan Higher 

Education Annual Report 2012-2013 indicates several Pakistan academics, 

administrators and students from both countries benefited from the exchange 

program to develop skills. In the same reports indicates diverse government 

initiatives with international partners and Pakistan government are sponsoring 

many home students abroad and receives an increasing number of doctoral 

graduate returnees. The Higher Education Commission (HEC) designed 
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several scholarship projects promoting academic mobility, including: overseas 

MS/MPHIL leading to PhD; academic and research linkages under the 

bilateral agreement; learning opportunities abroad, faculty development 

programmes, and a split PhD and postdoctoral fellowship programme with 

France. Others include the overseas scholarship Aghaz-e-haqooq-e-

Balochistan, as well as partial support scholarships offered to students at the 

completion stage of their PhDs.  

Given the large number of scholarships from both the Pakistani government 

and from partners, the country not only provides the opportunity to study in 

the world’s top universities but also a rare opportunity for young female 

academics to access leadership positions, especially with the creation of 

female only universities in Pakistan. Considering the scanty literature on the 

experience of young female academics and the absence of prior mentoring, 

the study adds a significant contribution to informing policy debates and 

practices on developing mentoring approaches for young academics returning 

from universities abroad.  

What is Mentoring?  

The concept of mentoring is linked to Greek mythology: it is a relationship 

between a young adult and an older, more experienced adult which helps the 

younger individual to learn to navigate in the professional world by the offer of 

supporting, guiding, and counseling the young adult as they accomplish their 

tasks (Kram, 1985).  

According to Cunningham (2012:9) “Mentoring is a professional transaction 

with infinite variety of forms. The ‘contours’ of the transaction, and of the 
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relationship as a whole, will be moulded by the experience, educational 

philosophy, attitudes and personal style of both of the principal actors- mentor 

and trainee”. 

It is worth observing, a primary factor affecting assessments of the mentoring 

phenomenon is the absence of a widely accepted definition of mentoring 

(Jacobi, 1991). The term could be defined differently for different fields of 

study. Similarly, various researchers define and describe the mentor in the 

academic literature (Kram, 1985, 1988; Cohen, 1995; Zachray, 2000; 

Cunningham, 2012). One consistent underlying definition of a mentor is the 

person who is caring and nurturing to someone else, which enables personal 

and professional growth in a setting typically involving new territory. Mihkelson 

(1997:4) describes a mentor as a “more experienced peer, a ‘new’ generation 

professional expert, and a leader in a field who is interested in working 

dialogue with a less experienced professional”. Both definitions provide 

identical features of a mentor: enhancing the career development of young 

academics (mentees). No definition of mentoring is an absolute definition 

(Carden, 1990; Healy & Welchert, 1990; Healy, 1997; Chao, 1998), Kram’s 

definition, and a description of its forms, further highlights the difficulty in 

pinning down the definition of mentoring without exploring the activities 

involved in it.  

Theories of Learning in Support of Mentoring 
 
As the prior discussion has illustrated, mentoring has no clear, common 

definition. It is used to characterize a variety of practices in diverse settings. 

Many practitioners and educational theorists are concerned with the role and 
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significance of mentoring and its impact on the learning process within the 

background of education and higher education  and therefore  the  importance 

of  mentors in  building a community of leaders engaged in mentorship 

relationship) (Fagles, 1996). 

The perspective that peer mentoring can be advantageous for the mentee is 

backed by the learning theories of Bandura (1977), Bruner (1978), Vygotsky 

(1978) and Kolb (1984). They assumed mentee’s education can be structured 

(Wood et al, 1976) by a more experienced or qualified person from what 

Vygotsky named the “zone of proximal development” (Vygotsky, 1978; Hogan 

and Tudge, 1999 in Wink and Putney 2002). In the same way, Kolb maintains 

experiential learning as a foundation for mentoring whereby the mentor-

mentee relation supports the development of skills in both colleagues by the 

experience of learning in partnership with a peer. He examined the ‘learning 

from experience’, it provides an effective learning through ‘experiential 

learning’ perspective to facilitates mentor (1984). Peer mentoring may be 

further appreciated through the social communication aspect of intellectual 

advancement enhanced by the cognitive or social interaction with the more 

accomplished peer grant writers . This arises by  affiliation to an assignment 

not exceeding a mentee’s zone of proximal development. The prospects 

raised by such theories remain a keystone of peer-assisting learning and 

analogous mentor-like jobs (Vygotsky, 1978).  

Bandura (in Hergenhahn & Olson 1997:103) believed “most human behavior 

is learned by observing others, modeling or imitating their behaviour and 

suggested  such learning was the basis for new behaviours and can act as a 

guide for action”. On the other hand, Bandura (1977) in his social learning 
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theory suggests ‘observation’ is a mode of learning to humans all the time 

through human interaction but it doesn’t guarantee change in the human 

behaviour. The concept perceives learning develops through a social context, 

offers substantial dimension to the theoretical justification for contrasting 

mentoring schemes (Topping 1996; Klasen and Clutterbuck, 2007; Laske, 

2008). 

Situated Learning Theory was adopted by educationalist Wenger and social 

anthropologist Lave to associate learning to a procedure of engagement in a 

‘community of practice’ (Lave and Wenger, 1991:45). Through presence in a 

‘community of practice’, people detect new connotations and discover 

knowledge through negotiation with others (Kolb, 1984; Hamilton et al, 2006; 

Cunningham, 2012). Lave and Wenger claim the ‘community of practice’ is 

omnipresent (at home, in educational institutions and other organisations) and 

may be formal or informal. Further, the idea of the community of practice is 

reiterated by Bryan Cunningham in his guide on ‘mentoring teachers in post-

compulsory education’ the “significance of mentoring in the community to 

assist in the raising of standards and aspirations. The initiatives within black 

and minority ethnic (BME) communities are perhaps especially interesting 

ones. A number of these fall within the broad ideal of ‘mentoring for social 

inclusion’, or what has been described as ‘engagement mentoring’ (Colley, 

2003:2, also cited in Cunningham 2012)”. Engaging and studying apace with 

others enables people to learn through scrutiny, inaccuracy and attaining from 

‘a positive learning culture of mutual support’ (Eraut, 2007:415). Learning 

occurs regardless of the situation. As people engage, new observations and 

ideas are developed due to the fact that the community modifies. Legitimate 
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peripheral participation (Lave and Wenger, 1991:29) is delineated by the 

situated learning theorists, is ‘a process by which newcomers become part of 

a community of practice’. The notion of ‘community’ contributes a method for 

evaluating insight of distinctive approaches through which learning develops 

and where the focal point is on learning by contributing in the social world. 

The Practice of Mentoring 

As a precise method to aid and assist learning in educational institutes, 

mentoring is considerably under-theorised (Forehand, 2008; Phillips, 2009). A 

great deal of the literature on mentoring is derived on its application in the UK 

and other developed countries such as the US. In the discussion chapter, I 

analyse these theories and practices, furthermore contemplate the degree to 

which mentoring practices (based on observations in Western countries) can 

be tested in Pakistan. As mentoring is not formally practiced in Pakistan’s 

higher education sector, there is no body of literature discussing peer 

mentoring in universities there. 

A prevalent form of mentoring that has flourished in recent decades in 

universities, colleges and schools in developed countries (as a constructive 

approach) comprises of partnering students with more competent or qualified 

peer, older students or adult volunteers. Such mentoring practice contributes 

to the building of friendships, advice and support as they maneuver new and 

ever more complex circumstances (Miller 2002; Forehand, 2008). Through 

internally-based mentoring schemes, universities across developed countries 

present students with new methods for researching educational and career 

paths, substantial assistance and stimulus for sustaining in university, in 
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addition to elevated confidence in their competence to prosper (Phillips, 

2009). Mentoring schemes can team students in need of career orientation 

with professionals who can accustom them with the working environment, 

perform as role models while encouraging them to enhance their confidence 

(Clutterbuck, 2004). For students confronting social or academic hurdles, or 

for students who are susceptible to dropping out, mentoring programmes 

provide ‘supportive friends’ who are directly associated in a student’s 

achievement and can both encourage them while also holding them liable for 

attending class and completing their work. On the other hand, mentoring 

programmes are not just confined to these scenarios (Murray, 2001; USF, 

2011). The application of pre-existing findings from the aforementioned 

mentorship experience could help both senior and young academics in higher 

education.  

The advantages of peer mentoring at universities as proposed by Baker 

(2003) encompass: 

• Advertising and establishing a caring community 

• Contributing to university efficacy and university advancement 

• Encouraging the citizenship plan 

• Delivering a message to the community that relationships are vital 

• Comforting families and parents that students will be out of danger and 

• Convey the idea that inclusion is a priority 

Moreover, peer mentoring prompts students to share their experiences with 

family members and friends; consequently, contributing towards consolidation 

of the family unit, constituting an ambience of tranquility and support in the 

neighborhood and the broader community.  
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Baker (ibid) also believes peer mentoring facilitates academic attainment. 

Conceding as Vygotsky (1978, in Wink and Putney 2002) debates, learning 

occurs initially at the social degree, in the interactions amidst people, it is 

clear to recognise and enforce means for students’ social connections to 

reinforce their learning. Baker (2003) also states the relationships amongst 

students are an immensely undervalued and under-used benefit that could 

function as a fundamental portrayal in the enhancement of educational 

institutions. Peer mentoring schemes victoriously become inclusive of 

students as partners in university extension and quality enrichment. Thus, 

considering the benefits of mentoring between students and teacher, the 

similar model could be applicable to the professionals in the higher education 

between senior and young academics. The previous learnings and research 

outcomes could provide a clear navigation to make mentoring relationship 

successful for returnee doctoral graduates in Pakistani higher education 

system. 

Mentoring in Higher Education 

Mentoring, including formal and informal mentoring, has been recognized 

within the UK universities for several years (Miller, 2002; Hall, 2002, Klasen 

and Clutterbuck, 2007; Phillips, 2009; University of Bath, 2011; Middlesex 

University SLA, 2011); and facilitates the extensive dispersal of proper 

practice and substantial networking of those taking part in organising and 

supervising mentoring schemes. Throughout her doctoral research at the 

University of Stirling, Phillips (2009) implemented a significant study of 

aforementioned programmes. Despite the fact that her data was accumulated 

during 2002-2003, the overarching concept for student mentoring in the UK 
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she reviews continues to be accurate. Phillips’ (2003) report shows there are 

35 schemes functioning in the UK universities, alongside an additional 19 pilot 

schemes in place. She identified 61% of the programmes were devised to 

work with academics and institutions which have student retention problems. 

The development of mentoring schemes in the UK coexisted with an 

extensive increase of involvement in higher education, merged with an array 

of protocols intended to broaden contribution to incorporate a considerable 

quantity of students from groups who had formerly been under-presented. 

The programmes contained schemes such as the National Aim Higher Project 

(Aimhigher, 2006), designated considerable funds to aid expanding 

participation. Concurrently, universities underwent ample pressure to curtail 

dropout rates (Johnson, 2006; HEFCE, 2010; Higher Education Academy, 

2012). The scenarios led to the far-reaching acceptance of cost-effective 

methods of student support, exclusively those focusing on the complications 

of first year students in both the UK and the USA; these were recognised as 

the group with potential higher risk of dropout rates.  

Phillips’ (2009) research regulated at two universities rated peer mentored 

with non-peer mentored first year students through the first 10 weeks of their 

university presence. She detected compelling conclusive outcomes for the 

mentored students at the completion of week 10 in the subsequent areas: 

feeling supported, enhanced familiarisation and lessened desire to mentee 

relationships. The aforementioned is not only challenging for managers of 

said programmes, however, it further illustrates the essential elements for 

administering modification, specifically transformational and collegial authority 

and emotional intellect are aspects that are exceptionally profitable for 
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mentors. Hall (2002:5) recognises ‘social distance and mismatch between the 

values of mentor and mentee’, ‘inexpert or untrained mentors’ and ‘conflict of 

roles’ as being some of the causes which can be assumed to result in poor 

mentoring. 

Importance of Mentoring to HE 

The importance of mentoring for higher education academics is on the rise 

because of changes in:  

(a) the global knowledge economy and  

(b) the academic role and higher education careers.   

Emerging Patterns in Knowledge Economy 

Temple (2014) states that late twentieth century carried new challenges for 

the universities focusing on achieving the ‘social and economic objectives’. 

The idea of universities becoming actively ‘engaged’ and the term 

‘engagement’ have developed their own specialist literature, although Watson 

(2007; Watson et al., 2011) highlighted many universities in the UK and the 

US are based on the historical engagement of local communities. The 

changing nature of career environment is discussed by many researchers 

such as Arthur and Rousseau (1996) and Hall (1996) and Higgins & Kram 

(2001) also discussed four broad categories of change affecting the 

framework in which individuals’ careers unfold and  with direct implications for 

the nature of individual’s developmental relationships. I mentioned the four 

broad categories succinctly in this chapter and will be fully discussed in 

Chapter 3, P. 69 under the head of ‘contemporary knowledge economy’. 
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- The first main change observed by Higgins and Kram (2001) is related 

to ‘employment contract’ 

- The second change is associated with technological advancement 

reshaping career development and individuals’ careers (McCauley & 

Young, 1993; Higgins & Kram, 2001).  

- Third, the change in organizational structures (international business 

expansion, collaborations etc.) and transition to virtual business (see: 

Lawler, Mohrman & Ledford, 1992, and Mirvis & Marks, 1992). 

- Finally, organizational membership diversity challenging in terms of 

managing resources for individual’s development as per their need 

(Kram & Hall, 1996; Raggins, 1997a; also cited in Riggins & Kram, 

2001; Blake, 1999). 

Higgins & Kram (2001) provided some of the literature on the traditional forms 

of mentoring and on the changes in the current career environment 

suggesting the particular shifts in the sources and nature of mentoring 

relationship today. They suggested the phenomenon of mentoring is still of 

primary interest but, based on the changing nature of the working 

environment, it is also important to view who provides the support and how 

such support is delivered to individuals. 

In Bryan Cunningham’s (2015) edition of ‘professional life in the UK higher 

education’ where Temple (2014) mentions that John Kay (1993:77) speaks of 

“particular kinds of ‘organisational architecture’ that allows some firms to 

outperform other firms consistently in the same industry, using the same 

technologies, and apparently similar methods” (p. 6). Temple (2014) 
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emphasised the ‘the success of firms around the relative efficiency with which 

they produce and apply knowledge’ (p. 6).  The study reflects on the efficient 

use of these resources lead organisations towards the area of knowledge 

management and application of social capital theory. However, Temple (2014) 

argued the resources work differently in different organisations and if 

practitioners are innovative and use effective ways to utilise the resources, 

‘the more services they can potentially derive’ (p. 6).   

Considering the above discussion, higher educational institutions (HEIs) in 

Pakistan may consider the changing nature of working environment, it is also 

important to consider the compatibility of available resources (compatibility 

between mentor and mentee in terms of interest, research background, etc.) 

and nature of mentoring relationship. 

Benefits of Mentoring for Individual Academics 

The advantages of mentoring are wide ranging and cover three extensive 

areas: mentors, institutions and mentees. The advantages of mentoring for 

institutions are as follows: 

• Decrease in dropout rates (Project PLUS, 1990; Chang et al, 2003; 

Cruddas, 2005); 

• A contribution to the creation of a refined profile of the university in 

society, where the university will be judged by the public to be a source 

of enhanced optimism and compassion, and an enabler for students to 

achieve their full potential. (Pringle, 1993; Miller, 2002; Leyden, 2002; 

Hamilton et al, 2006; MINE, 2011); 
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•  It can be cost effective when adopting volunteer student for mentoring 

(Leyden, 2002; Clutterbuck, 2004; Phillips, 2009); 

• Academic staff are allowed to focus on teaching, as mentoring 

schemes encourage them in their pastoral capacity (Crockett and 

Smink, 1991; Cowie and Wallace, 2000), 

This outline of inferences from extant research on mentoring in universities 

and additional educational institutions precedes to predominantly optimistic 

and reassuring outcomes concerning the benefits for institutions and 

participants. However, there are two main criticisms of literature from the point 

of view of the current study: 

• It is highly focused on sharing the mentoring relationships between the 

students and teacher in higher education as limited research to indicate 

the relationship between professional academics in higher education. 

Thus, it could be difficult to assess if the benefits of mentoring for 

students could be comparable to the young academic (returnee 

doctoral graduate) in higher education in Pakistan.  

• In Pakistan, there is no mentoring scheme either for students or 

professionals in any education system. However, the research 

outcomes from one of the recent action research by Rachel (2013), 

where she maintains mentoring relationship is beneficial for students 

(mentee) as they improve learning and perform better if provided a 

proper guidance. 

The benefits for mentors incorporate the subsequent: 

• The contentment of having provided to the university community 

(Mosqueda and Palaich, 1990; Smink, 1990; UKCISA, 2008); 
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• Openings for reinforcing individual determination and establishing new 

skills (Cowie and Wallace, 2000; Hall, 2002; Leyden, 2002); 

• The development of close working relationship among academic 

(mentor) and students (mentee) (Austin, 1991; Tyrell, 2002); 

• The progression of leadership and communication expertise in 

students by virtue of their inclusion in the programme. An increasing 

understanding of the value of the idea of leading in addition to serving, 

resulting in students becoming more engaged in their communities 

throughout their lives (Miller, 2002; Klasen and Clutterbuck, 2007); 

•  Strengthened knowledge and skills to conduct constructive decisions 

in mentor and mentee lives (Crudas, 2005; UKCISA, 2008); 

The benefits for mentees consist of: 

• An optimistic manner to study and refined academic achievement, 

suggested by higher grades and regulated test results (Cowie and 

Wallace, 2000; Leyden, 2002; Phillips, 2009; MINE, 2010); 

• Improved attendance percentage (Sipe, 1996; UKCISA, 2008); 

• Increased self-esteem and self-confidence. Better relationships with 

teachers and peers (Project PLUS, 1990; Sipe, 1996); 

• Enhanced, inadequate disorderly demeanor, both at home and at 

college or university (Pringle, 1993; Sipe, 1996; Chang et al, 2003; 

Crudas, 2005; MUSU, 2011); 

•  Improved social, communication, relationship and decision-making 

abilities (Roberts, 2000); 

• Knowledge of career alternatives and potential to carry out vocational 

and educational selections, likewise reducing the probability of 
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dropping out of school, college or university (Sipe, 1996; Miller, 2002; 

Clutterbuck, 2004; Public Sector Mentoring Project, 2012). 

The Positive Role of Mentoring for HE Careers  

Numerous research studies (such as Kram, 1985) provide evidence of the 

positive aspects of mentoring (Scandura & Pellegrini, 2007; Cunningham, 

2012). Some possible advantages resulting from the mentoring process are: a 

stronger commitment to one’s career, more effective teaching, enhanced 

activity of scholarly work, and increased career satisfaction and promotional 

possibilities (Johnson, 2007).  

Newly qualified academics are liable to fulfil their teaching, research and 

service roles, both in their community and their institutions. Many new faculty 

members feel isolated and alone in a challenging new environment, where 

they are faced with more demands than ever before (Boice 1992; Schuster 

1990 as cited in Wunsch, 1994:65). Jackson and Simpson (1994:65) have 

also stated ‘research-intensive universities present some unique challenges 

for new faculty members, as many of the institutions make demands for 

increasing teaching effectiveness, while traditional demands for research 

productivity remain unabated’. Consequently, Mullen (2000) highlights new 

faculty members seem to expect genuine collegiality from co-workers and 

some are unprepared for the reality of the competition and power conflicts 

they encounter. 

Mentoring creates a space for openness and sharing between a mentor and a 

mentee. While new faculty members are challenged by many responsibilities. 

Reich (1996) suggests a new faculty member who is engaged in a mentoring 
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relationship should receive support and guidance to effectively alleviate the 

‘fear of communicating the syndrome for them’. Hawkes & Rab (2017), in a 

British Council report, stated increased awareness has improved research 

performed in Pakistani universities and, therefore, the new wave of pressure 

on Pakistani Higher Education Institutes to perform better towards the 

teaching and research quality to maintain the academic standards. A shared 

mentor relationship with senior faculty members could actively contribute 

towards young academic (mentee) career development. 

A few researchers (such as Peluchette & Jeanquart, 2000 also cited in 

Hunter, 2014) stated multiple mentors could be more beneficial to support 

early career researchers in learning and development as they offer variety 

and results in great job satisfaction. In Pakistan HEIs, the doctoral returnees 

could maintain their connection with their supervisor (PhD supervisors), as 

well as having a mentor within the department to get the right support to 

develop their professional skills.  

The Purpose of the Study and the Research Questions 

The present study aims at exploring the mentoring needs of young Pakistani 

academics in higher education, particularly those returning from studying 

abroad. Although the importance of mentoring in higher education is 

recognised, we know little about the specific mentoring needs of returnees 

from abroad occupying positions in Pakistan’s higher education system. We 

also have no specific information about who has specific mentoring needs and 

to what extent such mentoring is considered important for career 

development. It is difficult to tell which mentoring relationships academics 
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would consider ideal for them in their work context or what their expectations 

are of the mentoring system as mentioned ‘architectural setting’ and ‘design 

features’ (Cunningham, 2012:17). Therefore, the current study responds to 

these gaps in the literature by focusing on the following research questions:   

1. Which forms of informal mentoring opportunities do young returnee 

academics report in Pakistan’s higher education system?  

2. What are the challenges to mentoring for young academics and what are 

mentees’ expectations of the mentoring system regarding the development 

of their careers as academics in higher education? 

3. How does gender influence mentoring for young academics in Pakistan’s 

higher education system and, more specifically, how do young female 

academics present their experiences? Do the social and cultural roles of 

the patriarchy affect them?   

4. How do young academics cope with the absence of formal mentoring in 

the higher education system in Pakistan? 

5. Given the preference for foreign-qualified academics and the increasing 

numbers of returnees, are there any differences between returnees and 

domestically qualified academics in terms of research performance? 
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CHAPTER 2: RESEARCH CONTEXT  

 Introduction  

This chapter is presented in two separate sections. The first section provides 

a general overview of the education system in Pakistan, laying out the specific 

background of the research and offering a discussion on notable issues of 

academic and practical concern with respect to the education system in the 

country. The second section provides an in-depth understanding of the 

different learning cultures and practices of the education system in Pakistan 

and shows how they influence the dynamics of the learning process at various 

levels, including higher education (HE). 

A Brief Background of Pakistan 

Pakistan occupies a vital and strategic position in the world today owing to its 

proximity to economically and politically influential countries: China, India, 

Afghanistan and Iran. Pakistan’s current population is estimated to be circa 

180 million people, according to the 2012 Population Census Organization; 

the sixth most populated country in the world. The demography includes the 

socio-economic, security and political advantages and disadvantages. The 

dominant and official religion in Pakistan is Islam, which makes up 

approximately 96% of the population (Muslim). The remaining 4% of the 

population is shared between Christian and Hindu communities (Population 

Census Organization, 2012). 

Historically, Pakistan was colonised by Great Britain until August 1947, when 

it was carved out of the South Asian sub-continent to become an independent 

state.  
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The post-colonial era was characterized by severe internal conflicts mainly 

based on religious sentiments which led to division of the country into East 

and West Pakistan based on the majority Muslim population. In 1971, arising 

out of political and militarily conflict with West Pakistan, East Pakistan 

seceded and formed Bangladesh (Rahman, 2009). 

Although Pakistan attained its independence in 1947 and has considerable 

natural resources and economic potential, it is considered as one of the least 

developed economies in the world and its per capita GDP estimate is circa 

$2,800 (CIA, 2012). The situation is further compounded by the ongoing 

political instability, conflicts with neighboring states and threats of terrorism 

are undermining the government’s efforts to promote economic development 

because of the associated costs and disruptive impact (BBC, 2012). 

Despite facing the challenges of political instability, conflicts with neighbouring 

countries and terrorism, Pakistan continues to aggressively pursue its 

developmental agenda with a high level of commitment leading to promising 

growth indicators attracting admiration and support from international 

department partners such as the new educational developments from China 

(CPEC). One of the notable developmental successes in Pakistan is the 

education sector, and especially the higher education sector.  Education is 

expected to develop the potential of individual citizens so as to benefit from 

the general quality of life arising from paid labour and also to create general 

awareness about female participation in different sectors of life  

For the country, education is expected to contribute to economic growth, as 

well as to promoting shared values and social cohesion as critical factors for 
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development (OECD, 2012). 

The National Education Policy in Pakistan 

Education has been one of the key development agenda items for all post-

independence governments in Pakistan owing to its associated potential 

benefits for all spheres of life including the political, economic, social and 

cultural domains (Higher Education Commission of Pakistan, 2010). The role 

of education is crucial in the ever growing and youthful population of Pakistan. 

Empirical data indicates the population of Pakistan continues to grow rapidly. 

For instance, the 1998 census put the population at 132 million people, and 

increased to circa 180 million by 2010, a significant increase of about 47 

million people within a period 10 years (Population Census Organization, 

2012). These figures also translate into an increase in the younger population 

attending schools and colleges. Iqbal (2011) notes the various governments 

of Pakistan have implemented a number of strategies to promote education 

but have so far failed to make education compulsory to all school-age 

children, pointing to glaring gaps in the implementation of education related 

services.  Both the central and provincial authorities have failed to implement 

the 1994 Punjab Compulsory Education Act.  

In addition, provincial authorities have failed to enact laws or by-laws related 

to compulsory education in their respective areas of jurisdiction. However, a 

report published by UNESCO (2012) indicates significant enrolment in primary 

schools in Pakistan during 2011, despite education not being compulsory. The 

report puts enrolment for male students at 81% and female students at 67% 

(UNESCO, 2012). 
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The Education System in Pakistan 

The body mandated by law to run the education sector in Pakistan is the 

Ministry of Education and Training: it handles both private and public sector 

schools. The education system in Pakistan is categorised into three broad 

levels: the first level covers pre-primary, primary and secondary schools. 

Children complete the first level at the age of eleven years. The second level 

is the college/further education/vocational training level, usually covering a 

period of two academic calendar years, while the third level is the university or 

higher education level, which is broken down into three further categories: 

undergraduate programmes ranging from 3-4years, Masters programmes 

ranging from 1-2 years and, lastly, the PhD programmes. The minimum period 

given to complete a PhD programme is five years. These three categories of 

education are further discussed below. 

The Pre-primary, Primary and Secondary level 

Under the pre-primary, primary and secondary level, there exist different types 

of education provision. These are: schools under government control and 

commonly known as state or public schools; private schools owned by 

individual people or enterprises, and madrassah schools, commonly known as 

Islamic schools. The governance of all three types of schools mentioned 

above falls under the control of the Ministry of Education and Training.  

The first type of schools at the pre-primary, primary and secondary level are 

the government (state) schools, where Urdu is the language of instruction; 

they follow the curriculum developed by the Ministry of Education and 

Training. In addition, only textbooks recommended by the same ministry are 

used in these state schools. English, however, is taught as a compulsory 
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subject at the primary level in all state schools. The Ministry of Education and 

training has also made English a compulsory subject in all primary schools, 

including those under state and private ownership.  

The second category of schools at the pre-primary, primary and secondary 

level are those under private ownership (private schools). Private schools are 

divided into two further categories: one group follows the same programme as 

state schools in the ninth and tenth years of study and another group follows 

the syllabus and examinations set by Cambridge University. These schools 

are sometimes referred to as ‘international schools.’ They are understood to 

provide high quality education commensurate with high tuition fees. These 

schools are mainly attended by children belonging to middle –class families 

who reside in urban areas, as well as children of foreign nationals working in 

Pakistan. As stated above, English is a compulsory subject in all primary 

schools. It is mandatory in Pakistan for all private schools to register with the 

Ministry of Education and Training before they are granted licenses to 

operate. 

The third category of schools at the pre-primary, primary and secondary level, 

are the Madrassah schools. The schools operate under a curriculum set by 

religious scholars and are approved by the Ministry of Education and Training. 

The languages of instruction in Madrasa schools are Urdu and Arabic. While 

children from well-to-do families attend the international schools, the majority 

of children who attend Islamic schools belong to less privileged families. 

In terms of qualifications, pupils/students are awarded matriculation, an 

equivalent to GCSE O-level qualifications, after ten years of studying at 
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school. They are later required to take intermediate studies such as F.A/F.Sc. 

equivalent to the A-Level certificate. An-Level certificate is a requirement for 

students entering tertiary level and university education. However, some 

secondary schools and colleges participate in the Cambridge exam system 

(GCE) A-Levels instead of the intermediate studies. 

The schemes of studies for all the courses are based on three key factors: 

national educational policy, market demand and issues influencing 

development trends globally.  

Understanding Technical and Vocational Education in Pakistan 

Technical and vocational schools in Pakistan offer craft-based courses, such 

as needlework, carpentry and weaving. Technical Colleges also provide post-

secondary education to produce both a skilled and semi-skilled labour force 

for the nation. According to certain data published by the Pakistan Bureau of 

Statistics (2012), there are more than 3000 vocational schools registered with 

the Ministry of Education and Training. Therefore, a large number of students 

who complete primary school education complete their education at technical 

and vocational institutions. Another important point to note, vocational and 

technical schools are not subject to national examinations and do not award 

national certificates since they mainly offer skills –based related courses. 

Higher Education in Pakistan  

Higher education in Pakistan covers universities and other institutions at the 

tertiary level of education governed by the Higher Education Commission 

(HEC). The commission was established to promote high-quality education 

standards in Pakistan to meet the government’s plans of using the education 
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sector to improve the quality of life of individuals through employment and to 

create a skilled work force that cherishes shared national values. To ensure 

effective implementation of education policy in Pakistan, the HEC works 

closely with the education authorities at the provincial level with powers to 

assess and recognise higher education institutions offering degree courses. 

The current total number of universities and degree awarding institutions in 

Pakistan stands at 135, of which 74 are public or state owned, while 61 are 

privately owned.  The increase is significant from only two public universities 

at the time of the attainment of independence in 1947. Since independence, 

higher education institutions in Pakistan were expanding gradually. By 1955, 

four more universities had been established and their number had increased 

to ten by 1965.  

The rapid development and expansion of higher education institutions in 

Pakistan became effective in 1971, following the secession of East Pakistan 

to form the independent state of Bangladesh. The expansion was further 

boosted in 1998, when the National Education Policy was amended to meet 

the new, ever-changing demands of the education sector, as well as 

international education standards.  

The new policy led to the upgrading of intermediate schools into degree 

awarding institutions and also allowed the creation and operation of 

independent private universities. As a result, by 2010 the number of degree-

awarding institutions went up to 135 (Ministry of Education and Training, 

2012). The expansion of the higher education sector is in part attributed to 

support from foreign governments, especially the UK and the USA, as well as 
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other development agencies offering support for the development of 

education in fledgling economies. Secondly, there is an increasing trend of 

viewing education as a lucrative investment opportunity by individuals and 

organisations, both local and foreign.    

Despite the rapid expansion of higher education institutions and increased 

enrolment at universities, there is little evidence to show targets and plans set 

by the Ministry of Education and Training to promote a human-centered 

economic development, to enhance the potential of individuals to meet their 

basic needs and improve the quality of their lives, are attained. It was also 

expected the education sector would provide responsible citizens capable of 

compelling the country’s development agenda in the global context (The 

Ministry of Education and Training, 2012).  

In its 2012 report, the Ministry of Education and Training indicates much of the 

expansion of higher education has been dominated by private investments, 

driven by profit oriented universities and degree awarding institutions, which 

have presented quality assurance challenges for the sector managing 

education in Pakistan. The report further observes giving powers to provinces 

to assess and grant permission to private universities to operate in their 

respective localities undermines quality assurance systems owing to a lack of 

supervision capabilities and implementation inadequacies, as well as being 

vulnerable to compromise by private universities and institutions. 

It further observes more students are being lured into university and tertiary 

level institutions at the expense of non-degree technical and vocational 

schools providing the necessary and required skills to drive the economy of 
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Pakistan. A comparative study carried out by the Pakistan Bureau of Statistics 

in 2012 indicates more students are entering degree-awarding institutions 

than those enrolling for non-degree-awarding courses in vocational and 

technical education. The study shows that in 2007, the total number of 

students entering universities was 741,092 compared to only 352,053 for 

vocational and technical schools. This disparity suggests in the near future, 

the number of semi-skilled and skilled employees entering the labour force in 

Pakistan will significantly reduce. 

In conclusion, with regard to efforts made by the Ministry of Education and 

Training to promote education for achieving national development, as well as 

enhancing ideological aspiration and national cohesion, no significant success 

has been realised in terms of literacy levels, enrolments at primary schools or 

gender equality in education. UNICEF (2007) confirms the assertion that the 

illiteracy rate has remained high despite enormous investment in the 

education sector by successive Pakistani governments.  

Development Dynamics in Pakistan 

Literacy indicators  

Pakistan remains one of the countries with the lowest literacy rates in the 

world it was 57% in 2005 (Iqbal, 2011) and the latest information from 

Pakistan UNESCO (2017) (United Nations Educational Services and Cultural 

Organisation) reveals the literacy rate as 59%. The breakdown of the literacy 

rate as per age and gender is presented in table 2.1. The literacy rate also 

varies according to geographical and gender differences (PSLM, 2009). In 

terms of geographical differences, Baluchistan province was identified as 
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having the lowest literacy rate compared to other provinces in Pakistan. The 

situation is more severe in rural areas characterised by high poverty levels 

and negative attitudes towards education. In terms of gender, females are 

found to have a lower literacy rate than their male counter. Again, Baluchistan 

province was the most affected. 

Table 2.1: Literacy rate among the population aged 15 years and older 
 Total Male Female  

Literacy rate (%)     

15-24 years 74.5% 81.3% 67.5% 2017 

15 years and older 59.1% 71.1% 46.5% 2017 

65 years and older 27.1% 38.1% 10.7% 2017 

Source: uis.unesco.org/en/country/pk (2017) 
 
The United Nations Organization (2000), observes, like many developing 

countries, Pakistan is faced with a great number of difficulties in addressing 

the need to match its educational development with international standards 

and achieve some of the critical components of the Millennium Development 

Goals (MDGs). Two goals are particularly concerned with achieving a global 

literacy rate of 88% by 2015 and reducing the literacy gaps between males 

and females within the same period. Iqbal (2011) notes the Government of 

Pakistan has been trying to take some initiatives, including the establishment 

of the Social Action Programme (SAP-1) and (SAP-2), to boost the education 

standards and increase the literacy rate in the country with a special focus on 

primary education.  

The Language Problem 

English is considered as an official language in Pakistan, while Urdu is the 

national language, and they are both used in schools and for official business. 

The two languages are used interchangeably for instructions in schools, while 
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English is used at all higher education levels. The use of English and Urdu, as 

official and national languages respectively, has attracted opposition from 

sections of the population in Pakistan who argue the two languages are not 

spoken by the majority of the people across the country except for a few elite 

groups in the urban centres. Politicians are attempting to establish a second 

national language alongside Urdu from one of the widely spoken languages 

across the country (Dawn, 2011). The 2011 Population Census Organization 

indicates only 7.57% of the population were recorded as Urdu native 

speakers, while 44% were recorded as native Punjabi speakers. The 

language issue has remained contentious and divisive across the social and 

political spectrum including schools, the civil service and political circles. 

Consequently, Urdu and English are perceived as the language of the few 

elite groups who use them as tools for creating hegemonic influence over the 

majority in the country. 

Rahman (2009) argues the use of Urdu as a national language and English as 

the official language has undermined social cohesion and exacerbated ethnic 

tensions and class conflict in the country, thereby creating disunity. He, 

therefore, advocates the use of multiple languages to address the concerns of 

other ethnic groups whose native languages are not being used as either an 

official or national language. He further argues the use of multiple languages 

will raise the cultural status of non-Urdu and English speakers and remove the 

perceived marginalization of the less privileged classes, instilling in them the 

sense of national belonging to ensure inclusion and participation of all citizens 

in economic and social development. 
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Fenge-Davies, (2010) observes the language situation in Pakistan is similar to 

the UK, where students from diverse backgrounds and less privileged 

communities (such as ethnic minorities with low incomes) have more difficulty 

in accessing higher education than the student majority who are from more 

affluent middle-class families. The students most affected are those whose 

first language is not English, especially asylum seekers and new migrants. 

The category of students require specific English language support in order to 

ease their entry into higher education institutions.  The opportunity was 

granted under the UK government funded ‘Aim higher’ initiative”. The initiative 

includes pedagogic interventions aimed at promoting peer support systems. 

The Economic Development Question in Pakistan 

As noted earlier, Pakistan like most other developing countries, has put much 

emphasis on developing its education sector in the pursuit of its socio-

economic development, particularly to improve the country’s literacy rate and 

resolve critical challenges affecting the performance of the education sector 

generally. However, the implementation of government policies for the 

educational sector has been undermined by a number of factors, both natural 

and manmade in nature. Notable among the natural disasters was the 

earthquake of 2005, which caused massive destruction of school 

infrastructures, including over 4000 government aided primary schools 

located within the earthquake prone areas of Northern Pakistan, including 

Balakot and Rawalakot. UNICEF (2005) estimates over 4,000 government 

aided schools were destroyed, affecting over 275, 000 children. The schools 

were later reconstructed with the support of international agencies, including 

UNICEF, so the affected children could return to full-time education (UNICEF 
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UK, 2006). 

Other factors, which have negatively affected the implementation of education 

activities, include the state of insecurity and political instability in Sindh 

Province, as well as in areas bordering Afghanistan. The natural disasters and 

insecurity mentioned above have led to the government giving priority to 

security at the expense of other key sectors, such as education, as evidenced 

by a reduction in budget expenditure for the sector. 

Since 2010, Pakistan’s government has allocated only 2.1% of its GDP to 

education compared to its neighbours, India, which spends 3.3% of its GDP 

on education and Malaysia which spends 4.7% of its GDP on education 

(UNESCO, 2010). 

Service delivery in Pakistan, as in most developing countries, is low owing to 

poverty. In Pakistan, malnutrition and health challenges have become critical 

development concerns, as the Government cannot adequately provide for its 

citizens most basic human needs, such as the bare minimum of food, shelter 

or clothing; neither can it provide health care, education, security or water. 

The significance of ‘meeting basic human needs’ is discussed in more detail 

in Maslow’s Psychological theory (hierarchy of needs) presented in the five 

levels in forms pyramid presentation such as physiological needs, safety 

needs, love and belongings, esteem and self-actualisation (Huitt, 2004).  

In Pakistan, the poverty level is very high and, as a result, meeting basic 

needs for the majority of the population, such as the provision of a good 

quality education, health care, transportation, clean water, adequate food, as 

well as the provision of satisfactory psychological, social and cultural 
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requirements of life, has become difficult for the government to attain given its 

limited available resources. The efforts of international bodies to help 

development through the provision of aid to bridge service delivery gaps and 

inequality in Pakistan has not been successful owing to the conditions 

attached to the aid. The government is, therefore, not able to finance its 

development priorities apart from programmes and projects tied to 

development aid which serve the interests of the donor communities (Riddell, 

2009). 

Riddell (2009) further observes ‘the strings’ attached to the donation of 

development aid, developing economies, lead the aid recipients, including 

Pakistan, to remodel their development strategies and plans to suit the 

interests of the donors in order to obtain much needed support for national 

objectives and priorities.  Donors argue, the process of harmonizing or 

streamlining national plans with global strategies enhances collaboration and 

creates transparency in the implementation of programme activities, as well 

as mutual accountability (OECD, 2005). 

In Pakistan, the provision of aid over the last 20 years has been affected by a 

long-standing insecurity situation and international political tensions that not 

only led to aid reduction, but also diverted resources from development 

activities to security related challenges. For instance, the support by USAID to 

Pakistan’s Government in 2002 mainly covered military aid (Guardian, 2011).  

Another challenge negatively affected service delivery, especially in the 

education sector,  are natural disasters, particularly the catastrophic 

earthquake of 2005. The disaster influenced the allocation of national 
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resources, international funds and other forms of support, shifting them to 

provide financial aid for humanitarian activities. There was also a significant 

increase in humanitarian aid to cater for the victims of the 2005 earthquake 

and of the 2010 floods, although the support was inadequate for handling all 

the challenges related to the catastrophic consequences of the disasters.  

Aid, therefore, has not been a solution for addressing the main developmental 

needs of Pakistan. The education sector, in particular, has not benefitted 

much from the increase of humanitarian and development aid from donor 

countries and agencies owing to those factors discussed above. 

Examining Learning Cultures in Pakistan 

This section explores the influence of culture in Pakistani higher education 

institutions by focusing on key issues and challenges affecting students and 

undermining their learning environment. A proper diagnosis and analysis of 

the challenges at the initial phase of research was crucial in order to unearth 

barriers to learning and provide practical recommendations for resolving the 

challenges both at tactical/local and strategic policy levels. 

It is important to note the education system in Pakistan retains strong 

historical links to British colonial rule, during which an education system was 

established alongside the traditional Madrassah schooling. The hybrid was 

followed by the introduction of the USA model of education by Christian 

missionaries after the attainment of independence in 1947. The education 

system brought by the British colonisers and the missionaries from the USA 

had little development of pedagogy in primary and secondary levels. Under 

this system, teachers continue to play dominant roles and exercise authority 
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in the learning process (Farooq, 1996; and Iqbal, 2011).  

Furthermore, emphasis is laid upon formal examinations that influence and 

determine methods of teaching and learning. Teachers are expected to 

prepare students adequately in order for them to receive good grades in 

national examinations. Similarly, students are put under pressure by their 

parents and teachers to spend much of their energy on revising and 

memorizing what is taught in class for the achievement of better grades in 

their examinations.  

Examination-oriented learning, therefore, does not prepare and systematically 

examine the ability of students to analyses and interpret theories learnt in 

schools to the real practices in life. Rahman (2009) suggests that in order to 

improve teaching and facilitate the learning process to produce good quality 

education, there is a need to consider a mixed-method of teaching to include 

formal examinations and internal progressive assessment within individual 

schools for keeping track of a student’s performance and creating room for 

improvement in individual students. 

As noted earlier, the Pakistani government has been facing significant 

challenges in delivering good quality education to its citizens, especially 

regarding improving the low participation rate in primary education and the 

poor literacy rate that reinforces many of the inequalities in education 

performance between schools in urban and rural areas. Schools in rural areas 

experience gender disparities in terms of enrolment, high school drop-out 

rates, child labour, high cases of absenteeism, lack of parental support, low 

completion rates, poor performance in national schools and challenges 
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associated with social background and poverty (Ministry of Education and 

Training, 2012). 

The above factors negatively affect a student’s cognitive learning and 

development, especially in state schools where administrators do not have the 

resources, personal ability, initiative or motivation to resolve the challenges. 

The situation for schools in the private sector education system is much better 

than those in public schools, as they create a more favourable learning 

environment resulting in positive results in national examinations. The good 

learning environment is partly because private schools depend on funds 

generated from school fees and other charges rather than depending on 

government finances, which are not only meagre but also difficult to assess 

owing to bureaucratic tendencies. Secondly, leadership of private schools is 

more innovative as they compete in order to become the best providers of 

good quality education and, ultimately, in order to attract more students to 

their schools and charge high fees. In addition, parents with children in private 

schools are found to be more supportive of activities initiated by the school 

management to improve their children’s performance.  

Bush and Middlewood (2005) observe the performance of students at private 

schools is much better than those at state schools because of their 

commitment and leadership qualities, since teachers are usually hired based 

on good qualifications and relevant experience. Moreover, teachers at private 

schools are more motivated as they receive higher pay and other benefits. As 

a result, they strive to maintain good student performances by learning new 

concepts and practices from other sources and initiating them at their schools. 
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The inequality between private and public schools highlighted above, where 

the education system only favours a few privileged members, is not healthy 

for broad national development objectives, as the majority of the population 

does not benefit from good quality education at the various levels of the 

system (Haeri, 2002). The inequality between private and state schools is 

further reinforced by a strong family system where the middle-classes and 

elites continue to send their children to high-achieving schools located in 

urban centres and then to well-established universities. The situation may be 

contrasted with the 2012 objective set by the Ministry of Education and 

Training, which uses education as a mechanism to promote economic 

development and youth to promote the heritage of the Country. 

Education for Girls 

The education of a female child is problematic in Pakistan and this can be 

associated with a number of factors including poverty, child labour, negative 

cultural and religious attitudes towards girls and weak enforcement 

mechanisms by government and local authorities to help ensure they attend 

school without any hindrances. 

In Pakistan, girls are often engaged in child labour at an early age. The most 

dominant child labour activities include carpet weaving, craft manufacture and 

domestic work, such as housekeeping and childcare (Farooq, 1996). The 

situation of child labour is more pronounced in rural areas where there is little 

motivation for educating young girls owing to cultural stereotypes. Another 

traditional practice which perpetuates child labour is the constraint put on 

young people not to move beyond their locality. The lack of social mobility 
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discourages exposure, initiative and opportunities for young people to develop 

their potential outside of their local environment (Zubair, 2001; Qureshi and 

Rarieya, 2007). In addition, the tradition of charging the first girl with the 

responsibility of taking care of elderly family members and younger siblings 

prevents them from attending school. 

Another important factor undermining the education of a female child is 

poverty. Pakistan government passed a law requiring at least half of all money 

sent to schools for education must specifically contribute to the education of 

girls (Ministry of Education and Training, 2010). However, a large number of 

families are unable to meet their obligation of providing the basic scholastic 

materials (pens, exercise books and uniforms) and, more importantly, 

provision of food for children while at school. Failure by parents to provide the 

above items has been one of the reasons for children dropping out of school 

at an early age. In hardship, parents prefer to keep boys at school at the 

expense of the girls, who leave school much earlier and engage in child 

labour (Haeri, 2002; Qureshi and Rarieya, 2007).  

The situation, however, is different in middle class urban areas where there is 

less discrimination between male and female children, especially those 

attending private schools. The implication is the urban middle class families 

and elites can afford to pay for their children to attend school and suffer less 

from negative cultural influence due to exposure (better learning facilities) 

compared to their counterparts in rural areas. As noted by Iqbal (2011), at the 

higher levels of schooling, gender imbalance naturally disappears as girls 

begin to compete with boys with much less discrimination. The reason being 
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the inhibiting factors experienced by girls in rural areas are less present in 

urban schools coupled with exposure and desire by the elite class and middle 

classes to maintain and acquire better standards of living by educating both 

sexes. 

Reports from Pakistan Education Statistics for 2007 and 2008 indicate equal 

participation for boys and girls between the ages of 15 years and 17 years in 

higher Secondary schools, with an enrolment of over 60% for girls. Similarly, 

‘the percentage of females joining university education was stated as 46%’ 

(Iqbal, 2011:43). 

Learning and Cultures of Learning 

The university environment (learning site) has not significantly changed from 

the formal practices adopted from the UK and USA systems. However, there 

is a need to understand the subjective and objective conditions of individual 

students operating within the broader learning culture of the university. 

Understanding the conditions is important in comprehending the evolving 

patterns of the learning culture. It is, therefore, important to examine the 

assumption that all students share common learning culture needs. 

As noted earlier, higher education institutions in Pakistan are dominated by 

students who come from private schools and, thus, had instruction in English 

language; some of them even participated in English or American exams. It 

was also noted that despite the difference between public and private schools, 

apart from a few schools, the methods of teaching and placing much 

emphasis on passing examinations still persists in Pakistan. The teaching 

method has a negative impact on critical pedagogical development in 
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providing holistic education to the learners.  

The National Education Policy (NEP) report (2009) confirms failure to deliver 

pedagogical instructions in schools has affected the implementation of 

planned activities for achieving increased access, as well as promoting quality 

and equitable education for all learners. The system has also failed to 

produce a responsible workforce capable of linking Pakistan to global 

networks of economic and social development (NEP, 2009). The NEP 2009 

report provides a series of transformative recommendations: radical changes 

to pedagogy and a focus on student-centred learning both in secondary and 

higher secondary schools. It also recommends training teachers in 

participatory approaches to teaching, and counselling and career guidance 

skills (Iqbal, 2011).  

Similar reforms in the education sector were proposed by the World Bank in 

2012, calling for challenging the existing curriculum and teachers’ education, 

with special attention given to improving in-service training, in order to 

enhance available teaching methods and styles. Consequently, the 

recommendations were integrated into the National Education Policy with the 

hope they would improve approaches to teaching and learning. However, 

there is little evidence to suggest the implementation of the above changes 

translated into positive outcomes for learners, teachers or governments. 

Instead, there are indications students who join university education continue 

to remain passive recipients of knowledge, as opposed to the interactive style 

of learning proposed by the World Bank (Iqbal, 2011). As a result of the 

teaching approaches used, the authority of teaching institutions and of 
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teachers is deeply entrenched in students before they join university and 

changing such teaching and learning styles takes a great deal of time and 

effort rather than mere recommendations (Iqbal, 2011).  

With globalisation, a number of challenges are rapidly taking place in higher 

education across the world as universities compete for research funding from 

governments and international organisations and carry out reforms in their 

teaching curricula to conform with international education standards for the 

production of skills that meet global requirements (Attach et al, 2009). 

Therefore, universities are increasingly developing an international character 

with cost cutting practices devoid of their local surroundings, historical and 

colonial background, and legacy. 

The British established education systems in their former colonies and the 

systems and learning cultures have largely remained unchanged, with little or 

no reforms carried out by post-independence governments. Education 

systems in Commonwealth countries, including the South Asian sub-

continent, Australia, Anglophone Africa and New Zealand, were modeled on 

the UK university system. Similarly, the education system in Francophone 

Africa was structured upon the French system. Kattumuri (2011) observes 

learning cultures at many universities across the globe have links with colonial 

legacy or colonial systems. Apart from the colonial link with education 

systems in former colonies, the American model of university education is 

being adopted, mainly by private schools in developing economies. Originally, 

private universities were owned mainly by organisations from the USA, such 

as faith-based groups, philanthropic agencies and business enterprises.  
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Globalisation has not significantly influenced learning cultures and practices in 

traditional universities built on colonial systems, despite receiving an 

increasing influx of international students. The notable changes brought about 

by globalisation are online and distance learning programmes, as well as part-

time courses. The study arrangements are aimed at providing education to 

students who cannot afford to travel long distances to access education, as 

well as the working class who wish to study while continuing with their 

employment. The increase in international students in higher education, in 

both developing and developed economies, can be attributed to a number of 

factors including aggressive advertisements  made easy by improvement by 

ICT and regional integration where students from partner states are given 

favourable conditions for studying outside of their home countries. 

All in all, globalisation has not facilitated convergence in global education 

policy and practices apart from collaborations initiated by individual 

universities for the purposes of enhancing performance, cutting operation 

costs and attracting more students. Many universities, especially private 

institutions, are more concerned about expansion than harmonising the 

different global practices expensive to achieve within a short period of time. 

An accurate understanding of teaching and learning and cultures is critical 

when designing an appropriate mentoring scheme in higher education 

(HEFCE, 2010). It is important to address the learning and cultural needs of 

students coming from diverse cultural backgrounds and orientations. It is 

equally important to recognise the learning needs of new students moving 

from schools to universities, where they will experience new learning cultures 
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and meet students from different cultural and academic backgrounds 

(UKCISA, 2008). 

There are basically two identifiable issues connected to culture as an 

influential factor in the learning process. The first one is related to the parental 

culture of individual students that influences their direct interaction with 

colleagues, teachers, as well as their responses to new learning materials.  

The expectation is students from communities practicing strict and 

hierarchical communication flow because of their religious and cultural beliefs, 

will find it more difficult to adjust to the informal learning environment and 

interaction with their peers because the student joins the new learning 

environment with perceived expectations of maintaining what has been 

inculcated at the lower levels of schooling. In Pakistan, the hierarchical 

relationship between teachers and learners, and the authority of institutions 

practiced at primary and secondary levels of education, as well as the 

hereditary cultural structures that promote passivity among community 

members, continue to influence learning cultures at universities (Iqbal, 2011).   

The second issue related to culture and learning in higher education is the 

contextual environment of a university in which students operate. As pointed 

out earlier, universities have different learning cultures based on their 

historical attachment to the colonial administrations that established them, 

and colonial education systems created by the former colonies have largely 

remained. For instance, education systems in Commonwealth countries 

including the Indian sub-continent, Australia, Anglophone Africa and New 

Zealand were constructed on the UK university model. Relatedly, the 
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education systems in Francophone Africa were structured in a similar way to 

those in France. Kattumuri (2011) observes the learning cultures of many 

universities across the globe have links with hegemonic colonial heritage or 

colonial systems. Apart from the colonial links with education systems in 

former colonies, the American model of University education is being adopted 

by mainly private schools in developing countries. Originally, private 

Universities were mainly owned by organisations from USA such as faith-

based groups, philanthropic agencies and business enterprises.   

In Pakistan, in the Punjab, the physical structures, the nature of faculties, 

disciplines and courses, as well as teaching methods and styles of 

administering examinations were directly transferred from the UK education 

system. Both university management and teaching staff were originally 

appointed among British academics to ensure strict adherence to the colonial 

education system and to create hegemonic influence and control. The school 

calendar including long vacations was typically adopted from the British 

system and has largely remained unchanged. In addition, during British 

colonial rule, English was introduced as the only language of instruction in 

schools. 

Learning Sites and Learning Cultures 

James and Bloomer (2001) use the concept of an ‘authentic learning site’ to 

create a distinction between ‘learning sites’ and ‘learning cultures.’ The 

learning site refers to specific environments within which learning takes place; 

that is to say, institutions or universities providing education services to 

learners and how they operate in terms of internal behaviours, values, 
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meanings and purposes. The learning culture refers to the broader cultural 

system within which the students learn and carry out their daily routine.  

In their analysis, the difference between ‘learning sites’ and ‘learning cultures’ 

is subtle because the university environment does provide an unusual cultural 

setting for new students through universities and other educational institutions 

imposing specific cultural demands to ensure the primary goal of learning is 

achieved. Therefore, the learning process takes place within the broader 

cultural context the learners are usually familiar with and they can easily 

adjust for the purposes of achieving learning objectives, while maintaining 

their cultural values. Other components of ‘authentic learning sites’ generally 

include formal learning opportunities but they also recognise non-informal 

learning such as personal relations (pastoral support), peer group interaction 

and career aspirations (Bourdieu and Passeron, 1990). Such interactions 

have meanings individual learners sometimes share the challenges related to 

formal and informal learning with their peers and improve the learning 

process, thereby shaping the learning dynamics. The issues are also dynamic 

and change from time to time, varying from one individual to another, or even 

within an individual. Moreover, these issues operate within wider social, 

economic, cultural, political and moral spectrums, thereby necessitating 

contextual understanding. 

The concept of an ‘authentic learning site’ is very important for the study of 

mentoring of students in higher education as it helps to identify the needs of 

individual students and shows how needs can be resolved using the peer 

mentoring mechanism. Student peer mentoring appears to be more effective 
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since the mentor and the mentee share some of the conditions imposed by 

the authentic learning site and are both knowledgeable about the learning 

cultures. In addition, the close connection and contact between the peer 

mentor and the mentee, within the learning site and learning culture, creates 

mutual trust and confidence in the mentoring process (Kolb, 1984; Murray, 

2001). 

In addition, there is the possibility of mentor and mentee joined the university 

from the same secondary school. The situation is typical  of Pakistan where 

the majority of students, before joining university, study at schools with 

hierarchical and teacher-centred learning systems. Under the system, 

students are passive recipients of knowledge and the teacher’s authority is 

unquestionable. Similarly, the students come from communities with a shared 

broader culture in which there is a submissive attitude to social, traditional and 

religious authorities (Haeri, 2002; Qureshi and Rarieya, 2007; Rahman, 

2009). It is important to observe some children from middle class and upper 

class families join universities from private schools or high achieving schools 

in urban areas, whose practices are different from those at poorer rural 

schools.  

Challenges to Learning for Students in Higher Education 

This section discusses the challenges and barriers students entering 

university in Pakistan are faced with owing to a variety of reasons including: 

socio-economic issues, security, political and natural factors. The section also 

provides an explanation for why the university system in Pakistan is still 

dependent on a (teacher-centred) traditional approach of education, as well 
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as discussing emerging evolutions (research-centred) at some universities 

and institutions in Pakistan, and how they influence learning cultures. The 

study, seeks to understand the extent to which peer mentoring models 

developed in the UK and USA may be relevant and applicable in Pakistan 

where students face a very different set of challenges and experiences 

compared to those in developed countries (particularly the USA and UK).  

There is general agreement university life is very challenging for students 

across the world, including those in the UK and USA, as well as those in 

developing economies. Therefore, it is expected mentorship models 

developed in the UK and the USA could provide cost-cutting solutions for 

students in developing countries including Pakistan. In addition, universities in 

Pakistan have common learning characteristics and cultures since they were 

modeled on university systems in the UK and USA. Furthermore, students at 

UK and USA universities face many learning challenges because of different 

cultural backgrounds and social status, including the wealthier classes and 

those from less privileged backgrounds. New migrants and international 

students usually experience challenges when coping with new university 

environments. The situation is quite similar to Pakistan where the majority of 

students from poor backgrounds attend state schools and those from middle-

class group attend high achieving private schools, with some joining the same 

university after completing secondary school.  

Although many of the challenges identified at UK and USA universities are 

similar to and quite common in Pakistan universities. The situation, therefore, 

calls for preliminary research to identify major barriers to the learning process 
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and enrolment in higher education in the mentioned countries in order to 

design appropriate and corresponding peer mentoring schemes.  

Given the general characteristics of the challenges discussed above, the 

expectation is that introducing or importing a mentoring scheme into a new 

context possible and fitting for situation in Pakistan. However, there is a need 

to pay close attention to the details of both the specific authentic learning site 

and the learning cultures of individual learners. It is, therefore, important to 

consider the following critical issues when developing a peer-mentoring 

scheme for university students in Pakistan. Firstly, the scheme should 

consider improving a student’s academic performance and motivation at a 

minimum cost. Secondly, it should re-orient a student’s focus from the 

hierarchical pattern of learning to student-centered approaches more 

interactive and involving for both learners and teachers. Thirdly, it should 

increase student ownership of the learning process and learning outcomes,  

and followed by provision of support to students battling multiple challenges, 

including personal, cultural and academic issues. Finally, the peer mentorship 

scheme should encourage a community’s participation in the learning process 

of its students, in order to create a high sense of collective responsibility and 

citizenship. 

On the contrary, the focus on learner-centred learning in the UK, while central 

to the changes in higher education during the past, has been tailored through 

the curriculum and is not such a priority for peer mentoring schemes, except 

for those intended for overseas students entering the UK’s higher education 

system, whose home learning cultures are less learner-centered (UKCISA, 
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2008).  

Pannikar (2002) argues, mentoring could be used as a solution to identify the 

challenges and the concern of students in an education system. In Pakistan, it 

requires some assessment in order to establish the contribution of the 

education system developed in the UK and other Western countries to 

maintaining hegemonic influence and cultural dominance over former 

colonies.  

As discussed earlier in the ‘Education’ section within this chapter, Pakistani 

universities were developed using two models. The first is the British 

university model, which was introduced by the colonial administration. The 

second is the USA university model promoted by the expansion of private 

universities. The continued use of English as the language of instruction in 

Pakistan is perceived by some academics as a tool to impose and entrench 

western culture at Pakistani Universities. English, in this case, is viewed as a 

tool of neo-colonialism and has influenced learning cultures in higher 

education in Pakistan and other former British colonies across the world.   

The argument that Western education systems, and the English system in 

particular, promote Western hegemony in Pakistan has generated debates in 

academic circles. Those opposed to the notion point to the fact that the 

majority of children in Pakistan attend Madrasahs, where Urdu and Arabic are 

both used as languages of instruction. Islamic forms of education started in 

South Pakistan during the 11th
 

century and Madarasahs expanded 

significantly under the presidency of General Zia ul-Haq between 1978 and 

1988. By 2012, 21,402 Madrasahs were registered in Pakistan (Ministry of 



 
 

60 

Religious Affairs, 2012). However, despite the large number of Madrasah 

institutions, they have not been elevated to university status, even though the 

education they offer is similar or equivalent to that offered by existing 

universities.  

Qadir (2011) observes, the dominance of Western education over the 

Madrasahs did not originate directly from British colonial rule but was adopted 

and promoted by post-colonial governments as a way to build a modern 

secular state; developed in colonial India in the 19th Century, with the intention 

of preventing the Islamic traditions from gaining a hold in higher education in 

the sub-continent. The Western influence on the education system in Pakistan 

was reinforced and maintained by post-colonial government with the view to 

building a modern state based on Western models of governance. The 

situation is further compounded by the rapid spread of the modernisation and 

globalisation phenomena that seek convergence in developmental policy and 

practice.  

The research further helps in understanding whether the practices of 

mentoring established in the UK universities, if applied to Pakistan, might 

support the hegemonic power of the English language at universities in 

Pakistan, even though mentoring is aimed at dealing with learners’ real-life 

situations. To minimize any possible hegemonic influence of English in local 

cultures at Pakistani universities, it is imperative to consider a pragmatic 

approach that will pay attention to the specific cultural construction within 

which learners are working and may include reflecting on the ways in which 

the learning culture of the university replicates the influences of colonialism, 
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religion and cultures in Pakistan. In view of this study, any mentoring form 

should have a minimum impact on the wider culture of the Pakistani education 

system, though it is difficult to initiate a culturally neutral mentoring form, 

especially when they are developed in a foreign cultural context. 

The next chapter offers a review of the literature on mentoring in higher 

education and provides the foundation of the justification for the position the 

researcher undertook for a mixed methods research. It provides a critical 

evaluation of the theoretical and applied features of a mentoring system in 

higher education for senior and young academics. It concludes by explaining 

the rationale for mentoring significance for young academics (returnee 

doctoral graduates) in higher education in Pakistan. 
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CHAPTER 3: REVIEW OF LITERATURE  

Introduction 

The review emerges amidst concerns of a literature gap in mentoring for young 

academics in higher education, living in developing economies and reliant on 

studying abroad for expanding their higher education capacity. The policies of 

mobility of academics abroad for mentorship abroad are historical.  

The study attempts to answer the fundamental research question; ‘how 

important is academic mentoring for young academics (returnee doctoral 

graduates) in higher education in Pakistan?’ In this review, I explore the 

meaning of the concept of mentoring, as well as the learning theories that 

support it. I further explore its theories and practical applications before 

providing an overview of its importance to higher education. Later in the 

review, I examine the various forms of mentoring and its benefits to 

institutions, mentors and mentees. In the conclusion, I identify the limited 

information available on the needs of young academics, which I build on as a 

key aspect of the shortcomings in the literature currently available and 

especially with relevance to Pakistan’s higher education institutions.  

Mentoring 

Derived from Greek mythology, the name implies a relationship 

between a young adult and an older, more experienced adult that 

helps the younger individual learn to navigate in the adult world 

and the world of work. A mentor supports, guides, and counsels 
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the young adult as he or she accomplishes this important task. 

(Kram, 1985; also cited in McGowan, 2004:8). 

Although it is argued, no definition for mentoring is an absolute definition 

(Carden, 1990; Healy & Welchert, 1990; Healy, 1997; Chao, 1998), Kram’s 

definition, and descriptive theory still supports and complements the informal 

mentoring relationship and sets the foundation in the practical field (Crosby, 

1999). Kram (1985:5) stated “With Mentoring at work, contemporary 

scholarship on developmental relations begins”. In Kram’s (1980) original 

research work, a grounded theory approach was applied for understanding the 

informal developmental relationships between young managers and the adults 

named as ‘mentors’. Extensive biographical interviews were used for 

Caucasian, where equal number of participants (half participants were men 

and half women) participated within an organisational setting and the research 

findings reflected the informal relationship from three different perspectives: 

intrapersonal, interpersonal, and organisational. The study provided her with 

the foundation to develop “a descriptive theory that illuminates characteristics 

of these developmental relationships, as well as the psychological and 

organizational factors that influence their course” (Kram, 1980: abstract). 

Kram’s intrapersonal analysis demonstrates the individual’s tasks and career 

concerns impact on the progress of a relationship. The relationship provides a 

strong foundation for young managers who are concerned with building a 

career and an identity. The young managers found ‘mentors’ to be a 

supportive role model, as they provide guidance and support for 

accomplishing the tasks at work (Kram, 1980). In addition, Kram suggests 
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informally developed relationships are complementary when “simultaneously 

responsive to the salient concerns of both novice and experienced managers” 

(Kram, 1980: abstract). The supportive model is also discussed from mid-

career managers who are pleased to transfer the knowledge and skills they 

have learnt from years of experience to young talents (Erikson, 1963; 

Levinson, Darrow, Klein, Levinson, & McKee, 1978; cited in McGowan, 2004) 

The interpersonal analysis by Kram (1980) also suggests these relationships 

perform important functions for the mentor and mentee within the career and 

psychosocial realms. There is relationship enhanced career advancement with 

the help of functions, such as sponsorship, coaching and exposure. 

Consequently, personal identity formation and enhanced self-confidence were 

observed in relation to functions such as modeling, counseling and friendship. 

Furthermore, Kram (1985) observed the range and quality of functions 

appeared to be related to the phases of the relationship and were 

characterised as initiation, cultivation, separation and redefinition.  

• Initiation is the stage providing the basis of the relationship, where 

guidance and support is offered to the young participant (mentee) by 

the senior manager (mentor).  

• The consensus of mind among the participant (mentor and mentee) in 

the mentoring relationship develops into a strong positive expectations 

and the mentee’s prospects provides the credence through the 

connection with the senior manager.  



 
 

65 

• The separation stage indicates the pivotal change in the relationship 

providing the mentor with the experience of autonomy. The separation 

is mostly accompanied by feelings of anxiety, tension and loss.  

• Finally, after several years of separation, the relationship moves into the 

final phase of redefinition and advances into new forms. It is important 

to know mentoring functions and phases in order to understand the 

functions of a formal and informal relationship. The functions are 

considered as the pillars of mentoring theory and practice. 

Kram’s work has set the foundation for developing mentoring theory and 

practice but careful consideration must still be given before this is used as a 

foundation for developing formal or informal mentoring programmes (Kram, 

1985). It is also a critique of the formal mentoring relationship in that far less 

research is conducted on the formal mentoring style in comparison to the 

informal mentoring. Therefore, the current literature provides little in relation to 

processes that occur within the context of informal relationships and whether 

or not they are similar to formal mentoring relationships (Zey, 1985; Burke & 

McKeen, 1989; Geiger-DuMond & Boyle, 1995). 

Formal mentoring research indicates the relationship focuses on a comparison 

to informal mentoring, with major comparative studies investigating the 

association between the types of mentor (formal and informal) and the 

functions (career or psychosocial). The mentoring models and theories 

discussed based on current theoretical frameworks that the mentees in 

informal relationships are in an advantageous position compared to the 

mentors in formal mentoring relationships. Chao et al. (1992) showed that the 
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mentee in an informal relationship receives more career benefits and 

opportunities for professional development, as well as receiving higher 

remuneration than those in formal relationships. However, the study fails to 

show that a mentee also receives more benefits towards psychosocial support 

and improved learning in informal relationship than in formal relationships. 

Fragenson-Eland (1997) argued, the mentee in an informal relationship 

received more psychosocial benefits than in a formal relationship, although no 

evidence was provided to support the differences between career and role-

modeling functions in either formal or informal relationships. 

A study of formal mentoring pairs (Noe, 1988) argued, within the field of 

education, mentors provide career and psychosocial functions similar to those 

functions illuminated by Kram (1983) and Olian et al. (1985). Mentees in 

formal relationships reported the model facilitates the achievement of 

psychosocial benefits but limited career functions from the formal mentor. The 

study provided the findings through reflecting on the beneficial side of formal 

relationships, but they are not similar to Kram’s (1983). 

The latest research by Higgins & Kram (2001) provides a new form of 

mentoring relationship based on the evolving challenges and changing roles in 

industry. They suggest social network theory and methods are new trends in 

understanding the meaning of mentoring in the current context. They argued, 

scholars have begun to illuminate the limitations of single or primary mentor 

practice and instead have begun to revisit Kram’s (1985) original proposition 

that individuals rely upon not just one but many individuals for developmental 

support for their careers; this phenomenon is named “relationship 
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constellations” (e.g., Baugh & Scandura, 1999; Higgins, 2000; Thomas & 

Higgins, 1996; also cited in Higgins & Kram, 2001). 

The recent reconsideration of Kram’s work has arisen from changes in the 

current career and employment context, as well as research on alternative 

forms of mentoring described by Higgins & Kram (2001) in the article 

“Reconceptualising Mentoring at Work - A Developmental Network 

Perspective”. This new approach combines the mentoring relationship 

between many members, such as colleagues, peers, family and community 

members. In addition, it covers the formal and informal mentoring models that 

facilitate the mentee’s career and psychosocial development at different 

stages. The literature provides the wider context helpful in understanding the 

mentoring models (formal and informal) within the theoretical context. 

Roles of an Academic in Higher Education 

The trend to attend higher educational institutions has increased worldwide 

and the increased number of students has presented new challenges for 

academic careers (Hawkes & Rab, 2017). Today, higher educational 

institutions are applying business models that can get the most from staff 

performance in both research and teaching, for example, motivating staff to 

expand their teaching roles, as well as providing improved teaching and well-

researched publications (Hawkes & Rab, 2017). Bryan Cunningham’s (2015) 

in the edited edition of ‘Professional Life in the UK Higher Education’, Scott 

(2014) has highlighted the occurrence of current changes in academic careers 

in the UK. The edition demonstrates the shifts in academic careers in the UK 

in the light of widening participation, the expansion of higher education and 
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the drive towards marketisation as a dominant discourse. The collection also 

provides the changing characteristics of employment in higher education 

(Temple, 2014) and the growing interest in the importance and value of 

teaching roles (Duncan, 2014).  

“Teachers according to Sachs are confronted by such a range of challenges 

they need to be skilled practitioners who can work both collaboratively and 

independently; have the ability to solve complex practical and theoretical 

problems; are able to reflect on their practice in order to develop quality 

learning opportunities for their students and are professionals who are able to 

cope with rapid social and technological change” (1997-263-4, also cited in 

Cunningham, 2012:63) 

Baldwin & Blackburn (1981) provided the research on ‘The Academic Career 

as a Developmental Process’. The research highlighted the studies of faculty 

attitudes, professional interests and satisfaction, and revealed important 

distinctions between professors of different ages or at different career stages 

(ibid.600). Ladd and Lipset (1975; also cited in Baldwin & Blackburn, 1981) 

found distinct differences in the political attitudes of older and younger faculty. 

The faculty role preferences also seem to evolve gradually. They argued 

senior faculty’s interests and values “turn away from research and towards 

teaching with increasing age” (Baldwin & Blackburn, 1981:600). In recent 

times, higher education institutions’ demands include the changing nature of 

academic job roles, such as teaching, assessment, student engagement, 

quality research, publication and many more. Similarly, the current academic 

challenges from a higher education institution’s perspective are also 
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highlighted by Bentall (2015) in Cunningham’s (2015:26) edited edition: “HE 

institutions currently make increasing demands on academic staff, who have 

to negotiate a number of different discourses around quality, student 

entitlement, employability and competitiveness”.  Bentall (2015) emphasised 

the changing nature of a new academic’s job role, who starts life primarily as 

an expert in their discipline and expects to continue and develop their career 

with further research and experience. However, the change according to the 

institution’s requirements or the contract (Bentall, 2015). The continuous 

changes in an academic’s job role facilitates both teachers and learners 

improving their knowledge and skills. Similarly, in Pakistan, new academics in 

higher education institutions are facing the challenges presented above for 

UK higher education institutions, thus, the changing academic roles and 

challenges for young academics in higher education could better understand 

whilst exploring the needs of mentoring to young academics.  

The challenges of teaching demands and research expectations are not 

unique to the UK. Teichler and Hohle (2013) also provided an edited 

collection where the data collected from twelve European countries shows 

similar changes across European higher educational institutions and similar 

consequences for the shape of academic careers (high expectations of the 

teaching role and better-quality research and publications). The literature 

based on the UK and Europe sets out examples of change in the academic 

role in higher educational institutions around the world. 

In a recent report by the British Council ‘Understanding Academic Careers in 

Pakistan: Developing Strategies for Academic Career Development for the 
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Higher Education Commission’ (Hawkes & Rab, 2017), academics in 

Pakistani universities find themselves taking on an increasing number of 

teaching roles to accommodate larger and more demanding student bodies. 

The lack of academics within the system amplifies the concern. Khan et al. 

(2014; as cited in Hawkes & Rab, 2017) reflect the lack of professional 

development in teaching and the continuing recruitment and retention issue to 

teaching staff amplifies the trend. The professional development systems 

within universities guided by policy (set by the HEC) could facilitate academic 

careers for all. Therefore, the mentoring relationship could bridge a gap and 

help young academics, as well as senior academics, build a strong rapport 

and produce the desired results to mitigate the recruitment and retention 

issues, and promote a strong research culture.  

The Contemporary Knowledge Economy  

It has been observed, universities are engaged in doing ‘new things’ since the 

late twentieth century. These ‘new things’ are primarily focused on achieving 

different social and economic objectives and are classified into two broad 

categories: “changes in the ways in which traditional university core functions 

are carried out, and the development of new activities” (Temple, 2014:4). The 

idea of universities becoming actively ‘engaged’, and the term ‘engagement’ 

itself, has developed its own specialist literature. Although Watson (2007; 

Watson et al., 2011) emphasised many universities in the UK, the US and 

elsewhere are based on the historical engagements of various kinds of local 

communities, career researchers such as Arthur and Rousseau (1996) and 

Hall (1996) have provided extensive literature on the changing nature of the 

career environment. Higgins & Kram (2001) also provided the four broad 
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categories of changes that affect the context in which individuals’ careers 

unfold and with direct implications for the nature of individuals’ developmental 

relationships. 

The first change observed by Higgins & Kram (2001) refers to ‘the 

employment contract’ between individuals and employers (Rousseau, 1995). 

Organisations have had to negotiate and renegotiate formal employment 

relationships, as well as the psychosocial contracts and shared sense of 

obligations that underlie them (Robinson, 1996:574). Job security has become 

a phenomenon of the past (Pfeffer, 1997) and organisational restructuring, 

globalisation and the externalisation of work (Pfeffer & Baron, 1988) have 

become phenomena of the present. Individuals may need to explore beyond 

the organisation to multiple relationships providing valuable developmental 

assistance (Thomas & Higgins, 1996). 

Secondly, the advancement of technology also affects the form and functions 

of individuals’ careers and career development. The rapid change in 

information and digital technologies has increased the importance of 

knowledge workers, especially those with specific competencies, at the 

expense of individuals with general competencies (McCauley & Young, 1993; 

Higgins & Kram, 2001). Consequently, each individual may need to draw on 

relationships from a variety of sources, not just senior-level, intra-

organisational relationships, for development assistance. 

Thirdly, the change in the organizational changing structure is affecting the 

availability of sources that facilitate individuals towards professional 

development. The business expansion across the borders or globally brings 
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various structural changes (e.g., joint ventures, licensing, outsourcing; see: 

Lawler, Mohrman, & Ledford, 1992, and Mirvis & Marks, 1992), and 

emergence and widespread of virtual business; employees will need to look 

beyond intra-organisational sources to others who can provide them with 

developmental assistance. Moreover, as organisations become fast, flat and 

flexible (Hall, 1996), so too does the nature of the work individuals do, 

necessitating both constant reconsideration of how to develop professionally 

and where to look for assistance. The continuous changing nature of 

organizational work for mentor and mentees could be challenging especially 

from mentor’s perspective. Thus, the continuous changing nature of 

organizational structure could restrict junior academic capability to rely on one 

mentor within the organisation. Especially, if the job is subject to different job 

roles at various locations, the mentor advice may not be sufficient for different 

situations and roles (Higgins & Kram, 2001). 

Fourthly, ‘organisational membership has become increasingly diverse, 

particularly in terms of race, nationality and gender, and affects both the 

needs and available resources for the individual’s development’ (Blake, 1999; 

Kram & Hall, 1996; Raggins, 1997a; also cited in Riggins & Kram, 2001:131).  

Research on the career development of minorities has clarified the benefits of 

developing multiple developmental relationships extending beyond one’s 

place of work (Thomas, 1990, 1993). Research by Thomas & Gabbaro’s 

(1999) on black and white managers and executives depicts successful black 

executives as open to various sources to achieve the career and psychosocial 

guidance and they don’t opt to stick to one mentor. The same view is also 
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confirmed by organizational scholars suggesting career and psychosocial 

development could be learned from minority experiences: as professions 

become less restricted by boundaries and an individuals’ work crosses 

organisational borders, so too will the sources from which both majority and 

minority individuals draw support for their careers (Thomas & Higgins, 1996).  

Higgins & Kram (2001) have published a document on the traditional forms of 

mentoring and the changes in the current career environment suggests the 

particular shifts in the sources and nature of mentoring relationships today. 

They suggested the phenomenon of mentoring is still of primary interest but, 

based on the changing nature of the working environment, it is also important 

to view who provides the support and how such support is delivered to the 

individuals.  

Meaning and Importance of Academic Mentoring  

The concept of academic mentoring belongs to the wider issues of faculty 

professional development. The concept of professional development was 

initially coined as career development (Phillips, 1977). It is supported by 

theories of career development that identify “the importance of the sharing of 

knowledge between older adults and younger adults to promote vocational 

development” (Perna, Lerner, & Yura, 1995:31). The definition serves a 

purpose for the study as it provides the foundation of mentoring relationships, 

as the interaction between experienced individuals and those not as 

experienced (young academics). Research shows not only is the construct of 

mentoring significant to career development, but it is also the one mechanism 

by which the development occurs (Carden, 1990). More recent research has 
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been performed in professional development as it relates to faculty at 

institutions of higher education (DeNeef & Goodwin, 2007; Johnson, 2007).  

The term mentoring is defined differently in each field of study. Similarly, 

various researchers define and describe the mentor in literature (Kram, 1985, 

1988;Cohen, 1995; Zachray, 2000). The consistent underlying definition of a 

mentor is the person who is caring and nurturing to someone else, which 

enables personal and professional growth in a setting typically involving new 

territory. Mihkelson (1997:4) described a mentor as a “more experienced 

peer, a ‘new’ generation professional expert, and a leader in a field who is 

interested in working dialogue with a less experienced professional”. The 

study can use these definitions as a foundation and can build a new definition 

that serves the purpose of the current research study exploring the mentoring 

needs of young academics. These definitions can still be useful, but the 

current study requires further re-validation in the face of the changing 

elements in the “sharing experiences and benefits for both mentors and 

mentee. Zellers, Howard, and Barcic (2008; also cited in Lumpkin, 2011) 

assessed a mentoring relationship programme for faculty members. Over a 

period of ten years, the assessment suggested the interrelationships are main 

features of a successful mentoring program, and the best mentor provides the 

career guide, constructive feedback, and developmental feedback to the 

mentee. The study presumes the young academic (mentee) is capable, 

knowledgeable and a qualified applicant who needs professional supervision 

(mentor) to understand the difficult situations of taking decisions and 

improving their professional development.  
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Numerous research studies (such as Kram, 1985) also provide the positive 

aspects of mentoring (Scandura & Pellegrini, 2007). Some possible 

advantages resulting from the mentoring process are a stronger commitment 

to career, more effective teaching, enhanced activity of scholarly work, and 

increased career satisfaction and promotional possibilities (Johnson, 2007). 

Previous researchers such as DeNeef & Goodwin (2007) also suggest 

mentoring produces several career benefits for professionals in higher 

education. They point out the honing of professional skills through 

collaborative research, encouraging and maintaining professional contacts, 

transmitting the norms of the profession, and supporting institutional work and 

culture. As business and industry have used the principles of career 

development to ensure the success of employees, colleges and universities 

should employ these same principles to guide faculty development (Wright & 

Wright, 1987). The roles of professional development clearly have close links 

with academic monitoring. The mentoring process can be spelled out under 

different conceptual models. Among them are the two models described 

below.  

Types and Models of Academic Mentoring  

Various conceptual models facilitate the mentoring relationship, building a 

strong rapport between mentors and mentees. In the UK, the majority of 

higher education institutions provide opportunities to young academics for 

entering into a formal mentoring relationship with senior staff. The 

relationship-focused especially on those who are entering into higher 

education institutions and are lacking in the necessary experience for 

performing their new role. Such opportunities offer support for professional 
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career development (Lumpkin, 2011) but also help in deciding the next steps 

in the career path (career guide) (Hawkes & Rab, 2017). Informal mentoring 

involves a relationship where the young academic usually keeps in contact 

with their former supervisor/professor for career guidance or advice. The 

informal mentoring model is applicable along with formal mentoring where the 

firm rapport between mentors and mentees motivates them to meet during 

‘out of office’ hours or outside of their scheduled times (Lumpkin, 2011). The 

main drawback associated with the relationship is the lack of reward for the 

senior colleagues sometimes can lead to low motivation.  

There are ways to develop the mentoring relationship can be formal, 

purposeful and informal, or a naturally occurring relationship to assist with the 

mentee’s professional development. The formal or planned relationship exists 

when both members knowingly prepare for this relationship and plan and 

reflect throughout the duration of the relationship. The study will focus 

primarily on examining if there are benefits associated with formally arranged 

mentoring relationships. However, as the study progresses, the informally 

developed mentoring relationship might be included in order to understand the 

effect of both genres on mentee professional development.  

According to Kram (1985), mentoring can be further divided into two groups: 

career-related and psychosocial support. Career development support is 

evident in professional situations and includes skill development and 

increased research activity (Kram, 1980). Psychosocial support also includes 

many facets: increased self-esteem (Kram, 1980), perceived professional 

accomplishment (Blackburn, Chapman, & Cameron, 1981) and coaching 
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(Allen et al., 2004). As mentoring provides an intrinsic function, mentors may 

serve as models, confidants or friends to those being mentored (Cunningham, 

1999). The study  therefore, could use Kram’s (1980) model as its literature 

suggests the potential benefits of mentoring towards the career and 

professional development of mentees in higher education.  

Researchers such as Kram (1980), Lumpkin (2014) and Hunter (2014) have 

tested different mentoring models supporting young academics in their career 

development. Recent research conducted in 2013-2014 on the ‘Collaborative 

Academic Careers in Higher Education (COACHE)’, based at Harvard 

University, explored ‘faculty job satisfaction at the University of Arizona’ with 

mentoring as the main focus. A total of 850 (response rate = 54%) faculty and 

continuing status professionals completed the questionnaire. The research 

study indicates 81% of the participants agree “having a mentor is critical to 

their success, and this rate was subsequently increased to 92%” (Hunter, 

2014:3). It observed 84% of associate and full professors agreed being a 

mentor has fulfilled their role as a faculty member. The experience of the 

University of Arizona is not the only exception case in many ways, but other 

research studies such as Hall (2003) also provide similar results where the 

respondents agreed to the mentoring needs for young academics that 

facilitates the job role and also career development in higher education 

(Hunter, 2014).  

According to Peluchette & Jeanquart (2000), “the junior faculty members with 

multiple mentors are more successful with their research productivity and 

report greater job satisfaction’ (as cited in Hunter, 2014:4). To have a mentor 
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from both within and outside of the department helps to provide specific 

guidance unique to the department (Borisoff, 1998), guiding research, 

teaching and service (Lumpkin, 2011), and enabling socialisation into the 

departmental culture (Cawyer et al., 2002). A similar programme aimed at 

finding a specific model for framing discussions on teaching and learning to 

develop prospective academics’ pedagogical skills was tested by Giebelhaus 

and Bowman (2000). The study also concluded novice academics with 

experienced mentors were able to demonstrate complete and efficient 

planning, more effective classroom instruction and a higher level of reflection 

on practice compared to novice academics with less experienced mentors. 

Such mentoring programmes suggest a range of possibilities to assist young 

academics in developing their potential. Literature specifically focused on 

learning and motivation in psychology provides theoretical foundations for 

mentoring.  

Four theories (social learning theory; stage theory; contextual-dialectical 

theory; and motivational theory) provide foundational evidence for the likely 

success of mentoring programmes (St. Clair, 1994). Two models are of 

particular interest to the mentoring relationship: the Kram (1988; 2007) and 

Lumpkin (2011) models.  

In the Kram model, the mentor (the friend) and mentee relationship is 

explained by social learning theory by Bandura (1977) and Sheehy (2004). 

Information source and intellectual store descriptors are explained by the 

stage theory (Brightman, 2006; Kram, 1988; Beyne, Anglin, Sanchez, & 

Ballou, 2002). Finally, the career guide descriptor are linked to the motivation 
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theory (Maslow; 1954 and Kram, 2008). Ragins and Kram (2008) published a 

book entitled ‘Mentoring at Work’ where a collection of scholars discuss the 

“mentoring relationship and how it works.” However, the book has a 

fundamental disadvantage in that it has only one chapter on ‘mentoring 

enactment’ by a communication scholar (Pamela Kalbfleisch); apart from that, 

it is an excellent collection on the ‘mentoring relationship’. Kram (1998; 2008) 

suggested that a faculty-mentoring programme is pivotal for strengthening 

faculty and improving institutional rank and reputation. The model alone does 

not address measuring the effectiveness of a mentoring programme. 

Therefore, the Lumpkin (2011) model is used to determine the efficiency of 

the programme. The Lumpkin model provides the following four steps useful 

in assessing the progress of the mentoring relationship. These are: firstly, 

conceptualisation to help to determine whether and how to envision the 

mentoring programme. Secondly, designing and implementing the aims, goals 

and strategies of the first stage involves the development of materials; the 

selection and matching of mentees and mentors, and preparation of mentors 

for performing their new roles.  In the third stage, implementation “begins with 

orientation and training sessions and mentees and mentors having regular 

meetings and interactions”. Finally, the fourth stage involves evaluation, 

“formative and summative assessments measure outcomes and impacts so 

that alterations can be made to enhance the benefits of mentees and mentors 

as needed” (Lumpkin, 2011:364). 

Lumpkin (2011:1) stated, “Operational characteristics for successful 

mentoring programs of new university faculty include clarity of purpose of the 

program, methods for matching mentors and protégés (mentee), mentor 
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training, mentor-protégé relationship building, and program effectiveness 

assessment”. The roles presented in Lumpkin model provide the step-by-step 

flow to facilitate the close links between a mentor and mentee. It also works 

as a guide to provide a specific name and to identify the role of the mentor at 

different phases to make the relationship successful.  

Academic institutions could also evaluate the effectiveness of this model 

during the final phase if the relationship is successful and targets are 

achieved as desired. The primary interview (semi-structured and in-depth 

questionnaire) was based on Lumpkin’s (2011) and Kram’s (1985) model also 

aligned with the research questions of the study.  

Mentee Expectations  

New academics are liable to fulfill their job roles within teaching, research and 

service, both in the community and within institutions. Boice (1992) and 

Schuster (1990; as cited in Wunsch, 1994:65) argued “many new faculty 

members feel isolated and alone in a challenging new environment, where 

they are faced with more demands than ever before”.  

Jackson and Simpson (1994:65) stated “research universities present some 

unique challenges for new faculty members as many of these institutions have 

made demands for increasing teaching effectiveness, while traditional 

demands for research productivity remain unabated”. Consequently, Mullen 

(2000:39) also highlighted “new faculty members seem to expect genuine 

collegiality from co-workers and some are unprepared for the reality of 

competition and power seeking they find”. The new faculty member is 

challenged with many responsibilities. Therefore, the shared mentor 
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relationship with senior faculty members could be active and esteemed 

towards their career development. Reich (1996:129) found “new faculty 

members were reluctant to make their needs known (to their department 

chairpersons), fearing they would be judged negatively”.  The study 

suggested a new faculty member who is engaged in a mentoring relationship 

is getting enough support and guidance effective in alleviating the fear of 

communicating the syndrome while performing the new job role. I am focusing 

on the literature of the 1990s, when academia in the US and UK was 

expanding and faced many of the issues Pakistan faces now. Higher 

education institutions in Pakistan are experiencing an evolution from 

traditional teaching to research-oriented academic institutions. These 

institutions demand young faculty members perform not only in their teaching 

roles but also in producing good quality publications and becoming involved in 

research activities that could differentiate research-oriented institution from 

teaching-oriented institution. Hawkes & Rab (2017), in the British Council’s 

report, ‘Understanding Academics Careers in Pakistan: Developing Strategies 

for Academic Career Development for the Higher Education Commission’ 

stated, there is an increased awareness among the academic institutions to 

improves research in Pakistani universities as research has become an 

essential element to achieve prominence and attaining funding for HEIs. 

Therefore, the new wave of pressure on Pakistani higher education 

institutions to perform better towards the quality teaching and research to 

attain the ‘active research culture’. 
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Supporting Academic Careers through Mentoring 

The literature on supporting academic careers is largely based on more 

established academic communities in the UK, the US and Australia.  The 

main area of interest in the literature is mentoring and how this can be used 

both formally and informally to support academics in their careers.  The focus 

on mentoring within higher education, in terms of the design of support for 

academic careers, builds on a history of scholarship and collegiality  often 

considered at the heart of academic communities. 

The importance of mentoring relationships in preparing graduates for 

leadership positions cannot be ignored. Holloway (2001) discusses the need 

for an experienced teacher to provide guidance and support to novice 

teachers and facilitate their professional development. The concept is in line 

with Danielson’s (1999) view that “mentoring helps novice teachers face their 

new challenges; through reflective activities and professional conversations, 

they improve their teaching practices as they assume full responsibility for a 

class”. It was argued in his research that mentoring is a key factor in fostering 

the professional development of both new teachers, as well as their mentors.   

Mentoring research and practice over the past 15 years has evolved to 

account for some of the changing career landscape (Baker, 2014). Mentoring 

relationships contribute to career growth and enhance the performance of 

mentees. Researchers have explored the role of mentors in teaching (Hall & 

Chandler, 2007), offering insights into the mentor’s perspectives (Allen, 2007) 

and have also revealed the dysfunctional side of mentoring for the mentor and 

the mentee (or protégé) (Eby, Butts, Durely, and Ragins, 2010; Lunsford, 
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Baker, & Griffin, 2013). Numerous guides are now available to help individuals 

become effective mentors (Johnson, 2007; Jonhson & Ridley, 2008) and how 

to improve mentoring behaviours (Shea, 2002).  

Boice (1992), Menges and Associates (1999), Caplan (1993) and Sorcinelli 

(1994) debated the complexity and challenges facing the new faculty member. 

Sorcinelli (1994:474) stated: 

New faculty must unravel the organizational structures and 

values, expectations for performance and advancement, and the 

history and traditions of their campus setting … and the 

ability….to navigate these early years is critical to their success 

and satisfaction with an academic career. 

In a reflection of the challenges and encounters junior academics face while 

establishing their careers in higher education, Mullen and Forbes (2000:44) 

challenged the idea that, through mentoring relationships, new academics can 

receive assistance with “a) learning unfamiliar tasks, b) developing their 

research, c) networking at conferences and within the university, and d) 

navigating the political issues in the workplace”. To achieve an effective and 

efficient relationship between junior and senior academics, Mullen and Forbes 

proposed effective mentoring could be an essential element of the conception 

of quality experience for the junior faculty member, as they traverse their new 

academic population. 

The study demonstrates to individual faculty associates how being involved in 

mentoring relationships provides better understanding to improve professional 

career. Harnish and Wild (1994), as well as Luna and Cullen (1995), 
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discovered that through mentoring relationships, both experienced (senior 

mentor) and less experienced (junior mentee) academics develop greater 

awareness of their professional roles and responsibilities, which support 

professional growth. Additionally, Chalmers (1992:72) proposed that 

“mentoring is important to receive at all stages of adult growth” suggesting the 

benefits of the mentoring relationship to both senior (mentor) and junior 

academics (mentee). 

Wunsch (1994:4) proposed that “the twenty-first century will bring new 

challenges to higher education so that bureaucratic institutions must renew 

their responsibility to support the developmental needs of staff, students, and 

faculty and recognize the relationship between personal change and 

organizational vitality”. In Wunsch’s research, it was concluded that for faculty, 

staff and students, mentoring is vital for an influential renaissance. 

Many of the supports for academic careers in the UK were developed with 

mentoring and coaching at their heart.  Whilst the demographic structure of 

the UK higher education system is very different from Pakistan, in that there 

are many older, experienced academics and a lack of permanent job 

openings for junior researchers, I present some examples of types of support 

for academic careers that could be amended to assist the younger Pakistani 

academic communities. 

Formal Mentoring: Mentoring and Coaching Schemes 

Most higher education institutions (HEIs) in the UK offer mentoring and 

coaching opportunities to their staff, both to become mentors or coaches or to 

benefit from having a coach or mentor.  Such opportunities, to those seeking 
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to benefit from mentoring and/or coaching, are often focused on those taking 

on a new role within an HEI, such as a director of research, for the first time or 

those facing challenges in a current role when trying to enact change.  Such 

opportunities are also offered to those on request to assist with thinking 

through the next steps in their career path. 

A recent project on ‘Mentoring: Progressing women’s careers in higher 

education’ is researched by Professor Jocey Quinn (2012) and published by 

ECU (Equality Challenge Unit). In the project the higher educational 

institutions from the UK such as ‘University of Dundee, Kingston University, 

Queen’s University Belfast, University of St Andrews and Women in 

Universities Mentoring Scheme (Wales)’ (ecu.ac.uk) participated. The project 

has also identified the various forms of mentoring that helps the academics in 

developing their careers. ‘Mentoring schemes in higher education tend to 

share common goals, including the socialisation of employees into the 

institutional culture and provision of support for career development’ (Quinn, 

2012:4). 

The formal mentoring relationship exists with the permission of higher 

education institutions where the legal binding clearly provides the different 

roles and responsibilities to each party engaged in the contract. The support 

degree may vary from institution to institution and from person to person 

depending on the job role, qualification and experience required to perform at 

workplace. The relationship may offer a continuous meeting between the 

senior academic staff and junior academic staff and training and workshops 

as per the need of junior academic staff and resources provided by the HEI 
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(Quinn, 2012). “Formal mentoring programmes work to ‘recreate’ the informal 

partnership that have always existed in the workplace, particularly for men, 

and to make them available to women and other groups who would not 

normally be included” (de Vriies and Webb, 2005; also cited in Quinn, 

2012:4).  

The formal mentoring programme could be beneficial in higher educational 

institutions especially in Pakistan as it may offer a specific job role and 

responsibilities to the parties engaged in the relationship. Further, the 

sequence of meetings or training could be beneficial in reporting the progress 

in performance (as appraisal works at workplace in observing the progress of 

employee). Training sessions may offer incentives to both senior and junior 

academic staff in the form of financial rewards and promotions hence boosting 

performance. Currently, such mentoring relationship are mostly existing in US 

and Australia to address the ‘underrepresentation of women in academia’ 

(Quinn, 2012). Currently, in the UK, most of the higher educational institutions 

are offering formal mentoring and coaching opportunities to their staff, both to 

become mentors/coaches and to benefit from having a coach/mentor. Given 

the demographic make-up of the Pakistani academic population, there is more 

scope for the development of coaching systems to support career 

development than mentoring. 

Hawkes & Rab (2017) argued that Higher Education Institutions in the UK 

often have many such groupings of academic staff offering each other support 

through their collective interest in their academic fields of study. The formal 

research groups provide opportunities for group mentoring and it is the 
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development of formal research group. The group mentoring approach helps 

the academics across a department/faculty/HEI with common interests often 

form a research center, which is led by a senior academics.  

The difference between mentoring and coaching often reflects the stage in the 

career of the person offering support.  A mentor is someone more senior than 

the beneficiary, often with experience of the role in question.  Within the UK’s 

higher education system, which has a wealth of older experienced academics, 

finding an appropriate mentor within one’s own HEI is relatively easy.  

However, with the current demographic make-up of the Pakistani academics 

population may prove more challenging.   

A coach can be an older, more experienced colleague but could also be from 

outside of the HEI or even from outside academia.  Given the demographic 

make-up of the Pakistani academic population, there is more scope for the 

development of coaching systems to support career development than 

mentoring. 

Informal Mentoring for Senior Colleagues and Former PhD Supervisors 

Outside of the formal mentoring and coaching programmes, within a balanced 

academic department and HEI, many younger academics find senior 

colleagues who act as informal mentors.  The informal mentors are often, but 

not always, their former PhD supervisors or a senior academic from a 

research project.  The benefit of informal relationships is that they are not 

focused on a particular issue, but the weakness is the lack of reward for the 

efforts made by the senior colleague.  It may be worth considering how such 

informal mentoring relationships can be encouraged within Pakistani 
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universities.  One possibility is to include such efforts within the expectation in 

building up to a senior appointment, for example professional appointment.  

As stated by Quinn (2012) mentorship by senior colleagues builds between a 

senior member and a junior member of staff without any prior planning or 

permission from the higher educational institution. The informal mentorship is 

focused on assisting the junior academic in developing academic and 

professional skills in HEIs. In Pakistan, currently in the absence of mentoring 

scheme, the junior academics are mostly connected with their PhD 

supervisors or any senior colleague who is friendly and can advise in 

improving and developing their career. The support from a senior colleague 

helps in gaining more confidence at workplace and it can help junior academic 

to work efficiently while understanding the various challenges. However, the 

main drawback of the informal relationship could be the less often meetings 

as this relationship doesn’t offer any incentive to the senior academic so, lack 

of motivation and commitment. 

Peer Mentoring: Women’s Writing Collective 

The Women Writing Collective is the relationship in which the ‘mentors work 

at the same level as the mentee to support new employees either in a formal 

or informal capacity’ (Quinn, 2012:4). Quinn (2012) argued, is the relationship 

is  beneficial when peers share the same hierarchy that helps in 

communicating and sharing the different situations including the challenges. 

The similar emotional support and friendship between the peers offer positive 

support and effective learning environment and they develop the professional 

skills sharing each other experience at higher educational institutions . The 
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same view was supported by a study conducted at King’s College London and 

outcome of the mentoring scheme for female academic suggested ‘mentoring 

can contribute to both women’s personal and professional development. It is a 

useful tool for HEIs to develop the careers of and retain their academic staff’ 

(Quinn, 2012: 7). 

With the lack of experienced, senior academics in many Pakistani universities, 

as well as the growing number of junior academics, peer mentoring potentially 

offers the opportunity to provide mentoring within  an academic community 

whose demography is structured differently to those of the UK and US.  One 

such example of peer mentoring is the role of women’s writing collectives 

which help female academics to support each other’s writing, offering the 

potential for boosting participants’ publications.  Such collectives can use 

writing retreats or regular writing sessions for participants to bring something 

to work on and the group writes together.  Such scheduled meetings on a 

regular basis help to build communities of writers who can offer support and 

encourage publications. 

Group or Consortia Mentoring: Formal Research Groups 

A more formal and traditional approach within the UK’s higher education 

institutions to provide opportunities for group mentoring is the development of 

formal research groups.  These are often a collection of academics across the 

department, faculty and institution with common interests, who form a 

research center headed by a senior academic.  Such research centres offer 

opportunities to share research ideas, to present work, to obtain peer 

feedback on drafts before submission to journals and to offer to work on joint 
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research grants or bids for research funding.  Higher education institutions in 

the UK often have many such groupings of academic staff offering each other 

support through their collective interest in their academic fields of study 

(Hawkes & Rab, 2017). 

The development of formal research groupings within a higher education 

institution helps to support PhD students, making their supervision part of a 

research grouping rather than just the responsibility of a single supervisor.  

These also provide opportunities as places to host guest researchers at an 

institution.  Overall the experience of the development of research centres at 

higher education institutions in the UK is as a tool to develop the research 

culture of the institution and to promote a sense of collegiality.  These are 

important factors in helping to support academics in what can be a lonely and 

individualised profession.  Overall, a strategic plan to develop research 

centres at Pakistani universities has the potential to support the continual 

development of individual academics, as well as the research culture of the 

institution. 

Intra-Departmental Mentoring: HR Appraisal Systems 

HR Appraisal Systems, if used effectively, can help individual academics to 

plan their careers at higher education institutions in the UK.  Prior to an 

appraisal meeting with their line manager, an academic will reflect on the past 

year and on key achievements and constraints.  The academics will then 

produce an action plan for discussion of the year ahead, setting objectives 

and planning any needed continuous professional development (CPD).  The 

subsequent discussion with their line manager helps to ensure these plans for 
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the coming year also contribute to departmental and university objectives.  

The usefulness of HR appraisal systems in supporting career planning and 

development are dependent on the individual’s willingness to actively engage 

with the process. However, many academics, in the early stages of their 

career, often find these processes useful opportunities for seeking careers 

advice from their appraisers, often a senior member of the academic staff. 

Inter-Departmental Mentoring,  

Cross department mentoring often happens during university-wide training 

courses, especially CPD courses, such as teaching qualifications.  Within the 

UK’s higher education institutions (HEIs), these courses often involve sharing 

experiences with other participants and seeking solutions.  Most common 

CPD courses are concerned with the development of teaching skills and often 

work towards recognition of the course qualification with the Higher Education 

Academy (HEA). The development of teaching skills helps the academic to 

design courses and programmes of study supportive of student learning and 

manageable in terms of academic workload.  Other CPD courses commonly 

held at higher education institutions are: courses for the development of 

management skills for those entering senior management roles or for early 

careers researchers to support them understanding the publication process 

for their research papers.  Beyond the development of skills that would help 

develop a particpant’s career, such training opportunities offer access to 

others working at higher education institutions in similar situations.  The 

development of these shared CPD courses across institutions could be a 

fruitful strategic avenue to promote future peer mentoring in Pakistan. 
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Research Mentoring: Conferences and Visiting Positions 

Finally, plugging into the research community both nationally and globally can 

help to provide opportunities for research mentoring.  In order to access these 

opportunities, it is important for the academic to engage with the wider 

academic community through active engagement with academic networks at 

conferences and other meetings.  These can then be developed further by the 

use of visiting positions to plug into the community in a meaningful way.  

Research mentoring has the scope to help support academic career paths in 

Pakistan, as academics are not dependent on a large stock of senior 

academics, as well as helping to improve the quality of research outputs. 

Mentoring Needs of Young Academics 

The early career researchers, in any field of work, encounter challenges and 

change. The situation in higher education is no different. Mullen and Kennedy 

(2006) stated that the mentoring programme is primarily focused on higher 

education with an aim of promoting the development and success of junior 

faculty members, especially during the first two years of their careers (Cook, 

2011). Therefore, the mentoring programme, if successful, should contribute 

to professional development, psychosocial development, and cultural aspects 

for newly appointed faculty members (Kram, 1985). The opportunity for faculty 

development programmes, including mentoring, aligned with the institutional 

mission, allows for acculturation (Zachary, 2005) and promotes the future 

success of junior faculty (Mullen & Kennedy, 2006). Luna and Cullen (2008) 

provided research evidence on mentoring programmes suggesting that they 

are a vital component and necessary for faculty success at colleges and 

universities. The study concluded mentoring has been shown to have a 
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positive influence on the career advancement, research activity and 

pedagogical development of faculty (Kram, 1980).  

Barriers to Mentoring in Higher Education  

Mentoring for young academics in higher education across the world is 

increasingly becoming an important topic (Adcroft, & Taylor, 2013, Hawkes & 

Rab, 2018; Ssempebwa, Teferra, & Bakkabulindi 2016; Subbaye & Dhunpath, 

2016). A mentoring programme is important to higher education and promotes 

the development and career success of junior faculty members, especially in 

the first two years of their careers (Cook 2011). Successful mentoring 

programmes should contribute to professional development, psychosocial 

development, and cultural aspects for newly appointed faculty members 

(Kram, 1985). The need for mentoring is in line with Danielson’s (1999) view 

that mentoring helps novice teachers face their new challenges; through 

reflective activities and professional conversations, they improve their 

teaching practices as they assume full responsibility for a class. The new 

faculty member is challenged with many responsibilities and, therefore, the 

shared mentor relationship with senior faculty members could be active and 

focused their career development.  

Moreover, mentoring relationships are still important in preparing graduates 

for professional positions. Holloway (2001) discusses the need for an 

experienced teacher to provide guidance and support for novice teachers and 

facilitate their professional development. The importance of mentoring 

matches with Danielson’s (1999:39) view that “mentoring helps novice 

teachers face their new challenges; through reflective activities and 
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professional conversations, they improve their teaching practices as they 

assume full responsibility for a class”. Danielson argues in his research that 

mentoring is an important key to fostering the professional development of 

new teachers, as well as their mentors. The view provides a foundation for 

recent research in that a mentoring relationship is beneficial for the 

development of both mentor and mentee, but the mentee is in an 

advantageous position, as they learn more and improve their professional 

skills.   

Pakistan, like many countries, receives an increasing number of doctoral 

graduates returning from their studies abroad (Pakistan Higher Education 

Annual Report 2012-2013). The young academic returnees are finding favour 

and are taking up senior positions in universities without any prior experience 

or mentoring. Doctoral graduates returning from abroad are assumed to be 

“readymade” individuals prepared for higher education roles. As a result, they 

are propelled into responsible positions, such as ‘Head of Department’ and 

‘Senior Lecturer’ roles without prior experience. Higher education systems 

investing heavily in doctoral studies abroad stand to lose when placing senior 

academics’ responsibilities on the shoulders of young faculty members. The 

weak higher education systems were expected to improve through the new 

recruitment of foreign qualified PhD candidates.  A doctorate from abroad may 

not be sufficient without appropriate ‘on the job’ mentoring. Improving the 

problems linked to mentorship requires a better understanding of the barriers 

and expectations awaiting the returning young academics.    
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Experiences of Young Female Academics 

Developing world class research universities is a powerful motivation for many 

countries in South East Asia. For Pakistan, the ambition is enshrined in a 

programme of providing scholarships for faculty to undertake studies abroad. 

The Higher Education Commission (HEC) connects gifted students and 

faculty with world class research universities through an international 

scholarship programme. The HEC provides scholarships that include, among 

others: The Overseas MS/MPHIL leading to PhD; the UK-Pakistan knowledge 

corridor PhD scholarship programme; academic and research linkages under 

a bilateral agreement; learning opportunities abroad; faculty development 

programmes, and a split PhD and postdoctoral fellowship programme with 

France. Others include: the overseas scholarship Aghaz-e-haqooq-e-

Balochistan project and partial support scholarships offered to students at the 

completion stages of their PhDs. The large number of scholarships not only 

provides an opportunity to study at the world’s most prestigious universities 

but also a rare opportunity for young female academics to access positions of 

leadership, especially with the creation of women only universities in Pakistan.   

As a result of the scholarship programmes, large numbers of faculty are 

returning to Pakistan following completion of their doctoral studies (Higher 

Education Commission-Pakistan Annual Report 2013-2014). The most 

recently available data (2013) shows an increasing volume of returning faculty 

who were mostly beneficiaries of the government scholarship programmes. 

For instance, in a period between 2003 and 2013, a total of 9,895 

scholarships were awarded through 22 scholarship schemes. By 2014, there 
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were 12,895 scholarships from the projects and the Fulbright scholarship 

support schemes. The number of returnees from the PhD programmes during 

the period was 1,985 graduates. Clearly, an enduring outward mobility (to get 

foreign PhD) and inflows into the higher education system (Pakistan) ensures 

universities under the HEC will continue to be repopulated with young 

graduates from the best universities across the world. 

The main challenge, however, lies in the limited capacity of mentoring them 

for higher education tasks given the shortage of mentors and the difficulty of 

finding willing mentors (Bonawitz & Andel, 2009). Considering regional 

variations based on wider gender gap in the southern Punjab in Pakistan, 

Uttar Pradesh in northern India and Tamil Nadu in south India culture 

(Jejeebhoy 2001) and the scanty literature on the experience of young female 

academics. 

Given they have had no prior mentoring, how do young female academics in 

Pakistan’s higher education system talk about their experiences of being in 

positions of leadership? How do the social and cultural roles of patriarchy 

affect young academics? Such evidence would inform policy debates and 

practice on developing mentoring approaches for incoming young female 

academics returning from universities abroad. 

The rise of global concerns over gender issues in academia is an aspect with 

a bearing on careers in the Pakistani higher education system.  The work by 

Morley (2014) highlights the scale and scope of the gender gap in both 

recruitment and career progression in developed and developing economies. 

Morley & Crossouard (2015) argues that the financialisation of research has 
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disproportionately disadvantaged women and has led to their being under-

represented as research leaders. Whilst Morley & Stiasny (2014) consider the 

key enablers, impediments and distractions for women in academic 

leadership and knowledge production, authors find the relative importance of 

women’s desire for a senior role in academia all contribute to a global picture 

of under representation of female academics.  Much of their recent work has 

used data collected from British Council seminars in Hong Kong, Tokyo and 

Dubai. 

The concept of the glass ceiling is often used in the literature to attempt to 

explain why women are under-represented globally in academic leadership 

roles.  Recent papers, such as Yousaf and Schmiede (2016), attempt to 

understand the reason for the glass ceiling effect.  In their paper, they 

consider the role of exploitation and harassment of female academics, often 

with male line managers, as a factor in the glass ceiling on women’s 

academic careers in Germany.  The glass ceiling is expanded to consider a 

glass cliff by McKimm et al 2015.  They find these concepts are important in 

considering the lack of women holding senior roles in medical education.  

Many such papers, for example, McKimm et al 2015, suggest the importance 

of mentoring in improving the situation and helping to break through the glass 

ceiling. 

When considering Pakistan, the most recent literature by Morley and 

Crossouard (2015) provides an excellent overview of the issues faced by 

female academics and the state of the literature to date.  They highlight the 

importance of ‘women only’ universities in promoting change in Pakistan.  
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They recommend that in order to monitor the action change HEC collect and 

report statistical data on the proportion of female academics in academic 

leadership as a starting point to quantify the scale of the problem. Similarly, it 

is stated in the British Council Report on ‘South Asia and Higher Education: 

Revolution and realities in the new economic order’ by Stiasny that ‘South 

Asian countries are making positive steps in building a more gender-inclusive 

society, but policies specific to women leaders in academia are few’ (2014: 

63). The patriarchal culture need to develop policies to offer leadership roles 

to female academics to build a supportive structure (offering mentoring 

programme) and ensuring equitable workloads. 

As a result of a lack of quantitative data, many of the studies considering the 

gender gap in Pakistani higher education focus on small-scale qualitative 

studies.  One such example is the work by Maryam Rab.  In her work, Rab 

(2010a, b and c) collects life story interview data from previously unheard 

female professors in Pakistan to consider exploring issues in moving up the 

university hierarchy.  She finds few women make the journey successfully and 

suggests there is scope for improvement.  The clear theme of this global topic 

is a gender gap in academic career opportunities and progression is evident 

across the world.  Often mentoring and coaching is suggested as a way to 

help change the trend, as well as a role for government monitoring at a 

national level. 

Strategies in Higher Education 

For many developing economies, foreign-trained academics are gaining 

favour amongst employers. Pakistan, like many countries, sends an 
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increasing number of doctoral students abroad who return to their home 

country on completion of their studies (Pakistan Higher Education Annual 

Report 2012-2013). Following their return, the young academics find favour 

taking the senior positions at universities despite their lack of experience and 

mentoring. Returnees are presumed “readymade” and prepared for higher 

education roles. Consequently, they are propelled to heads of departments 

and senior lecturer positions without prior. Higher education systems investing 

heavily in doctoral studies abroad stand to lose by placing the responsibilities 

of senior academics on the shoulders of young faculty members. The 

management of emerging higher education systems using non-mentored 

faculty members increases their vulnerability despite the immense investment 

in training them.   

The summary by Luna and Cullen (1995) lists several advantages of 

mentoring faculty leaders. The authors include the following benefits, among 

many others: the enhancement of organisational values, encouragement of 

problem solving, catering for the maturation of personal judgment and 

allowing for the development of contacts and networks between colleagues. 

The authors further indicate mentoring fosters empowerment, creates social 

change, supports opportunities to improve diversity, increases competence 

and productivity and favours the best use of human potential and resources. 

In addition, mentoring is associated with attracting and retaining good faculty, 

improving career and personal satisfaction, promoting role identification and 

increasing the number of ambassadors for the institution, among other 

advantages. These advantages were also noted in earlier studies which 

suggested mentoring improves the productivity of leaders in professional 
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associations and those who benefited from mentoring received more funding 

grants, published more research documents, and were reported as more 

successful in their careers and had more job satisfaction than faculty without 

mentors (Queralt, 1982). Consistently, related studies suggest mentors also 

gain extrinsic benefits including: enhanced research productivity, greater 

networking and respect (Johnson, 2002), as well as increased research 

income and publication rates for educational institutions (Gardiner, 2005). 

Higher education system suffers from high investment loss when young 

faculty assume high positions and little attention is given to preparing them for 

leadership through using mentoring arrangements. 

Although mentoring programmes offer immense advantages to individuals 

and institutions, they also face challenges that render it difficult to recommend 

workable solutions with better guidance and professional development. To 

contribute to professional development, psychosocial development and better 

understanding of different cultural aspects for newly appointed faculty 

members finding mentors in some countries is difficult. The matching of 

mentoring partners is problematic and not everyone is a competent mentor 

(Kram 1985). Traditional mentoring problems are sometimes blamed for 

limiting participants to one point of view (de Janasz, Sullivan, & Whiting 2003). 

The shortcoming led to the realisation that people are more likely to receive 

better mentoring support from several different people than from a single 

mentor (Bower 2012). According to Altbach (2000), the academic landscape 

has changed compared to the past, when mentoring programmes were 

introduced. Promotion criteria, tenure and faculty rewards are changing 

rapidly and are more associated with the ability to access funding and 
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publications than with regard for teaching and administration. The challenges 

in higher education constrain the possibilities of establishing mentoring 

relationships. 

Furthermore, establishing mentoring programmes could become even more 

complex in situations with underrepresented groups in higher education.  

Underrepresented minorities (URM) face four types of constraints (Zambrana, 

Ray, Espino, Castro, Douthirt & Eliason 2015) 

The four types of constraints are briefly mentioned as here; Benign neglect 

(when faculty were assigned mentors as part of routine university policy). 

Second, lack of support from mentor because of less familiarity or interest in 

their areas of research or had no respect or understanding of the research 

agenda. Third, Multiple mentors appointed with different skillsets. Finally, 

there was a problem of acceptance of the research agenda by the mentors.  

The findings of the study suggest the need for caution in settings 

characterised by minority groups. The Pakistan higher education system is 

among those where women are underrepresented and, therefore, such 

problems could undermine the development of a successful mentoring 

relationship. Therefore, identifying existing mentoring possibilities in a specific 

context is important for addressing emerging mentoring needs in a specific 

context. 

In the current study, an attempt is made to explore the coping strategies of 

young academics, given the absence of formal mentoring, with a view to 

developing approaches responsive to a specific situation. In a report by the 

British Council entitled ‘Understanding Academic Careers in Pakistan: 
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Developing Strategies for Academic Career Development for the Higher 

Education Commission’, Hawkes & Rab (2017) indicates university academics 

find themselves taking on an increasing number of teaching roles to 

accommodate larger and more demanding student bodies. The low numbers 

of  academics within the system amplifies the concern for mentoring. Khan et 

al. (2014 and cited in Hawkes & Rab, 2017) reflects on the lack of 

professional development and the continuing challenges of recruitment and 

retention. The report suggests a professional development system guided by 

policy (set by the HEC) could facilitate the development of academic careers 

in universities. Mentoring relationships could bridge gaps and enable both 

young and senior academics to build a strong rapport, producing the desired 

results to mitigate the recruitment issues, as well as promoting a strong 

research culture. Considering the rising numbers of young academics and the 

nascent stage of higher education in Pakistan, there is a need to explore 

experiences and identify context specific models that work for young 

academics in order to develop a foundation for durable  mentoring 

relationships. Having no formal mentoring relationships does not imply no 

mentoring at all. Informal mentoring can prevail in different contexts. I sought 

to explore and identify the coping mechanisms of young academics returning 

from doctoral studies abroad and working as faculty in higher education in 

Pakistan 

Expectations of Mentoring in Higher Education 

The literature on challenges to and expectations of mentees in Pakistan’s 

higher education system is limited. Zambrana, Ray, Espino, Castro, Douthirt & 

Eliason (2015), observe four constraints faced by mentees (as briefly 
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mentioned above p. 99-100). The authors point out cases of benign neglect 

where mentors never met mentees and only stayed in the University for a 

short time, giving no comments on their research. The benign neglect was 

more likely to occur when underrepresented minorities (URM) faculty were 

assigned mentors as part of routine university policy. Secondly, mentees felt 

uninformed and unsupported, as mentors had little familiarity with or interest 

in their areas of research or had no respect or understanding of the research 

agenda and, therefore, gave no suitable guidance or support. Thirdly, 

mentees experiencing a patchwork of mentors where several individuals with 

different skill sets serve different mentoring functions. An approach that calls 

for more time and energy than having a primary mentor but resulting from 

necessity due to lack of relevant senior faculty. The fourth constraint is the 

mentors’ limited understanding and acceptance of the research agenda. 

Respondents who could not find mentors within their institutions drew on their 

social network to find alternatives. 

A few studies reveal evidence pointing to the expectations of both mentors 

and mentees (Eller, Lev & Feurer 2014). Mentees need mutually agreed upon 

goals, clear expectations and identified milestones. Time was important in 

relation to goals, the importance of an appropriate pace, time management 

and flexibility, and recognition of mentee individual needs with personalized 

learning. Furthermore, mentors are expected to foster the protégé's 

educational and professional development and provide opportunities to 

advance the mentees’ career. Meanwhile mentors observe the need to set 

high and attainable goals, facilitating realistic and exciting challenges. 
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Mentors are expected to note accountability, time management and promise-

keeping. 

Women’s Experiences in Higher Education  

The issue of women’s participation in higher education has gained scholarly 

attention over the years. On the one hand, studies addressing mentoring for 

women in higher education focus on the barriers to mentoring and the 

establishment of mentoring relationships. Recent studies attempting to 

understand the “glass ceiling” on female academic’s careers observe the role 

of exploitation and harassment of female academics, often with a male line 

manager as a factor in the glass ceiling (Yousaf & Schmiede 2016). The glass 

ceiling is expanded to encompass the idea of a glass cliff used to explain the 

absence of women in the senior roles of medical education (McKimm et al 

2015). In related studies women academics complain about teaching overload 

and mentoring is suggested as a possible mechanism of improving the 

situation (Bower 2012). 

In terms of mentoring support for women, debates still exist about an ideal 

mentoring relationship. Some perspectives on mentoring relationships still 

prefer female to female mentoring arrangements despite the apparent low 

number of female professors. Worse still, no data is available on higher 

education staffing. Data on female participation at PhD level was reported at 

28% by 2003-04, increased from 22% in 2001-2002 (Batool, Sajid & Shaheen 

2013). Despite the emphasis on female mentors for female faculty, others 

prefer cross-gendered mentoring. For instance, Bower (2012:7) states;   
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I do not agree that women seeking full professorship need to be mentored 

solely by other females. I believe a female associate professor needs to be 

mentored by individuals, regardless of gender, who will provide her with the 

most beneficial guidance in obtaining her desired position. I was fortunate to 

have two mentors provide me with the guidance necessary to achieve 

promotion and tenure. 

Therefore, considering the diversity of views on mentoring relationships, we 

need more context specific evidence to enrich this debate. 

Many studies suggest mentoring as a solution to career progress for women. 

A key obstacle are the low numbers of female academic mentors. Studies 

show female junior faculty can access mentors to negotiate through the 

tenure process but academics progressing to positions of professorship report 

fewer opportunities for mentorship than men (Bonawitz & Andel 2009). 

Women in STEM disciplines find greater problems because some institutions 

hardly ever accept women for STEM positions with tenure; part of the reason 

is social and family demands hampers their participation at work. Unmarried 

females often find themselves encumbered by social and work obligations. 

Bonawitz and Andel (2009) suggest females should request a mentor and 

preferably female, if possible, (because a female full professor could better 

understand the challenges and strength of similar gender within same 

profession. However, women face barriers when seeking female mentors in 

higher education. The problem is linked to a shortage of women in leadership 

positions. Bower (2013), recommends having cross gender mentoring so that 

one provides career support, while the other assists with psychosocial 
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support. Bower states, “I think being mentored by a man and a woman is an 

advantage because each has a different perspective”. The arrangement is 

consistent with findings from a study of faculty in international physical 

education departments (Bower & Hums 2008). The study supports a 

mentoring relationship aimed at helping mentees obtain the knowledge and 

skills to perform their career functions of teaching, scholarship, and service. 

The second aspect important for women is to nature the psychosocial or 

emotional benefits of the mentoring relationship. The authors suggest taking a 

closer look at the career and psychosocial functions of women in other 

industries.  

Most available studies focusing on the experience of mentoring relationships 

for women are mainly quantitative. Gender-related attributes were seen as 

impacting on the type of mentoring received. In the current case study 

conducted by Obers (2014), women who had male mentors were more likely 

to apply for promotion than women who had female mentors. Masculine 

mentors were more goal-orientated and able to teach the mentee to be more 

“single-minded in approaches to projects, competitive, strategic and focused” 

and were more likely to provide challenging assignments. Meanwhile, women 

role models were seen as being more aware of the need to build self-esteem 

in women and they are also known to offer advice on managing domestic and 

work obligations (Obers 2014). Therefore, having only few female role models 

poses the risk of disadvantaging women, as men may be ill-prepared to build 

self-esteem in female faculty.  
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Same gender relationships are perceived as providing two psychosocial 

functions. Ragins & Cotton’s (1999) quantitative study examined all possible 

combinations of gender and reported diverse results. Female to female 

mentoring was more likely to result in engaging in social activities than female 

to male mentors. Moreover, compared to all the other mentoring gender 

combinations, male mentees were less likely to report their mentors provided 

acceptable roles. They were also less satisfied with their mentors. While male 

mentors were expected to provide more career development functions than 

female mentors, there was no evidence to support it. However, mentees who 

had a background of being supported by male mentors received more 

compensation and promotions than mentees with female mentors. Male to 

male mentoring also reported mentee satisfaction. Males with female 

mentors, however, reported less psychosocial and career development 

functions than the other gender combinations. In particular, males were less 

satisfied with their female mentors regarding the mentor’s contribution to 

professional development or provision of challenging assignments and/or 

exposure (Ragins & Cotton 1999). 

Socio-Cultural Influences of the Patriarchy in Higher Education  

A key concept in this study is Patriarchy. In the following section I outline this 

in greater depth and explain my own positionality. Patriarchy is “used more 

generally to refer to male domination, to the power relationships by which men 

dominate women and to characterize a system whereby women are kept 

subordinate in a number of ways” (Bhasin 1993: 5). Subordination destroys 

self-respect, self-esteem and confidence and sets limits on the aspirations of 

women. The views of Bhasin suggest a potential disadvantage for women in a 
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partrichal society where men are favored in access to higher education and 

available opportunities. Exploring gender dynamics is therefore a pertinent 

issue given the negative stereotypes against women in South East Asian 

countries. Unfortunately, few Asian studies address issues regarding 

patriarchy in HE education. Kebingin and Riyan (2022) reporting positive 

influences of education on male and female equality, while earlier studies by 

Morley and Crossouard (2015, 2016) suggest higher education women are 

reluctant to assume leadership roles, lack mentorship and often face rejection. 

Hardly any studies focus on the experience of a young academic female 

within the cultural context of patriarchy. 

 

Patriarchy is often characterized by various behaviours: “discrimination, 

disregard, insult, control, exploitation, oppression, violence – within the family, 

at the workplace, in society” (Bhasin 1993: 5). The aim of such behaviour is to 

gain control over mobility, interactions and labour activity such as having to 

work at home or settling for low paid work. For example; in Bangladesh girls 

“cannot go out to work, meet with their friends or come back any time, they 

have to return home before dusk” (Sultana 2010: 12). Meanwhile, another 

study in the UK Universities shows women are less likely to be promoted, or 

paid as much as their male colleagues, or even get jobs in the first place 

(Bishop, 2022) – so the problem is not one limited to South Asian contexts, 

although it is particularly prevalent there. As a result, the study focused on the 

cultural practices framing women’s experiences within the British academy. 

The study is consistent with Savigny (2014) view that understanding 
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patriarchy is better done by learning from the experiences of women 

academics themselves.  

 

The sources of patriarchal exploitation are diverse. Early literature by Walby 

(1990) identifies six factors; the domestic environment where housework is 

undervalued, low paid and low-class work, the government failing on 

affirmative action, physical abuse accepted and sometimes encouraged by 

society, defined and enforced sexual relations, and cultural institutions 

regulating women behaviour such as dress and movement. Given the role of 

employment and institutions in facilitating patriarchy, my current study seeks 

delving further into the experiences of such women and assessing the 

influences of patriarchy in higher education environments. Cognisant that 

skills acquired could become tools of exploitation by those in advantaged 

positions, women as a category prone to exploitation under patriarchal 

systems are likely to fall victim when higher education opportunites are 

denied. 

 

Stereotyping is one typical way inequalities are reproduced and maintained. 

Different races and gender and portrayed as best suited for certain jobs 

(Acker 2009). The assumptions embedded in patriarchal systems further 

shape supervisory practices where managers are usually men and lower-level 

workers; secretaries, clerks, servers and care providers are women. Similarly, 

the same stereotypes of necessity are noticed in wages. To overcome the 

challenges of patriarchy in the work environment, women sometimes have to 
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develop coping mechanism even when it is relatively outside their routine 

patterns of work (Acker 2006). 

 

With this in mind, and given that the critique of patriarchy has been central to 

feminism, I locate myself with the tradition of sub-continental feminism 

espoused by Bhasin (2014) referred to above and the views of Habiba, Ali & 

Ashfaq (2016) where partriachy is perpetrated in families through older 

women instilling what they consider as values for women to follow. The so 

called values are obviously serve to further surbordination and exploitation of 

women by men.  

 

Patriarchy in South East Asia 

Morley (2014) reveals cultural perspectives as impediments to the success of 

women. The Morley study reports the Chinese view that an educated woman 

has no virtue and the Japanese perspective that women should conform to 

patriarchal norms or risk unhappiness. Although in Pakistan women only 

universities are recognised for changes in female participation (Morley & 

Crossouard 2015), it is only a small success that allows women to (progress 

or get promoted in the university hierarchy. Despite the changes, more recent 

quantitative studies still connect gender to family and organisational barriers 

that fall outside of the institutional domain. A prior study conducted on female 

managers in academia, across four public and four private universities of 

Rawalpindi and Islamabad, suggested that women in management can still 

encounter familial and organisational barriers, more especially in private 

universities (Ghaus 2013). 
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Analysis of the more context specific literature performed in Pakistan reveals 

little on the socio-cultural influences of the patriarchy on young female 

academics. The studies of senior female academics, including vice-

chancellors, deans or heads of departments in public sector universities in 

Rawalpindi and Islamabad, contain descriptions of their professional 

experiences and framing by Patriarchal cultures and the family support roles 

in women’s career advancement (Rab, 2010a and b). These are broad 

studies not specific to young academic returnees from abroad. Similarly, 

Shah’s (2006) study of the patriarchal nature of Pakistani culture within which 

gender segregated education is conducted and Durrani’s (2000) study of 

gender in Pakistan focusing on sexual harassment are not intended to 

address the specific issues affecting young faculty.  

In summary, while existing studies address the issues of senior academics in 

leadership, no studies address the concerns of young academics. 

Furthermore, the quantitative studies tell us about the relationship between 

gender pairing and expected mentoring outcomes. Nevertheless, such studies 

do not inform us and sometimes cover up the actual experiences that lead to 

observed outcomes. We need a qualitative description of the experiences of 

female academics regarding the working environment. Moreover, being aware 

that most studies are largely conducted in western societies with a few 

focusing on participant background characteristics, a study is needed that 

specifically addresses the position of women in other higher education 

settings. 
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Formal Mentoring Relationships  

Early literature provides baseline information on the formal mentoring 

process. According to Kram (1983), formal mentoring relationships begin with 

the emergence of a friendship between the mentor and the mentee. The 

friendship could be based on common individual characteristics, such as 

gender or race, as well as similarities in psychosocial traits. Institutions and 

organisations may only provide programmes to structure the mentoring 

process or provide opportunities for the relationships to emerge through 

informal discussions between junior and senior faculty. The relationship may 

take a long period of two to five years to develop and could focus on career 

cultivation; the instrumental or career enhancing function usually develops 

first. As the mentor-mentee friendship deepens, the psychosocial function 

then develops until such a time when the mentor eventually withdraws or 

retires, as the mentee progresses to independence and also becomes a 

mentor.  

Mentoring relationships often involve varying numbers of participants acting 

either as mentors or mentees. In some instances, formal mentoring involves 

pairing mentees with mentors who might even be managers outside of the 

individuals' departments but meet with their protégés once a month to discuss 

work issues; for instance, new employees are paired with more senior 

employees. In formal mentoring arrangements, women and minorities may be 

at a disadvantage because of the relatively few women and minorities in 

senior positions at organisations. Many difficulties are often cited in building 

female relationships. Women do not often initiate such relationships. There is 

fear of the relationship being perceived as sexual rather than professional. 
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While the men fear being accused of sexual harassment, women may wonder 

what male mentors expect from them in return (Collins 1983). The emphasis 

in cross-gender mentoring relationships is career enhancement rather than 

the psychosocial function. It, therefore, represents a major shortcoming with 

dyadic relationships.  

In higher education, scholars aware of the limitations of paired dyadic 

relationships advocate for inclusion of both male and female mentors, 

particularly for the female mentees. Bower & Hums (2008), in a study of 

faculty in international physical education departments, suggest a cross 

gender mentoring arrangement and the same is reiterated in Bower (2012) 

with the view that cross gender mentoring provides the mentee with career 

support on the one hand and, on the other, it provides psychosocial support. 

Through cross gender mentoring, mentees obtain the knowledge and skills for 

career functions including teaching, scholarship and service. For women, in 

particular, cross gender mentoring will mature the psychosocial or emotional 

benefits of the mentoring relationship. While approaches involving multiple 

mentors have gained in popularity, alternative models, referred to as 

mentoring circles, were proposed to help mentees with learning. 

Mentoring circles are a group activity for people mentoring each other with the 

mentor acting as a facilitator for maintaining a productive engagement. The 

notion of people having several mentors was proposed by Kram (1985). 

Contrary to the much-held belief that dyadic mentoring was a key enhancing 

individual advancement, evidence indicates that individuals learn in 

relationships with their peers, as well as in relationships with their bosses 
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(Kram, 2004). Mentoring circles have the advantage of individual participants 

learning from more than one person, gaining confidence in the workplace and 

among others change stereotypes in the organisation (Limbert 1995). 

Mentoring circles with several mentees differ from multiple mentoring cycles in 

which the mentee receives mentoring from different mentors at different times 

during their career. Expatriate mentoring follows such a cycle (Crocitto, 

Sullivan, and Carraher 2005). As the expatriate moves from one location to 

another, they undergo the process of mentoring as they progress up their 

career ladder from the time of departure until they return to their home 

country. The difference between academics and expatriates might only be the 

degree of importance of maintaining previous mentors.  

Studies covering most developing economies in Africa suggest the greater 

challenges of either no formal structures of mentoring or inadequate 

mentoring for academics at the early stages of their careers (Early Career 

Academics or ECAs); academics have to devise alternative coping strategies 

with respect to teaching (Teferra 2016). Academics at the University of 

KwaZulu-Natal (Subbaye & Dhunpath 2016) and the University of 

Witwatersrand (Osman & Hornsby 2016) in South Africa receive no direct or 

explicit support for teaching, only benefiting from the informal support of 

disciplinary colleagues. Even the high confidence found among respondents 

was only a result of prevalence of the apprenticeship of observation as the 

dominant model of professional development. In Uganda, Ssempebwa and 

his colleagues suggest ‘self-help’ reading on teaching and pedagogy is a key 

influence, as the ECAs are not trained teachers and do not attend teaching 

induction programmes (Ssempebwa, Teferra, & Bakkabulindi, 2016). They 
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argue the assumption of ECAs teaching well ignores the challenges they face 

in preparing for teaching and student evaluations. Similarly, in Nigeria, 

academics in Ibadan University depend on prior experience (Udegbe, 2016). 

The ECAs who reported subjects of competence, preparedness and job 

involvement were largely based on experiences from outside the institution. 

No difference was found in Ghana, as little integration of young academics 

into universities occurred (Alabi & Abdulai 2016). Despite apparent attempts 

at preparation, formal structures and systems are sometimes inadequate. In 

Ethiopia, the Higher Diploma Programme (HDP) employed from 2006 to 2015, 

with the aim of enhancing the capacity of higher education academics had the 

major shortcoming of being developed by a foreign institution without the 

involvement of local academics. As a consequence, the programme lacked 

context sensitivity to national realities. The findings underscore coping 

mechanisms in the absence of formal mentoring but also emphasise the need 

for mentoring programmes that adequately socialise academics into the 

prevalent organisational culture. 

While the literature suggests multiple approaches to mentoring, the 

appropriate approach needs to be responsive to the needs of the context and 

the category of people to which it is applied. Existing mentoring models are 

mainly developed from western perspectives where the idea of formal 

mentoring was initiated and developed. The study takes cognisance of dyadic 

approaches, and the cross gendered and the mentoring circles, as potentially 

useful approaches for mentoring academics. However, I also wish to observe 

that current approaches may not be sensitive to existing dynamics in the 

higher education system in Pakistan and its socio-cultural context. In the next 
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sections, I present methodology, followed by the findings, the discussions and 

then conclusions.  

Justification of the study 

Today, competitiveness in the  global economy contributes to the need for 

policies that work to achieve the desired goals. There is a growing search for 

magical solutions and policies that ‘work’ (Ball, 1998) which have attracted 

transnational and international agencies (Ball, 2016). For instance, the OECD, 

World Bank and European Union; businesses such as Hogan, Sellar, and 

Lingard, Ed-Tech companies, foundations and philanthropists.  Others 

including social enterprises involved in educational teaching and learning, 

assessment and the curriculum and policy reformulation have emerged to 

satisfy the demand with a claim of evidence based policy (Auld & Morris, 

2016). 

In advancing policy research, the so-called scientific method became a 

dominant approach in developing policies that work. Recent scholars critique 

the scientific approach for ignoring complexity and argue that policy choices 

are only a matter of privileging a given theory (Morris, 2016). In the same way, 

Ball (2021) challenges such ideas of transferability of policies as based on a 

misleading assumption about rationality of the policy actors in selection of 

policy alternatives. Ball makes a case that policy processes are sometimes 

irrational, inconsistent and ad hoc to the extent that there is need to accept 

uncertainty and differences in knowing. With such complexity in the policy 

area, these critics argue for allowing for difference in ways of knowing. 

Therefore, by conducting  assessment of the academic mobility policies in 
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Pakistan using the mixed methods, this study builds on the current knowledge 

base on educational mobility policies and also provides alternative ways of 

understanding the progress made through promotion of the existing policies. 

Given the high financial and time investment requirements in higher 

education, the study examines the various factors at play in higher education 

mobility practices for Pakistan. The complexity of policy development requires 

a cautious approach supported by evidence. Continuous assessment is 

needed given the complexity in policy and is characterized by “bricolage,  

borrowing and copying bits, compromise, hit-and-miss affairs, that are 

reworked, tinkered with, nuanced and inflected through  complex  processes  

of  influence,  text  production,  dissemination  and ultimately recreation in 

contexts of practice” (Ball 1994:30). The adoption of recommendations made 

in this study, in addition to recommendations by the British Council study, 

might (it is to be hoped) help Pakistan policy makers move towards attainment 

of the policy goals.  

Limitations of the Literature 

There were no peer mentoring schemes in Pakistan prior to the project on 

which the research is based. All of the literature surveyed above is based on 

mentoring in the UK and USA. The question must, therefore, be asked about 

the relevance of the models of mentoring available from previous experience 

to the rather different context of Pakistan. A further concern is whether or not 

there is a sufficient theoretical basis for mentoring to be adapted for higher 

education in Pakistan in that schemes surveyed do not share common 

definitions of mentoring and, therefore, the accumulated findings indicated in 



 
 

118 

the summary above may be based on incompatible conceptual models. 

However, while it is the case there is no fully shared concept of mentoring, it 

is possible, from the examples given above, to identify sufficient conceptual 

convergence for defining traditional mentoring in this way: a paired 

relationship in which a senior or more experienced individual (the mentor) 

offers psycho-social and pedagogic support to a less experienced or junior 

individual (the mentee). The task of providing a theoretical basis for mentoring 

is not simple. Miller (2002), for example, believes mentoring is generally 

confused with befriending, counseling, tutoring and coaching, owing to the 

fact mentors employ ‘helping’ behaviours’. He argues, while mentoring may 

include befriending, it generally involves less extensive emotional support. He 

also maintains mentors generally engage in self-disclosure to win the trust of 

their mentee, whereas counsellors tend to avoid self-disclosure. Conway 

(1997) distinguishes coaching as a more directive process, often carried by 

line managers or professionals, whereas mentoring is non- directive and a 

more broadly focused relationship with the mentor taking a longer perspective 

for both the individual and the organisation. Peer mentoring has also been 

viewed as a means of improving and raising teaching and learning standards, 

to address multiple issues, and meet diverse university and student needs 

(Clutterbuck, 2004; Brockbank and McGill, 2006). These terminologies reflect 

the wide range of practices brought together under the heading of mutual 

support, or of students helping students. 

Early career researchers of any field of work encounter challenges and 

change. The situation in higher education is no different. Mullen and Kennedy 

(2006) stated that the mentoring programme is primarily focused on higher 
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education with an aim to promote the development and success of junior 

faculty members, especially during the first two years of their career (Cook, 

2011). Therefore, the mentoring programme, if successful, should contribute 

to professional development, psycho-social function, and cultural aspects for 

newly appointed faculty members (Kram, 1985). The opportunity for faculty 

development programmes, including mentoring, aligned with the institutional 

mission, allows for acculturation (Zachary, 2005) and promotes future success 

of junior faculty (Mullen & Kennedy, 2006). Luna and Cullen (2008) provided 

research evidence on mentoring programmes suggested they are a vital 

component and necessary for faculty success at colleges and universities. 

Mentoring has been shown to have a positive influence on the career 

advancement, research activity and pedagogical development of faculty 

(Kram, 1980).  

The main area of interest in the literature review is how mentoring can be 

used formally and informally to support academics in their careers.  The focus 

on mentoring within higher education in terms of the design of supports for 

academic careers, builds on a history of scholarship and collegiality that are 

often considered at the heart of academic communities. Similarly, 

Cunningham (2012) asserts that ‘architectural settings’ as ‘design features’ 

offers support to the mentor towards understanding the desired goals than 

creating obstacles. The available literature has provided a rich insight into the 

mentoring relationship in developed economies but it could be different in 

Pakistan, as the socio-economic situation is varied and the existence of a very 

different culture could also be challenging.  Models of mentoring for 

academics in Pakistan to guide practice are non-existent.  
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The report by Denise Hawkes & Maryam Rab (2017) highlights the 

importance of ‘mentoring/coaching between faculty members’ to mitigate 

poor-quality recruitment and to bring an improved research culture and better 

teaching practices. The suggestion is more than welcome. However, we do 

not have specific information on which young academics are in need of 

mentoring in Pakistan and to what degree they are in need of mentoring. 

Academic disciplines and the backgrounds of academics are not clearly 

specified. We also do not know the forms of mentoring that might be suitable 

and in what ways young academics are expected to benefit. Understanding 

their mentoring needs is, therefore, important in redressing concerns related 

to quality in Pakistani higher education. In this regard, the study makes a 

contribution to the current discourse on mentoring.  

There are few attempts at examining the success of the mentoring 

relationships of faculty members in higher education, and the absence of a 

precise definition makes it more challenging to determine a definition in the 

academic context for faculty members. Although a few attempts are evident to 

set the ‘mentoring relationship in academic culture’ such as the main source 

of evidence is US quantitative studies cultural difference can also introduce a 

few changes to the existing definition. Therefore, more literature could be 

beneficial. The challenges present in new academic careers also provide 

insufficient literature and little follow-up studies investigating widening 

participation and international engagement (such as informal mentoring, 

keeping contact with professors or supervisors in overseas countries) could 

also be a part of the mentoring model for facilitating the young academic’s 

learning and professional development. 



 
 

121 

CHAPTER 4: RESEARCH METHODS  

Introduction 

In this chapter, I wish to reiterate the purpose of the study, as well as 

specifying the research questions being addressed in the study. In the 

subsequent sections, I explain the mixed methodologies involving both a 

quantitative and qualitative method, the design of the study and a description 

of the kinds of research data and its sources.  The chapter includes my 

justification on the data collection strategy, techniques employed in the study, 

the research procedure and how the data will be analysed depending on the 

research questions. A discussion of the complex sources of data involved in 

the study could hardly require an assessment of the potential ethical concerns 

and mechanisms of mitigating dangers in the course of data collection 

methods, processing and analysis.  

The Study Population  

Over the years, the numbers of Pakistani academics studying abroad has 

been increasing and, at the same time, the number of returnees is also 

growing. Since 2012, a total 611 scholars have returned and are working at 

HEIs in Pakistan (HEC Annual Report, 2014). 
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The graph above indicates the number of scholars mentored in foreign 

universities since 2006 and the young academics that have returned to 

Pakistan who are working at public and private universities overseen by the 

HEC of Pakistan. The graph indicates that the numbers of Pakistani students 

abroad increased from 2005 until 2008 and then dropped to its lowest level in 

2011. However, from 2012, the numbers are rising but remained above 300 

since 2014. The second phase of that rise in numbers was paralleled by an 

increase of qualified PhD graduates returning from their studies abroad with 

the highest number occurring in 2014 (circa 400). 

Methodology 

The study employs a ‘mixed methods’ methodology combining both qualitative 

and quantitative methods. A mixed method is an approach common to 

research in the ‘social, behavioural and health sciences’ where the 

investigator gathers both quantitative (close-ended) and qualitative (open-

ended) data (Creswell 2015:2). The method integrates the two and then 
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draws interpretations based on the combined strength of both sets of data in 

order to understand the research problems. Morse and Niehaus (2009:9) also 

emphasise that, sometimes, one method alone is not enough to address the 

research issues and, therefore, the two methods can be combined to achieve 

a specific, overall and more conclusive outcome.  

The choice of the methodology was one of the key decisions of the study. A 

mixed methods approach involves the collection, analysis and interpretation of 

data, both quantitative and qualitative, in order to answer a research question 

or a specific range of research questions. A number of motivations are often 

offered for the use of mixed methods. In the current study, the rationale was 

to expand the breadth, depth and range of research resulting in a more 

comprehensive account. Through the mixed methods approach, a researcher 

can achieve a more comprehensive assessment of the study area and a 

better picture than by using a single method approach. 

The adoption of mixed methods has its strengths and its shortcomings. By 

using the two methods, it was possible to obtain more comprehensive data in 

both numeric and text formats that could be used for answering a range of 

research questions because they allow the researcher to use more than one 

approach to the study. The researcher was able to access survey data 

resulting from questionnaires and interview data and, therefore, could 

overcome the potential weaknesses of over reliance on one method and gain 

a better understanding of the topic. The biggest challenge for the researcher 

was the difficulty in managing the quantitative data analysis owing to a lack of 

competence in dealing with statistics; the study turned out to be time 
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consuming, as it involved learning some of the required statistical techniques 

and included consulting with colleagues who had expertise in quantitative 

analysis. 

The application of both quantitative and qualitative methods was based on 

relevance. In the study, the qualitative methods were mainly used to address 

questions that required an understanding of the experiences of international 

doctoral graduate returnees from abroad. The data covered questions 

regarding the expectations of returnees, the barriers to establishing 

mentorship and the coping mechanisms in the new environment. Such issues 

were better addressed using the qualitative data from interviews. However, 

determining differences in performance of the international and domestic 

doctorates required quantification. Quantitative methods allow assessment of 

the magnitude of the issues being examined and generalisability from the 

study sample to the population. Therefore, it was important to include 

quantitative methods in the study in order to gain a generalised picture of the 

performance of Pakistani academics.   

Quantitative methods 

The quantitative method was aimed at assessing change for international 

doctorate graduates in relation to their performance, particularly in research, 

which is a key area of interest for Pakistan. The idea was to examine the 

difference in performance between the international doctorate holders and 

domestic faculty. Quantitative method was considered more informative in this 

respect and, thus, were included in the study.  
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The inclusion of quantitative method targeted drawing on the advantages of 

each method. In using the quantitative method, the intention of the researcher 

was to generalise the result to the population and could only be attained by 

the use of quantitative techniques. Although the Pakistani government is 

investing heavily in international education for higher education academics, it 

was vital to make sense of the value of returns on investment as a 

mechanism of identifying additional requirements to improve on the 

investment. Quantitative techniques were considered to be more informative 

in the assessment of the differences in performance. Such assessment could 

hardly be generalisable had the study relied on qualitative methods.   

Quantitative research has its own challenges. Measuring human behaviour in 

natural settings is never accurate. Questionnaires often have challenges 

linked to question framing, poor sampling techniques and even the reliance on 

numbers is sometimes less informative on the undercurrents that lead to the 

observed figures. For instance, the challenges of the data collection in the 

current study sample were compounded by concerns over missing values 

when participants only provided answers to some questions. In addition, the 

accuracy of the data was difficult to verify even with the use of the internet to 

cross check publications. The difficulty occurred because the data was 

received from the British Council when the data entry had already been 

completed and the participants anonymised.  
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Qualitative Methods 

Using a qualitative methodology enables the researcher to investigate the 

perspectives of academic experiences through in-depth interviews and 

analysis of the existing data. The qualitative part of the study was conducted 

using the primary and secondary data collected from the young academics in 

higher education through semi-structured and in-depth interviews. The data 

was aimed at understanding the experiences of higher education academics 

in the absence of mentorship, as well as the opportunities, the barriers and 

coping mechanisms of young academics following their return to Pakistan and 

working in institutions overseen by the higher education commission.  

Human experience is complex and understanding the complexity is 

sometimes less amenable to accurate measurements characteristic of 

quantitative studies. Qualitative methods allow researchers to probe and 

obtain in-depth understanding of the social phenomena under observation 

and requires the use of both in-depth and structured interviews. The need to 

understand the experiences of academics following their return and 

assumption of faculty roles in higher education, therefore, required qualitative 

data. Objectivity and the use of random sampling, as opposed to subjectivity 

and the use of purposive sampling, had to be carefully weighed up when 

deciding on the inclusion of qualitative techniques in addition to the prior 

selection of quantitative methods. 

The decision meant a great deal of research time would be spent on the 

collection and transcribing of the data. Even the existing data required more 

time and effort regarding reading and understanding the transcripts, as well as 
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assessing their relevance and the type of information required to answer the 

research questions and coding of the data. Obviously, the findings would 

unlikely be generalisable to the population of academics, let alone the 

returnees, because of the possible bias introduced by the process of selection 

of participants and the bias linked to the interview process, particularly for the 

existing data.  

Sample Characteristics 

The sample characteristics for the secondary data were retrieved from the 

datasets, as well as from the descriptions of Hawkes and Rab (2017), who 

analysed the same datasets. For the primary data, the researcher collected 

the data and, therefore, had first-hand experience of the data collection from 

young academics from HEIs Pakistan. The characteristics of each of the 

categories of the datasets are described in the subsequent sub-sections 

Sample for Primary Interviews  

An interview is often considered a verbal conversation between people with 

the objective of collecting the required information for research purposes. The 

interview method is considered to be ideal for obtaining information or a story 

behind a participant’s experience (McNamara, 1999).   

The primary data using structured and in-depth interviews collected from 

young academics in higher education institutions in Pakistan. In-depth 

interviews were administered to 22 participants drawn from a sample selected 

from a population of 611 participants who had completed PhDs at foreign 

universities since 2012 and were working in public and private universities in 
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the four provinces (providing a wider overview of cultural aspects and 

challenges) overseen by the Higher Education Commission Pakistan. 

Interview methods are diverse. However, an e-mail and Skype interview were 

considered appropriate for the current study, especially where primary data 

was collected. Computer assisted interviews such as ‘Email and Skype’ 

interviews are more suitable in a few circumstances such as where the social 

cues of participants provide no additional information and, therefore, are less 

important to the study objectives. The small budget (Bryman 2004), as well as 

travel constraints because of family obligations, were taken into account by 

the researcher when considering the method as more appropriate for the data 

collection. Moreover, the participants have access to computers, competent to 

respond to the questions without the presence of the researcher and at a time 

more convenient to them. Email also helps to overcome difficulties created by 

the time zone differences between the location of the researcher based in the 

UK and participants based in Pakistan. Again, considering the fact that the 

participants were answering the questions retrospectively, in view of their past 

experience, I found it more appropriate to allow them ample time to reflect on 

the questions so that they could give well-considered, authentic answers that 

reflected their experience rather than spontaneous answers prompted by an 

interviewer.  

The e-mail interview method offered a huge advantage as it saved me from 

the burden of having to transcribe audio data into data normally characteristic 

of face-to-face interviews. The method produces an accurate textual record of 

the interactions between the interviewer and interviewee, and saved time for 
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other data processing activities. The skype interview also provided me with 

detailed information using the probing questions lacking in the e-mail 

interview. I gained an experience of recording and transcribing data for the 

analysis stage. My worries about costs of travel to Pakistan, meetings and 

inland travel within Pakistan, with no support funding, were easily overcome 

by these methods. My only challenges were difficulties in maintaining the 

respondents’ motivation for continuing to answer my probing questions, as 

these would take a little more time. Moreover, interviewees often do not write 

an answer as much as they would say in a face-to-face interview, either 

because of time constraints or the sheer time required to produce a written 

response. In a situation where there is no rapport between the interviewer and 

the interviewee, it is difficult to keep the participant motivated to write as much 

as would be said in a single contact. Although the answers were accepted as 

satisfactory, it was difficult to understand how the participants would decide 

on when to respond with greater detail to a specific question and when not to. 

The fact that participants may only have limited time to offer for the study 

amidst their busy schedules, is understandable. The skype interviews mitigate 

the challenge of time-constraint as most of the participants managed to attend 

the interviews as per agreed schedule and helped researcher to keep the 

encrypted file on password protected computer. Although it was time 

consuming and needed more efforts for recording and transcribing collected 

data in comparison to the e-mail interview, but it was more satisfactory in 

getting sufficient answers from the interviewee.  
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Sample Characteristics for the British Council Pakistan (BCP) Survey 

The secondary data obtained from the British Council Pakistan (BCP) was 

rich in content and had been collected from a range of categories of faculty. 

The survey was completed by 522 faculty members (350 women and 172 

men). The faculty were both senior and junior members, although the majority 

of the participants in the study were junior academics i.e. 76% (Hawkes & 

Rab, 2017). The dataset contains: the socio-economic characteristics 

(gender, the number of children, marital status) together with some basic work 

experience measures length of time in higher education, qualifications (both 

academic and teaching), and role and expertise of supervision (Hawkes & 

Rab, 2017). The British Council reports indicates the data consists of 24% of 

respondents with more than 12 years’ experience in higher education. 

Therefore, more than half of the sample were early career researchers and 

mid-career researchers which proved the majority of young academics 

responded to the survey questionnaire. The experience measured against the 

qualification, and it demonstrated only 31% of the respondents have 

doctorates, along with 38% who have received some teaching training; the 

smallest portion of the respondents, that is 15%, have supervised doctorate 

students (Hawkes & Rab, 2017). 

Sample Characteristics for the BCP Interview  

The secondary data came from interviews with senior faculty members at 

university campuses from circa ten public and private universities in Pakistan. 

Semi-structured interviews were conducted and transcribed by the British 

Council Pakistan (Johnson, 2002; Kvale & Brinkman, 2009). The interviews 
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consisted of 25 senior faculty members (Vice Chancellors and Heads of 

Departments) from ten public and private universities in Pakistan. The dataset 

consists of interviews with female academics exploring their experiences in 

the Pakistan Higher Education system. It focused on identifying opportunities 

and challenges experienced in the process of their development.  

The secondary data had senior faculty members from ten public and private 

universities in Pakistan targeting issues and challenges they faced as young 

and female academics. The interviews from senior faculty provided key 

themes on ‘gender concerns and support strategies’ for women in HEIs in 

Pakistan. 

Data from the Interviews and Survey 

Meanwhile, the use of two different sources of data presented both 

opportunities and challenges. The existing data has a number of benefits 

crucial to the success of the current study. The eligible participants for the 

study are widely dispersed academics across different universities in Pakistan 

and, thus, it would have taken a great deal of time to conduct the interviews 

and have the questionnaires returned; even if alternative techniques were 

used, it would still be costly in terms of time.  However, the availability of 

information already collected, and the fact that it was collected by the British 

Council, was not only a guarantee of quality but also of the authenticity of the 

data, hence marking a huge step towards the success of the study.  

There were only a few minor challenges in respect of the data. Given the 

magnitude of the data collected, it clearly suggested wider objectives for the 

British Council. The objectives of the current study were narrow. A wider 
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scope might have meant being less in-depth on specific issues requiring 

greater depth for the benefit of the study. The only compensation was wider 

coverage and the big task for the researcher was selection of the required 

information. The task was an expected challenge, especially when the data 

was collected to answer different research questions or objectives 

(Denscombe 2007). The option was to use the available data and then collect 

the missing data and thus, researcher decided to collect the primary data to 

get sufficient insight on mentoring relationship from young academics.  

The Secondary BCP Interview data  

The study used the dataset from a mentoring needs perspective in order to 

explore the challenges faced by senior academics when they started their 

careers in higher education in Pakistan. Although the research was not 

focused on comparing the academic challenges of higher education in the 

past, this dataset highlighted academic challenges (such as changing 

academic job roles, teaching, assessments and publications) in the past, 

providing in-depth knowledge and understanding of the current academic 

challenges from different perspectives.  

The data was collected with a view to understanding academic careers in 

Pakistan. It was collected from both male and female faculty, covering a wider 

aspect of academic challenges they have faced or that they are facing. The 

interviews conducted by the British Council Pakistan covered a wider aspect 

that could enable this research study to explore the challenges faced by 

female academics in Pakistan. This dataset provides the challenges faced by 
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senior academics at the beginning of their careers (when they were early 

career researchers).  

The interview data will be used to explore the answers to the following 

research questions that cover Informal mentoring opportunities, the 

challenges to mentorship for young academics, the gender influence 

mentoring, as well as the social and cultural roles of the patriarchy and the 

coping mechanisms of young academics.  

The Secondary BCP Survey Data 

The secondary data consists of questionnaire and interview data collected by 

the British Council Pakistan project. The opportunity to work as a research 

assistant on the British Council Pakistan’s funded project not only provided 

me with access to the data set for the study but also helped me gain insights 

into the characteristics of the datasets.  

The survey data for the study was also collected by the British Council in 

Pakistan using an online survey of 522 respondents. The online survey was 

sent to all faculty members in both public and private universities and was 

overseen by the HEC in Pakistan. The survey targeted five key areas for 

exploration:  

• demographics of those working in public and private universities, 

• publications and general research profile of Pakistani academics,  

• web-based academic activity, 
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• the career paths of young academics in Pakistan’s higher education 

system, 

•  gender differences and links to factors such as human capital, social 

networks, processes and financial assets.  

The dataset provides participant responses to the perceived constraints of 

their career development. In that regard, the questionnaire covers several 

aspects. The questionnaire focuses on the extent to which respondents 

considered the importance of specific constraints to their career. It focused on 

diverse aspects of human capital that included: educational qualifications, 

work experience, technical knowhow, confidence and commitment to work. 

Other benefits of the relationship included: the ability to gain the active 

support of other people, so they are fully engaged and motivated in 

contributing effectively; the ability to find common ground, and build 

relationships and connections to support organisational objectives; the ability 

to work with others towards common goals; the ability to hold myself and 

others responsible for delivering goals in line with the shared purpose of my 

organisation, and the ability to spot opportunities, plan appropriately and 

create innovative solutions that recognise ambiguity, as well as delivering 

business benefits. 

In terms of social capital, the dataset covers: links with family, close friends, 

people who share your culture, people who share your ethnicity, friends, 

colleagues, associates, people both further up and lower down the social 

order. The additional data collection covered higher education processes 
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including: government policies, institutional policies and institutional culture. 

The access to financial assets was one aspect captured in the data collection. 

Through the analysis process, the study identified the main areas where there 

is a need for a mentoring relationship. For that reason the study analysed 

questions that provided detailed insights into the challenges in higher 

education for returning faculty members. The data was useful for answering 

questions regarding the research performance of academics. 

Data from Open-ended Questions 

In addition to the quantitative dataset, the research focused on analysing 

open-ended statements that remained unanswered for the British Council 

Pakistan project or any other research report. The unanswered data was part 

of the questionnaire and was intended to elaborate on some of the key 

choices made by participants in the structured questionnaire. 

The secondary data was intended to facilitate the study “understanding 

academic careers in Pakistan: developing strategies for academic career 

development for the Higher Education Commission”. Although the BC report 

focused on the role of women in higher education, and discussed the 

challenges and issues they face in academia, the data was collected from 

both males and females who had worked at HEIs. The data could also provide 

an alternative opinion from the senior academic’s viewpoint on the the 

importance of mentoring. Therefore, the dataset was useful for the purpose of 

the current study and was helpful in providing data in the process of exploring 

the mentoring needs of young academics.  
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The data was relevant to a wide range of issues including: the challenges to 

mentorship for young academics regarding the development of their careers 

as higher education academics; the gender influence mentoring for young 

academics in Pakistan higher education and the social and cultural roles of 

the patriarchy that affect young academics. The data was also relevant for 

understanding the coping mechanisms of academics in the absence of formal 

mentoring in the higher education system in Pakistan. 

The Primary Interview Data  

The interview is a useful technique for exploring participants’ perspectives, as 

well as the factors and motivations underpinning those perspectives and, 

therefore, it fits well within the context of the current study and was useful in 

eliciting participant views on their expectations. The data was intended to help 

for research questions on the challenges to mentorship for young academics 

and what the expectations of mentees are of the mentorship system regarding 

the development of their careers as academics working in higher education. 

The primary data from the interviews, and collected from junior academics in 

higher education institutions in Pakistan, had its advantages and 

disadvantages. In-depth interviews were administered to 22 participants 

drawn from a sample selected from a population of 611 participants who had 

completed PhDs at foreign universities since 2012 and were working in public 

and private universities in the four provinces (providing a wider overview of 

cultural aspects and challenges) overseen by the Higher Education 

Commission Pakistan. The emphasis of the interview questions was to 

identify the expectations of young academics following their return and 
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assuming roles in the higher education system. Therefore, young academics 

serving in public and private universities, overseen by HEC Pakistan since 

2012 until the present date, will answer questions concerning their 

perspectives on current academic mentoring priorities, in view of changing job 

roles and the potential need for mentoring in the higher education system. 

The data was submitted by participants as text through email (7 participants) 

and skype call (15 participants), thus, a part was already in soft copy format 

was made easy to prepare for the analysis stage. The recorded interviews 

were transcribed and later used to interpret for the analysis. The data turned 

out to be less detailed than the British Council data. Even the responses to 

the follow up in-depth interviews were equally less productive which suggests 

the importance of face-to-face contact.  Nevertheless, the participants 

provided adequate responses sufficient to answer the research questions. 

The follow up in-depth interviews focused on accessing faculty expectations 

following their return from doctoral studies abroad. The interviews offered 

unique perspectives resulting from the non-structured questions, unlike in the 

questionnaire, and were administered to academics in both public and private 

universities overseen by HEC Pakistan since 2012. ‘The primary data are a 

direct record of an event or process by a witness or subject involved in it’ 

(Cohen, Manion, & Morrison, 2011: 249). 

The primary data was collected to complement perspectives from the 

secondary data. Reading through the text data helped the researcher gain 

greater familiarity with it and, therefore, be able to identify gaps and follow-up 

requirements for subsequent interviews. In the same way, the repeated 
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reading of transcriptions and documentary evidence was essential for the 

researcher to become immersed in the data. The reading stage was useful 

later during the coding of data, as themes began to emerge in the process of 

listening to audio and reading the transcripts for each interview question. 

Codes generated from both sets of data were then finally collated according to 

the features of common themes.  

The Data Analysis Process 

The conduct of the study involved analysis of the secondary data from both 

the surveys and interviews. “Secondary data analysis is any further analysis 

of an existing dataset which presents interpretations, conclusions or 

knowledge additional to, or different from, those produced in the first report on 

the inquiry as a whole and its main results” (Hakim, 1982:1). Qualitative 

interview data was mainly from both the primary data collection and from the 

existing secondary data. The second type of data was the secondary numeric 

data from the structured survey questionnaire. The data analysis process can 

be categorised in relation to the types of data but also linked to the intended 

research questions. The subsequent sub-sections are devoted to explaining 

the analysis of the different forms of data and the questions being addressed. 

Analysis of Interview Data (Primary and Secondary) 

The secondary data consisted of interviews at university campuses in 

Pakistan. A thematic analysis was conducted to develop categories of barriers 

to and expectations of the young academics. Thematic analysis is a general 

model for analysis of qualitative data (Gibson 2005). The researcher had no 

prior specific theoretical interests and, therefore, allowed categories to 
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emerge from the data. For that reason, a thematic analysis was considered 

appropriate for the current purpose especially as there are no prior categories. 

Consistent with the approach, the process of coding of emerging themes, and 

the subsequent sorting and grouping of themes to higher-level categories 

applied in line with procedures as spelt out by Braun and Clark (2006). In the 

current analysis, a theme was defined by a process, activity or barrier that 

impedes young faculty from entering a mentoring process. The themes were 

then grouped into higher-level categories that identify the different types of 

barriers present. A similar procedure was applied to the analysis of the 

expectations of returnees. The method was found useful and adequate in 

developing the main themes constituting the key findings of the study. 

Following the data acquisition, a thematic analysis was conducted to develop 

the categories of barriers and the expectations of the young academics. For 

each of the specific qualitative research questions, the process of coding of 

the emerging themes, and the subsequent sorting and grouping of themes to 

higher level categories, was in line with the procedures identified by Braun 

and Clark (2006). In the current analysis, a theme was defined by a statement 

that manifests support to young faculty. The themes were then grouped into 

higher level categories that identify the different types of support identified. 

The method was found useful and adequate in developing the main themes 

constituting key findings of the study.  

Efforts were made to ensure the credibility of the account. Original interview 

transcripts were obtained from the British Council. While maintaining the 

anonymity of the participants in line with ethical requirements, thick 
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descriptions were used to support positions so that citations made in the text 

are authentic extracts and can be traced back to the interview transcripts 

(Erlandson, Harris, Skipper, & Allen, 1993). The language of the extracts was 

retained in its original form without attempts to correct errors. External 

refereeing of the paper was done using academics with first hand experience 

of the gender situation in Pakistan higher education. Finally, the bias was 

minimised in the analysis by ensuring that alternative views about the 

experiences of young male academics, as well as accounts concerning the 

global context, were included and the original text was cited as it appears in 

the transcripts.  Further details regarding the analysis are reflected in the 

discussion on methods for the specific research question in the respective 

chapters.  

Analysis of the Secondary Survey Data  

I will be using the responses to questions that provide answers to the last 

research question concerning the research performance of returnee 

academics in comparison to academics who had their doctoral training in 

domestic institutions. Like the British Council approach, the study used 

descriptive statistics but also differed, in a way, by using inferential statistics 

as a tool for analysing the survey data. The results were helpful for developing 

a deeper understanding and assessment of the importance of sponsoring 

academics for international doctorates and, thereby, providing more insights 

gained from the interview data. 

As already suggested, the quantitative analysis procedure also included the 

use of descriptive and inferential statistics and provided answers to research 
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questions. The outcome variable is measured by publications in international 

journals, collaborations and access to funding. In the relevant chapter 

involving quantitative analysis, the details of the analysis process and reports 

on the results are presented. 

Ethical Considerations 

In conducting the study, two ethical concerns relating to informed consent and 

confidentiality were expected to arise during the interviews at the primary data 

collection stage (Allmark, et al. 2009), as well as at the stage of data 

presentation for both the primary and secondary interview data.  

Informed consent requires participant awareness of the implications of the 

consent to participate in the study. The researcher has already received 

permission from University College London to conduct the research in line 

with ethical standards. The participants were provided with consent forms for 

taking part in the study following the BERA (2014) code of conduct. Consent 

forms were drafted bearing a detailed explanation of the study objectives and 

indicating participants are free to withdraw at any stage of the survey if they 

so wish. They were under no obligation to answer all of the questions during 

the interview and could respond to the questions at their convenience. They 

were made aware they cannot withdraw once the study is complete and the 

research findings are published. Eligible participants were requested to sign 

the forms as evidence of consent.  

Consistent with participant confidentiality prescribed by the British Educational 

Research Association (BERA) guidelines, participants will remain anonymous 

and may not be traceable through direct quotes (BERA 2013). Despite the 



 
 

142 

data being anonymous, their colleagues at work could easily identify them. 

Identification of participants may pose a danger of reprisals by the academic 

institutions, especially for issues the academicians deem to be sensitive. The 

researcher will ensure the information provided by the employee will be kept 

in confidence from other participants (such as an employer). In pursuit of this, 

a deliberate effort will be made to minimise the possibility of direct quotes 

being traceable to the participants.  

The study is also obliged to address ethical issues specific to the secondary 

data. The study uses the British Council’s interviews and surveys collected to 

study the ‘situational analysis of women in higher education in Pakistan’. The 

data gathered from both male and females, therefore, provides rich detail from 

both perspectives on higher learning in Pakistan and the challenges they are 

facing. The British Council confirmed the collection of data was purely for the 

British Council project “understanding academic careers in Pakistan: 

developing strategies for academic career development for the Higher 

Education Commission”. Formal permission from the British Council Pakistan 

was obtained for use of the data for this doctoral study. Therefore, the ethical 

implications are not new.  

A core ethical aspect related to the use of the data is the same confidentiality 

observed by the British Council in using the secondary data imposes a similar 

confidentiality responsibility upon the researcher. They will ensure not to 

disclose any confidential information to a third party according to the 

agreement with the British Council Pakistan. In ensuring my obligations, I had 

to guarantee participant anonymity by making no reference to specific names 
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that could lead to the identification of participants or even psychological harm 

to third party participants mentioned during the data collection process. The 

researcher also undertook not to use the data in the production of any 

individual publication unless allowed by the British Council Pakistan. The data 

remain safe with the researcher in a password-protected laptop and will be 

deleted after the period assigned in the agreement.
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Table.1 Summary of Data Consolidation and Integration 

Data type Research question 

Secondary Qualitative Data (British Council Pakistan Interview- semi-structured and in-
depth) Participants were senior academics (from ten public universities in Pakistan) N = 25 
Description of Dataset: this dataset was collected from senior academics asking about the 
challenges in their academic careers, changes in their academic careers and the support that 
facilitated their career development. 
 

Coping mechanisms  
Barriers to mentorship for the young academics and expectations 
of the mentorship 
Gender influence on mentoring for young academics and the 
social and cultural roles of patriarchy  

Secondary Quantitative Survey Data (Survey by the British Council Pakistan)  
Participants were both young and senior academics (majority were young i.e. 76% of 
participants responded) N = 522 
Description of Data Set: The survey targeted five key areas to explore: demographics of 
those working in public and private universities, publications and general research profile of 
Pakistani academics, web-based academic activity and their career paths in Pakistan higher 
education. 

Does an international doctorate predict better performance in 
academic engagement? How do the reports of young academics 
compare across gender categories and do the reports of foreign 
and domestic doctorates differ on academic engagement? 

Primary Qualitative Interview Data (structured, semi structured and in-depth) Participants 
were selected from young  academics at public and private universities under the HEC) N = 
22 (Total returned and serving HEIs in Pakistan since 2012 = 611) 
Convenience sampling method: this method was used to select the research participants in 
order to deepen understanding on emerging issues based on participants’ views.  
Description of Dataset: this dataset will explore the challenges/barriers in the academic 
careers of young academics, as well as exploring the support system that can enable young 
academics to improve career and professional development. The following research questions 
could be explored using this dataset 

What are mentees’ expectations of the mentorship system 
regarding the development of their careers as higher education 
academics? 
Barriers to mentorship for the young academics and expectations 
of the mentorship 
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CHAPTER 5: BARRIERS TO MENTORING RELATIONSHIPS 

Introduction 

The mentoring of faculty is one important aspect in higher education, 

especially for countries investing in training faculty abroad. This chapter 

explores the key challenges young faculty face and their expectations when 

returning from doctoral studies abroad. The chapter addresses the research 

question 2: What are the challenges to mentoring for young academics and 

what are mentees’ expectations of the mentoring system regarding the 

development of their careers as academics in higher education? 

The participants in the study were doctoral graduates who completed their 

studies in the UK and USA and working now in Pakistan’s higher education 

system. A thematic analysis approach was used in the theoretical development 

of the categories of participant perspectives concerning their constraints and 

expectations. Using both primary and secondary data from in-depth interviews, 

participant experiences were explored and analysed. The findings reveal 

challenges faced by young faculty returning to their home country, owing to a 

higher education system in its infancy, with no research culture while, 

concurrently, academic roles are experiencing change. Remedial mechanisms, 

in the form of further mentoring by foreign faculty and a restructuring of 

existing systems, are needed.  

In awareness of the importance of mentoring and considering the rising 

numbers of young academics, there is a need to better understand the barriers 

to mentoring relationships and the expectations of the young academics 
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returning from abroad. This chapter explores the barriers to mentoring 

relationships and the expectations of the young academics following their 

return from foreign universities. To explore these barriers and expectations of 

effective mentorship, the study involves analysis of the experiences of young 

returnee academics to Pakistan’s higher education system guided by two 

research questions: 

1.  What are the barriers to establishing mentoring relationships for newly 

qualified academics returning from abroad?  

2. What are the expectations of these higher education academics? 

Findings 

This chapter mapped the experiences of mentoring for higher education 

academics returning from abroad. In the exploration process, the challenges to 

and expectations of young faculty emerged. A successful mentoring program 

should contribute to professional development, psychosocial, and cultural 

aspects for newly appointed faculty members (Kram, 1985). Danielson’s 

(1999) supports the view;  mentoring facilitates novice teachers to cope with 

their new challenges; through own learning activities and professional 

exchanges and improve teaching role while accepting full responsibility for a 

class.  

Barriers to Mentorship Relationships 

The barriers are diverse, but three categories stand out and were categorised 

under changing academic roles, the lack of a research culture in a university 

and constraints arising from administrative functions. 
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The Changing Roles of an Academic 

The role of an academic in higher education has greatly changed over the 

years. The changes make it a challenge to re-orient faculty in service for many 

years and have become absorbed in teaching. Traditionally most universities 

have put much emphasis on teaching. The emphasis on research by the 

higher education commission is a recent development, which started in early 

2000, and faculty are finding difficulty in coping with the new focus:  

“All organisations are struggling very hard to promote this research culture, 

teachers [are] having this problem; the traditional teachers in Pakistan only 

have to deliver lectures in classes. They just use to go to classes, whatever 

they are teaching, students accept it rigidly or not rigidly or passively or 

whatever. They hardly question you, they hardly try to ask you so many 

questions, so I find my students very gentle and kind towards me that they 

don’t ask tricky or critical or such type of questions. This was the traditional 

teacher in Pakistan.  But when it comes to the latest, new or modern teacher, 

they have lots of requirement from HEC, that from associate professor to 

professors they need this much publications not only publications but 

publication in high quality journals.” (Interview Quote) 

The change in academic role comes at a time when the Pakistan higher 

education system is still in its infancy and the workload for academics is 

continuing to grow. The teaching workload has increased because of the 

overload of increasing information made available by digital libraries, as well 

as mounting pressure to internalise and update lectures. Academics are also 

required to teach many courses. Sometimes those courses may not be directly 



 
 

148 

related to their subject of specialisation. Cunningham (2012) also confirms ‘the 

aspiration of trainees to be mentored by someone whose area of expertise 

closely matches their own is not hard to accept’ (p. 22). 

In addition to teaching, faculty have a responsibility to carry out research, to 

publish, as well as supervise student research. The impression is that, owing 

to the comparative lagging behind, Pakistani institutions are exerting too much 

pressure on faculty to accomplish unreachable targets within too short time 

period. While there are publication requirements in the past, today it is not 

merely publishing research, but a higher number of publications and a higher 

number of papers published in high impact journals, which count towards 

promotion. Therefore, the challenges of teaching and research are diverse. 

They may not be unique to Pakistan but cover most countries. Teichler and 

Hohle’s (2013) account of data collections from 12 European countries shows 

similar changes across European higher education institutions, with 

consequences for academic careers.  

The key problem in Pakistan is that research is not a deep-rooted culture in 

many institutions. Even faculty with a PhD often find themselves in 

circumstances where they are unable to perform research and are, therefore, 

equally inexperienced and need mentorship. As stated by an academic, “Yes, 

of course I mean I did research primarily for my PHD. It leaves me very little 

time now for researching actively”. (Interview Quote)  

Therefore, although some of the colleges were founded many years ago, they 

are unable to run postgraduate programmes because of the limitations of the 

research experience. Many of the staff require mentorship in order to restart 
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the research component of their careers. One of the respondents observed, 

“So if you look at research culture, it’s barely a decade old you can’t compare it 

to universities doing research for long.” (Interview Quote). Expertise in 

research is built over time and calls for mentoring by more senior colleagues.  

In many respects, mentors are scarce and mentoring is informal. As a result, 

mentoring relationships come with expectations from mentors. Young faculty 

sometimes have to deal with compromising situations that could impact upon 

integrity as illustrated in the following extract. 

“…. he said I should be writing a research paper, I said kiya hota hai ye 

research paper (what this research paper is?) I had no idea what it is, he said; 

ek raan le ao bakray ki (Bring a goat/lamb’s leg) then I will tell you how to write 

a research paper.  So, I asked Dr [X], my chairman then, I said sir he was 

asking for a bakray ki Raan (goat/lamb’s leg), how can I bring it, at that time it 

was more expensive.  He said my dear he is asking you to bribe him to get the 

knowledge you want”. (Interview Quote) 

Unfortunately, in this particular case, the only source of information was from 

another human being. It is possible such conduct would be unlikely today, as 

research theses and journal papers are available on the Internet. However, the 

point is that mentoring relationships are better managed under formal rather 

than informal arrangements. Many academics express the need for support in 

terms of writing a paper and also in terms of publishing in an international 

journal. Writing is a difficult task for both students and faculty, thus, a guidance 

for the further steps towards the publication process helps the young academic 

to develop the career. Many find the rigours of research and academic writing 
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taxing. Although a research paper is an extract from a whole thesis, the need 

to keep updating it in order to meet the requirements of the publisher is 

discouraging.  

Infant Research Cultures 

The strength of an institution in terms of its research infrastructure is important 

for career development and, therefore, for the possibility of mentoring. The 

absence of infrastructure is more problematic in infant institutions. Part of the 

expectations of academics in emerging universities is to have a research 

institution that sets mechanisms for inspiring students into developing a 

research culture. Moreover, regarding the role of institutions, academics 

expect laboratories to be a crucial component for the promotion of research, 

especially in the science disciplines. Without such basic infrastructure 

components, academic mentoring in the sciences is difficult to achieve.  “For 

mentoring to be most effective within an organisation, the individuals involved 

need to be adequately supported by what we might conceive of as the 

architecture surrounding the activity” (Cunningham, 2012:17). Cunningham 

confirms that the ‘architectural setting’ as ‘design features’ facilitates the 

mentor to achieve desired goals than creating obstacles for mentors. A ‘well 

designed’ environment foster mentoring process to achieve desired goals 

successfully (2012).  To achieve success through mentoring process, a ‘well 

designed’ environment is essential where ‘the architecture is right’. 

“That was a well-equipped, highly established university and this was a new 

university with no labs and nothing like that. Why I am saying something about 

labs because I’m a science person and my specialisation is molecular 
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microbiology and did PhD and there were well-equipped labs but when I came 

here there was nothing”. (Interview Quote) 

Sometimes the absence of certain Infrastructure components leads faculty to 

opt for better equipped institutions. An academic who left a well-established 

university indicated having no interest in leaving for other institutions with 

inadequate or no laboratories. However, instead of leaving, the academic 

decided to stay and use the situation as motivation for setting up a laboratory. 

“My bad luck was university being new and I was not having a facility to 

continue with my research work but I tried to fill the gaps with my personal 

efforts collaborating activities and after developing this thing, I’m spending 

some extra time”. (Interview Quote) 

In some cases, therefore, academics opt to take up the challenge and, rather 

than leaving the institution, they set up the required facilities at their workplace; 

however, the decision comes at a cost, i.e. sacrificing personal research plans 

for the benefit of future mentees.  

“Frankly speaking in the start, it [the university] definitely didn’t support my own 

research. As I told you my specialisation required a highly equipped or well-

equipped laboratory. That was lacking in this university and my department. I 

belong to environmental sciences and there wasn’t any such laboratory where 

I could work and my students can enhance that thing”. (Interview Quote) 

For faculty working in the sciences, the lack of laboratory facilities presents 

challenges which indeed constrain mentorship. Although it is the dream of an 

academic to continue developing a particular research project following their 
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PhD, benefiting from experienced research mentors cannot be achieved 

without laboratory facilities.  

In recent times, however, the situation in Pakistan has begun to change. With 

facilities being installed in some institutions, young incoming faculty have 

opportunities to develop their careers. Unlike some of the senior staff who 

found no research infrastructure in place, young academics may find 

laboratories in situ, as well as several senior faculty as mentors to provide 

guidance.   

“yes, it has changed for the newest staff because like I told you when I joined 

at a junior position, I needed a lab which I had not. Since now I have, I am 

supporting my juniors. Now there are two assistant professors working in my 

lab, supporting their students and I’m supporting them as well. And they don’t 

have any administrative responsibilities, so they are focusing on research. 

Things are change for them.  What I suffered and felt that it shouldn’t be there, 

I’m just trying to support them that should the work”. (Interview Quote) 

Such initiatives by several senior faculty members could enable universities to 

build up a strong research culture for Pakistan. The availability of some 

support provides a good basis for developing a strong mentoring culture, 

where the administration function does not constrain the research roles of 

young faculty.   

Administrative Challenges  

Administrative responsibility at an early stage of a career is perceived as a 

hindrance to career development and faculty at young institutions often find 
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themselves with administrative roles that stifle research. Recently formed 

institutions have limited staff levels and, therefore, are more inclined to involve 

all available staff in administration. The approach to mitigating staff shortages 

leads to skepticism about the positive role of a new institution in providing an 

enabling environment, especially in terms of developing a research career. 

Owing to the absence of mentoring, the administrative function becomes a 

tough experience for young academics.  

“I think it’s very much supportive but with this administrative thing I find it 

difficult so administration is really a tough job I must say I must admit. With this 

I have to do research, I have to convince myself two hundred times, X be 

brave enough to do certain things”. (Interview Quote) 

Responsibility for administrative assignments during the early stages of an 

academic’s career can affect the development of their research. Yet today, 

there is greater emphasis on the research component of an academic’s career.  

The changes in the roles of academics is consistent with Bentall’s (2015) view 

of the changing nature of the job roles of new academics who have 

expectations of developing their expertise in a specific discipline. 

Administrative duties, in addition to teaching and research responsibilities, 

overload the mentoring process and make multiple mentors necessary. Yet 

young faculty require ample time to develop their research potential at an early 

stage. Academics in the context (young academics) decry their administrative 

workload. As a result, young faculty are becoming frustrated. In their view, at 

some institutions, administrative work is often reserved for senior faculty and 

they expect the same arrangements at all institutions. To their surprise and 



 
 

154 

dissatisfaction, young faculty find themselves overloaded with administrative 

responsibilities. Teaching overload imposes challenges on academic 

mentoring relationships which are more engaged in administration than 

research. One of the academics reflecting on their experience as a young 

academic stated: 

“I was inducted as faculty member and the responsibility of a faculty member 

basically is teach and do some research and yes I understand that 

administration is also a part of it but the administration responsibilities are 

always given to a faculty member if he/she is quite senior after becoming a 

professor or something like that. In my case I was given these responsibilities 

right from the start, so I had to, and I have to spend much of my time in the 

administrative work”. (Interview Quote) 

Offering advice in terms of mentoring is closely linked to the nature of the role 

of the mentee. As Higgins & Kram (2001) state, the changing nature of 

organisational structures and the diversity of mentee roles in an organisation 

may constrain the mentees’ ability to rely on one mentor alone. The situation 

could be compounded in institutions where there is a lack of information flow to 

faculty who need mentoring. 

While alternative sources of mentoring, including postdoctoral researcher 

abroad, are ideal, the information about opportunities is rarely available to 

young academics, as indicated in the participants’ responses:  

“So, there are facilities, but you don’t know about it, there is no talking out 

anyone is telling you about it, so you have to dig and find out the facilities 

available yourselves.  It should be communicated to the professionals; these 
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are the facilities and benefits. And I also got to know with somebody who was 

teachers’ association leader who told me verbally that you can do this, and you 

can get paid leave; so I tried and I did it. So, people talk and you came to 

know, no proper information sharing, no written document, no circulation”. 

(Interview Quote) 

Uncertainties about opportunities for faculty undermine the process of building 

new mentoring relationships with more experienced academics in other 

institutions. Successful mentoring relationships are often built on the basis of 

confidence that the relationship will continue over time. A postdoctoral 

researcher’s experience is one that ensures the development of desirable 

mentoring relationships in more specialised fields unavailable to the employing 

institution, given the infancy of most of the universities in Pakistan. In the 

absence of mentoring within an institution, information becomes elusive to 

young academics.  

Another alternative to young faculty is when senior visiting faculty come from 

abroad. Attracting foreign faculty on short-term assignments is an important 

aspect of forging mentoring relationships with academics at foreign 

universities, particularly for infant institutions with few senior faculty members. 

The potential target faculty are mainly working in western countries where the 

junior faculty members obtained their doctorates. However, owing to rampant 

insecurity and terrorism, attempts have not been as successful as expected 

“We are plagued with the problems of terrorism, insecurity and in fact foreign 

governments including your own has been hesitant and reluctant to encourage 

people to come here. The state department in U.S for example has an 
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advisory out recommending U.S citizens not to come here. So, under those 

circumstances it has not been easy to bring foreign faculty here, even so from 

time to time we do have groups visiting us, staying here on campus and had 

any untoward incident”. (Interview Quote) 

The situation may be considered even worse for women because they are 

more vulnerable, are potential targets and, in some of the universities, the 

situation could be more serious; for example, in Bacha Khan University, a 

hostel is provided inside the university, the men carry firearms, the neighbours 

and people in the villages carry firearms and yet the women are not armed. 

Sometimes the staff and students are given training from the ‘Rescue 112’ so 

that they provide guidance to the people on safety. The safety concerns for 

women are different because of the vulnerability involved. The security 

problem complicates the potential for attracting female mentors.  

Even without the security concerns, universities face funding challenges 

that may inhibit their capacity for attracting foreign academic staff to mentor 

young academics. Public universities are governed by prescribed rules and 

regulations regarding funding. Pakistan’s Higher Education Commission 

provides funding for salaries and universities are required to generate funds for 

the rest of their activities. The government of Punjab determines higher 

education policies and, although the government may provide no funding for 

other activities, the rules and regulations have to be followed; with an impact 

on the financial capacity for attracting foreign faculty, funding research and the 

provision of safety on campus, among other obligations.  
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“Just one example is the security situation in the country, I think we have to 

invest like, 8 million rupees on security arrangements and they said find your 

own funding, but we have to, if we don’t, they have to come again and again 

and put us on the mate”. (Interview Quote) 

Clearly funding could have a serious impact. It could have implications for the 

security of female staff and also their ability to cope in volatile environments. 

As a result, security has become a major constraint on the development of 

mentoring relationships.  

In summary, females face diverse challenges. Three key challenges stand out:   

• Changes in the academic role for higher education faculty.  

• Infrastructure constraints, especially for the sciences.  

• The influence of administrative issues on the performance of 

faculty.  

These factors have affected faculty performance in various ways and have a 

link with the importance of mentoring relationships. 

Faculty Expectations Concerning Mentoring Relationships 

The expectations of returnees are an important aspect to any mentoring 

arrangement because they identify appropriate and suitable relationships. 

Participants expressed views that focused more on the quality of the expected 

mentoring relationships and the need for what some of them described as 

“development mentoring” for senior level academics.  
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The quality of a mentoring relationship needs to be defined by roles and 

responsibilities, timeliness, trust and holistic development. The mentor should 

clearly define the roles and responsibilities, establishing short- and long-term 

goals, using open and supportive communication, and collaboratively solving 

problems. Another respondent indicated the relationships should result in the 

betterment of the researcher in a holistic manner from basic moral values to 

the specific research area, while others suggested a relationship based on 

mutual trust. Participants expressed expectations of a supportive and 

comfortable professional environment in which they would find a welcoming 

attitude towards both young and new faculty. Such relationships would involve 

confidentiality and equal respect for the words and decisions of those young 

faculty members. 

Even on attaining seniority, participants suggested the need for support in 

terms of development mentoring. Mentoring needs changes to take place 

gradually because as we grow professionally, we need advanced mentoring 

help relative to our new responsibilities. So developmental mentoring is about 

the synergy that two (or more) people can create between themselves to 

generate solutions, strategies and action plans, for building on success. 

Development mentoring, as described above, is a customised or specialised 

type of mentoring, which is specifically required by the individual alone. It helps 

a person to perform well in their career and achieve good results. It will provide 

an easy progression approach for an effective professional culture and 

enables one to perform as required by the needs of the organisation. 
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Discussion and Conclusions 

It is imperative for the higher education system to acknowledge the changing 

roles of an academic and an institution’s remedial mechanisms. The idea of 

swim or sink portrayed by Ssempebwa et al., (2016) while untenable, appears 

to penetrate many educational settings including Pakistan’s. The academic 

role in higher education is changing traditional teaching roles, as well as the 

ways that research is performed. The changes are having a dramatic impact 

upon both young and senior academics with little experience in research, given 

the increasing overload of teaching responsibilities arising from the increasing 

high volume of administrative work common in most newly established 

universities in Pakistan. Young faculty is, therefore, unable to find suitable 

mentors among existing faculty members, especially because of the infant 

research culture characterised by limited infrastructure and administrative 

overload. The findings echo a similar study on mentoring that is focused on 

under representative minorities (URM). Zambrana, et al., (2015) found 

mentees feeling uninformed and unsupported. The only difference is that while 

the URM had negligent mentors, the current study context has hardly any 

potential mentors because the research culture is weak and in its infancy. 

Moreover, the potential for long distance mentoring opportunities abroad are 

sometimes constrained by the absence of information.  

Mentee expectations are diverse but represent the multiplicity of experiences 

of young faculty both during their doctoral and work place experiences. 

However, it clearly stands out that young faculty require a defined programme 

that addresses specific individual faculty needs. Despite the geographical and 

contextual distance within the existing literature, the study convergence in 
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expectations among higher education academics. As in the current study, the 

findings of Eller, Lev & Feurer (2014) suggest the importance of mutually 

agreed objectives, clear expectations and indicators within a given time. In 

addition, an overall requirement of mentees is the appreciation of individual 

mentee needs and, therefore, the mentoring programme needs to be tailored 

specifically to a person’s learning requirements.  

To improve on the current situation, it might be useful for Pakistan’s higher 

education council to develop mentoring arrangements to support both junior 

and senior academics, particularly in research. Research support might take 

the form of attracting mentors from abroad, sending young faculty for 

postdoctoral research abroad and construction of research infrastructure, 

especially in the new universities. Administrative restructuring is needed so 

that faculty have sufficient time for research and so that administrators might 

be recruited to focus on such roles that divert faculty time. For Pakistan to 

develop a competitive university research system, sending faculty abroad is 

not enough; restructuring is needed following a close study of existing 

university systems and bench marking other university systems abroad. 

The study was conducted with doctoral returnees from abroad ‘who were 

working in Pakistan’s higher education institutions (HEIs). A qualitative study 

with limited samples is rarely representative. The findings, therefore, have 

limited implications for those working outside of the context. Although it would 

be useful to the readers to understand participants’ perspectives, especially in 

a gender role-based society such as Pakistan’s, it was outside of the scope of 

the current research. Quantitative approaches would be useful for examining 

such variations.  
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CHAPTER 6: EXPERIENCES OF FEMALE ACADEMICS  

Introduction 

The mentoring of faculty is an important aspect in higher education for 

countries investing in training faculty abroad. The challenges related to women 

participation in higher education has gained scholarly attention over the years. 

This study explored the key challenges experienced by the young female 

faculty when returning from doctoral studies abroad and assuming leadership 

positions in higher education, without having had prior mentoring. The chapter 

addresses research question 3: How does gender influence mentoring for 

young academics in Pakistan’s higher education system and, more 

specifically, how do young female academics present their experiences? Do 

the social and cultural roles of the patriarchy affect them?  

As mentioned in previous chapter, the participants of the study were doctoral 

graduates who completed studies in UK and USA, and who are working in 

universities overseen by the HEC of Pakistan. Using both primary and 

secondary data from in-depth interviews, participant experiences were 

explored and analysed. A thematic analysis was conducted for interview data 

obtained from the primary source and the British Council Pakistan. The 

findings reveal outright discrimination against females, a lack of support for 

female faculty and the role of the socio-cultural context constraining them. 

Remedial mechanisms in the form of appropriately matched mentoring is 

needed to address the emerging concerns.  
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Findings 

The analysis of the experiences of young female academics in Pakistan’s 

higher education system reveals two main constraints to performance. The 

system is characterised by outright bias against female academics and the 

absence of support systems for female faculty. In the next paragraphs, I 

explain how young female academics discuss their experiences of working in 

higher education.  

Outright Discrimination Against Female Academics 

Female academics working in Pakistan’s higher education system often face 

discrimination and are rarely given the opportunity to express or demonstrate 

their knowledge, even when amongst equals. They are relegated to being 

passive recipients of male perspectives. The situation is compounded by the 

very nature of the context, where men are expected to be the leaders and 

women the followers. The view is clearly illustrated in the statement echoed by 

a respondent relating to her own experiences at meetings where males were 

dominant.  

“So you go and you sit and like the general concept is that they say “… 

apko nhe pta” (…. you don’t know) whenever I talk something the vice 

chancellor say ... apko nhe pta” (… you don’t know). Aor mujhe dekh ke kehtay 

hai aap chup hojayiye (And looking at me he says you stay silent) let him talk.” 

(Interview Quote) 

The statement suggests the vice chancellor, who was male, had a deep-rooted 

prejudice despite the abilities, knowledge and accomplishments of the female 
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academic. Many women experience such bias which it is not only experienced 

at meetings but extends to promotions and the allocation of responsibilities in 

higher education. Female perceptions are that, for any of them to rise into 

positions of leadership, they have to work harder than men. 

“Reaching senior positions, they [women] have to struggle harder and one 

and half times more than men because men are very threatened. And because 

of that click of school tie network they would promote men only.” (Interview 

Quote) 

While some see hard work per se as a means of overcoming male prejudice, 

others see their success in terms of cultivating a work culture that shows 

seriousness.  

“Also, being taken seriously, that is something I will really cherish after my 

retirement, I don’t think there were too many times when I was not taken 

seriously.” (Interview Quote) 

However, it takes a great deal of work discipline to establish such an image. 

According to the participant, a woman cannot walk away from a meeting 

because it is time for her children to return home and she needs to go and 

supervise their meals. Instead, ensuring children are picked from school and 

have lunch brought to school for the child are some of the small things that 

ensure others take you seriously. Breaking the barrier, therefore, takes more 

than qualifications and may require additional mechanisms that can be learned 

from female faculty with similar experiences, who have managed to gain the 

respect of their male colleagues.   
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Absence of Support Systems for Female Academics 

In terms of academic support, women express a lack of support in career 

development. Women complain over the little support they get compared to 

their male colleagues and, in particular, it is difficult for women to get support 

from men; yet men support their male colleagues. Such practices are 

attributed to socialisation patterns in the Pakistani context, where the men are 

given more attention, as reflected in the remark;   

“there are many but sometimes I feel not many but the biggest challenge is 

when you are working as women the stories are much different because the 

male setup that we have in terms of socialisation and they have their names 

and their seniors’ names and they can be easily supported by one another but 

being a woman you are not supported by these men in terms of getting some 

funding or supporting your research or guiding you in a positive manner so 

that’s a big challenge”. (Interview Quote) 

The lack of support from the male side is also compounded by the absence of 

support from the female side. Female faculty, therefore, not only face 

challenges from their male colleagues but also from their female colleagues. 

Females working in the same field, where one would expect support, are also 

constitute barriers to progressing to higher positions. Respondents feel the 

lack of mutual support from female faculty contributes to the lack of career 

progress of female academics in Pakistan’s higher education system. 

Moreover, in some cases, women are blamed for undermining one another 

and promoting male domination. Reflecting on her own experiences, one of the 

respondents observed that females never supported her in her career and their 
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contribution was often negative. She indicated often being reported to the vice 

chancellor by fellow female faculty and believes this as reason she has failed 

to gain promotion.  

Networks are important for peer mentoring. Unlike the men who are networked 

through their wider social network and global engagements (as they are more 

often travel to foreign countries than women), the few women working in higher 

education are too undermined by apathy and fear of to form beneficial 

networks of their own. On realising the importance of networks, female faculty 

at one of the universities came up with a social networking group. Given the 

absence of support for female faculty, some of them began participating in 

networks that support female academics. While explaining about women’s 

tendencies with regard to network formations, a respondent observed: 

“Women have no networks and they are not willing to create networks. I 

think in a coeducation atmosphere women side with women only not openly, 

they don’t want to do it openly because they see it as a kind of a weakness or 

they see that men will comment on it and men are never shy on taking sides of 

their friends, or their friends’ friends, their brothers’ friends or whatever.” 

(Interview Quote) 

The perception is that women are afraid to form or join such networks. Among 

other fears, they feared the comments that would come from men. Such fears 

indeed have a negative effect on mentoring relationships. It is worth noting that 

an attempt to form a women’s club at one of the universities, to allow women 

to come together once a month and speak about women’s issues, provides a 

clear indication of confidence discussing face to face than forming a group.  
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At the initial stage, women were not forthcoming and were less enthusiastic in 

improving their career. Some women even began to question why they were 

being organised and why so many nasty remarks were being made, but 

gradually the group began to develop and grow stronger.    

  “When the women realised that we had no political agenda, we were just 

wanted to have caucus of women voice to be audible and visible gradually and 

just as soon as I mean out of those 50 women 35 started coming, the men 

started best coming after us, are you starting to create an association do you 

want it get registered, do you want it to be a part of the ASSA to you want to 

be the resident. We said no nothing this is just like a sorority so that we can 

just understand each other.” (Interview Quote) 

Although the group was under pressure from male faculty, it was a useful way 

of addressing some of the concerns of the members, including personal 

difficulties faced by individuals. In the absence of formal mentoring 

arrangements, women wanted access to information contributing to 

professional careers’ development. 

“…there are some issues you know, how I apply for a scholarship, where do 

I go and some professional and some personal but it was airing your issues & 

understanding your issues and men were very threatened by it.” (Interview 

Quote) 

The absence of information inhibits planning for career development by female 

faculty. The group formed had no political intentions and was never registered. 

It was aimed at addressing women’s concerns. One such concern is the 

absence of information sources owing to the weakness of female networks. 
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The women point out the case of a career search in Pakistan, which they say 

is informal. Unlike the public sector, where jobs are properly advertised, few 

posts are advertised in the private sector where information often passes 

through networks. In the private sector, someone working at a bank spreads 

the word that a bank is recruiting and suggests that staff send in their CVs. 

Female networks concerned with searching for work are weak in Pakistan and, 

therefore, women are more likely to miss out on important job opportunities. 

Even though social media has bridged the gap where jobs are properly 

advertised and reached to a maximum number of viewers, the fact is the 

female working age population in the labour force remains low. The 

establishment of networks for women helps them to cope and forge ahead in 

their academic careers, but access to information is still low. 

Social and Cultural Influences of the Patriarchy on Female Faculty 

Regarding the analysis performed in response to the question about social and 

cultural influences linked to the patriarchy, female faculty are faced by family 

obligations impeding upon their academic roles. However, some respondents 

observe such an impediment is neither unique to women nor to Pakistan. The 

next section provides the details. 

Female Roles.  

Mentoring relationships are also influenced by the environmental context. The 

family plays a central role in the lives of females who have careers in higher 

education in Pakistan. For instance, no residential facilities are offered as 

explained by the lack of willingness on behalf of female faculty to take up 

residence at the university because of their family obligations and, sometimes, 
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even their families do not grant them permission to do so.  Obviously, the 

disparities in offering facilities among societies would account for the 

reluctance of faculty to move. For some female faculty, nobody would want to 

come from Lahore unless for a very senior position or unless they were 

experiencing serious problems at their own institutions. Therefore, in addition 

to family obligations, the availability of facilities has an influence on any 

decision to move to another institution and, thus, could affect potential 

mentoring relationships across universities. 

Residential concerns for married women not only impose restrictions on 

females but also restrict the recruitment potential of universities. Residential 

concerns partly contribute to the failure of filling some positions where women 

have no accommodation provisions. Commenting on the influence of 

accommodation on gender participation, the respondent remarked:   

“We have no residential facility so there are departments which we have 

advertised for women for about 32 times we never had an application of a 

senior women. Business administration, computer sciences, public 

administration, defense and diplomatic studies, you name it you know.” 

(Interview Quote) 

The absence of university accommodation and the reluctance of the female 

faculty to relocate frustrates university development. Universities are unable to 

attract applicants. Although the universities have a few mid-level PhD 

graduates and associate professors, it need professors to generate projects 

and attract funding, in order to develop the research profile of the institution.   
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Other than issues related to residence, academics are affected in diverse 

ways. On the one hand, male academics are perceived as privileged in some 

respects. They are freer to decide on what they prefer to do, and even 

happens at home. If a man is working on a project, his family would not be 

allowed to interrupt him. A woman cannot do the same. To illustrate the point, 

a female academic remarked, “For women it is very difficult to tell her husband 

do not disturb me, I’m working on this or to kids not to disturb me” (Interview 

Quote). Although tactics might have evolved to achieve just the same, women 

rather than men often find it challenging to cope with family and work 

pressures at the same time. On the other hand, women do not enjoy similar 

privileges and sometimes have to weigh options before deciding even on 

marital life. With care, women have to deliberate on decisions concerning 

completion of their studies before getting married because of the uncertainties 

of the potential impact it might have on their academic life.   

“I was going to marry in 1992, on the day of my Mehndi and Ubtan I 

submitted my thesis with the threat of what will happen after marriage, maybe 

the in-laws are not willing to support you, or the husband might have different 

point of view.” (Interview Quote) 

The respondent, as she was not willing to risk her academic career in the 

event of negative marital outcomes, decided to submit her PhD thesis prior to 

her marriage. Fortunately, she found support and eventually was able to make 

the corrections to her thesis that helped her progress in her career. However, 

the fear of marital outcomes represents the kind of decisions Pakistani women 

face, and which could greatly affect mentoring relationships. This is not to 
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imply male faculty are free of specific challenges. Quite the opposite was 

evidenced by some of the respondents.  

Contrast with Male Family Roles.  

Although the socio-cultural background in Pakistan suggest differences in 

mentoring needs for females, socio-cultural roles also affected male faculty. 

Contrary to common perceptions that only females face challenges in higher 

education, gender also has negative consequences for male faculty. Despite 

the expectations of the higher education authorities, the patriarchy places high 

demands on male faculty and undermines male career development. The 

expectations of the patriarchy include non-working atmospheres, expectations 

on the number of children and extended family obligations. Academics argue 

that gender roles impact equally on both female and male faculty. Patriarchal 

attitudes are rampant and stifle faculty aspirations, especially when they are 

deployed as tools to establish the importance of a position.  

“In fact, young male faculty members are victims of male patriarchy as well. 

And I have to break the shackles for them to move. There should be 

institutional counselling services for male faculty members because many of 

them are caught up in different social setups there is no one for them to go and 

talk to.” (Interview Quote) 

While the patriarchy is understood to have a negative impact on young male 

academics, it is also difficult to break down barriers and pinpoint the actual 

causes of deficiency owing to the many social systems at play. The social 

expectations undermine meaningful mentoring relationships. For example, a 

leading faculty member who was mentoring a young faculty member recalled:   
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“a young faculty member didn’t publish anything because he had twins right 

after his marriage & he has to support his wife in taking care and now he has 

nothing to show in mid-career review so he might have to leave the university” 

(Interview Quote) 

Having a first child at a point where there is so much pressure on you to 

publish and prove yourself is perhaps not a good decision. Given the negative 

impact of the patriarchy on performance and career progress, it is, therefore, 

inevitable male academics could face difficulties without the relevant mentoring 

relationships in a changing academic culture. Men who are trying to help their 

working wives are also affected more, as they spend more time on other roles. 

For instance, academics argued that supporting a wife is the responsibility of a 

husband. Men who are trying to support their working wives are affected even 

more, because they are trying help their wives with writing their PhD 

dissertations. They take leave and sacrifice attending their own classes 

because they feel taking children to a day care center is socially unacceptable. 

Therefore, the whole concept of the nuclear family, surviving as a working 

couple, having a limited family size and making choices regarding which family 

gathering to attend and which not to, are all challenging issues for males 

caught up in such extended family situations.  

Supporting parents is considered the role of the son and not the daughter. 

Therefore, when parents are sick, having to look after them is the responsibility 

of the son. In addition, attending funerals is considered an obligation.  
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“Deaths and funerals, I mean I had to walk out of meetings to take a bus to 

Lahore to attend a funeral. I do it out of my own free will but it’s a choice that 

has to be made” (Interview Quote)) 

Given the circumstances, for a struggling young faculty member who has to 

publish or perish, applying for family holidays could impede professional 

development because there is no understanding at the family level about what 

it takes to survive in higher education.  It is not the years of service at a 

university, it is what you put into those years of service at a university  that 

matter. In those circumstances, the patriarchy could have an immense 

influence on the nature of mentoring relationships. Patriarchal influences lead 

to suggestions of career and family counselling. 

Contrast with Global Family Roles. 

Even with the evident socio-cultural differences for male and female faculty, 

counter arguments to dampen the overall importance of gender roles in 

shaping mentoring relationships were advanced. While acknowledging the 

negative consequences of gender roles in society, respondents were quick to 

place the Pakistani gender situation into a global context. They argued that the 

influence of gender cannot be localised but is a global problem that manifests 

itself even in other countries.   

“Developing and hampering career in other countries manifests in different 

ways and of course it’s the multiple burden which a woman carries anywhere 

in the world to justify being a professional, being a wife, being a mother, 

maybe not being a daughter in-law in the West but here in the South Asia in 
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India, Bangladesh, Nepal and Sri Lanka so it’s a regional thing” (Interview 

Quote) 

According to some of the respondents, the situation is not very different. The 

multiple social roles and expectations of women are global; the only exception 

in the West are the roles of the daughter in-law. The opinion was supported by 

views from other respondents who argued that there are no differences 

between the expectations of the women in Pakistan and other countries. The 

only difference might be the attachment to the family for married women. They 

reason that women in Pakistan are unable to relocate and take up 

accommodation at the university. They prefer to remain where their support 

systems are located.  

Some of the respondents cite cultural relativism in that every country has its 

own culture. Women face different issues in different cultures. In Pakistan, the 

family environment has more influence than the work environment.  When you 

are living with your in-laws in a joint family system, therefore, “you had to take 

care of your work and your husband and mother-in-law and bla” (Interview 

Quote). The view is in contrast with the West where the family consists of only 

a husband, a wife and children. The extended family is considered an 

important part of life in Pakistan. Therefore, academic life requires striking a 

balance between one’s work assignments and, at the same time, taking care 

of one’s family and relationships. 

During the interviews, the importance of a class struggle was noted as 

accounting for gender differences between countries. While maintaining every 

country has its own unique culture and women have different experiences, 
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other respondents maintain women in the West can work freely, as a result of 

a class struggle. However, challenges still exist even for the women in the 

West. One respondent pointed out that, if you search for the most successful 

500 organisations, you will find a case study at Harvard, that females are 

made Head of department only at crucial times. The difference between 

women in the West and women of the third world is that women in the West 

are struggling and talking about achievements. Although females in the West 

are struggling for their workers’ rights, society problems are still present. In 

Pakistan, females from the upper class are more liberated than women in 

West. 

Discussion and Conclusions   

The study explored the experiences of young female academics who have 

completed their doctoral studies abroad and have returned to senior positions 

in Pakistan’s higher education system. One of the key revelations from the 

interviews indicates elements of outright discrimination against women, where 

women are not expected to freely discuss their views even in formal academic 

settings. Yousaf and Schmiede (2016), while addressing the issue of 

harassment and discrimination against women in higher education, echo the 

same view by stating that behind the glass ceiling effect on women, there is a 

male manager responsible for that ceiling. Similar to the Chinese context, 

where the virtue of a woman lies in her ignorance, and the Japanese context, 

where a woman’s knowledge is perceived as a source of unhappiness (Morley 

& Stiasny, 2014), female academics in Pakistan are expected to remain silent 

even in faculty meetings because they are assumed ignorant. Therefore, it is 

no surprise female academics have to work twice as hard in order to prove 
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their worth and gain respect as leaders (Shah 2008; 2010). Compounding the 

situation is the absence of female networks to provide support on issues 

affecting female faculty.  Females also complain about male faculty giving no 

support regarding access to research funding and even information on 

scholarships. Unlike male faculty who enjoy peer support on the basis of their 

previous school links, women are few and, therefore, lack such connections. In 

a unique way, female academics in Pakistan are sometimes unable to develop 

a strong network because of mutual suspicion and intrigue. Such problems 

could still be due to a lack of mentoring and, as a result, female academics 

experience difficulties in accessing information on available opportunities. 

Female faculty need to make a request for mentors. 

Participants in the study were also concerned about the social and cultural 

challenges of the patriarchy in Pakistan’s higher education system. 

Surprisingly, the difficulties were reported to affect both male and female 

faculty. Moreover, some participants view gender challenges linked to the 

patriarchy as a global problem rather than one that is unique to Pakistan 

(Morley et al., 2014). It was confirmed by Rab (2010a and b) in her studies 

about patriarchal culture and the family support roles in women’s career 

advancement. However, it has had an impact upon young female faculty in 

unique ways and, therefore, there is a need for a specific approach for female 

faculty. For instance, the availability of accommodation, marriage and the 

support of a husband, and the support of a large extended family with many in-

laws. Such a situation may not necessarily be reflective of the global situation 

and each specific context has its own ways of affecting female faculty. The 

situation could have elements of a regional context although some studies 
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have indicated variations even within regions and countries (Jejeebhoy, 2001). 

Therefore, mentoring systems need to be sensitive to contextual variations. A 

prior study conducted among women managers in academic across four public 

and four private university in the capital city of Pakistan (Islamabad) and 

covering a few universities from Rawalpindi, confirmed that women in 

management encounter familial and organizational barriers and more 

especially in private universities (Ghaus 2013). 

Given the circumstances, mentoring by experienced female academics would 

be strongly recommended for young female academics. More importantly, 

female mentors are needed to provide the psychosocial aspects of mentoring. 

However, considering the important role both male and female academics play 

in providing the wider qualities of an academic role for the mentee (Obers 

2014) and the importance of the level of satisfaction reported by mentees in 

mentoring relationships (Ragins & Cotton 1999), it would be better to arrange 

for cross gender mentoring relationships involving male and female mentors 

for a female mentee, as suggested by Bower (2013). Perhaps, the 

arrangement could cater for both the career and psychosocial development of 

the young female academics returning from abroad to positions of leadership. 
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CHAPTER 7: COPING MECHANISMS FOR RETURNEES 

Introduction  

The challenges of mentoring young academics are an important aspect of 

higher education. Countries training/educating faculty abroad find difficulties in 

mentoring such academics due to insufficient capacity at home. In the chapter, 

I explore the experiences of young academics with a background of studying 

abroad for their doctorates and propose approaches for mentoring returnees 

working as faculty in Pakistan’s higher education system. Furthermore, the 

chapter focuses on research question 4: How do young academics cope with 

the absence of formal mentoring in the higher education system in Pakistan? 

The participants of the study were doctoral graduates who completed their 

studies in the UK and USA, and who are working for the Higher Education 

Commission (HEC) in Pakistan. A grounded theory approach was used in the 

theoretical development of the categories of participants’ perspectives 

concerning their constraints and expectations. The participants’ experiences 

were explored and analysed by using secondary data from in-depth interviews. 

The findings suggest three approaches for involving international faculty, 

domestic faculty and the family support systems. The study reports the 

existence of an informal, global, higher education cycle and, based on that, I 

propose, a formal approach for mentoring young academics returning from 

graduate studies abroad.  
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Findings 

Following the thematic analysis, I present the experiences suggesting the 

employment of informal mentoring relationships for supporting young faculty in 

the absence of formal mentoring systems in Pakistan’s higher education 

system. Following the analysis, three thematic areas emerged and include: 

• Informal access to domestic institutional faculty support 

• International faculty support systems, and  

• Family support systems  

I could merge the three categories further into two categories, namely:  

• Domestic mentors (domestic faculty and family support), and  

• International mentors (as seen in figure 1 below)  

In figure 1, I illustrate the key components of the global higher education 

cycles model as a mentoring model for young faculty in Pakistan, drawing on 

their experiences in their home country. 
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Figure 1: Emerging higher education cyclic mentoring model for the young 

academics   

In intepreting the model, mentoring is need driven; the coping strategies 

include access to international mentors, as well as domestic mentoring support 

and family support systems. The cycle involving departure from home and 

return from abroad represents the continued interactions and connections 

between the young faculty and both international and domestic support 

systems in a continuous process of career development. In the subsequent 

descriptive account, I explain the details.   
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Domestic Institutional Support System  

Formal mentoring arrangements in Pakistan’s higher education institutions are 

almost non-existent. Within a balanced academic department, younger 

academics find senior colleagues who act as informal mentors. For young 

faculty who completed their studies in Pakistan, informal support is often from 

their former PhD supervisors or senior academics from a research project. The 

benefit of this informal relationship is the wide scope of issues it may cover. 

However, the weakness is the lack of reward for the efforts of the senior 

colleagues. All such support suggests the desire and importance of mentoring 

relationships for young faculty.  

Informal mentoring might also involve young academics randomly approaching 

professors and seeking advice about the outside world, especially from those 

academics who have greater connections with the outside world. Some senior 

academics have had a strong impact on the careers of young academics and 

are role models for the promotion of future mentoring relationships. A good 

example is cited by one academic who stated:      

“He taught everybody who has been into […..] and I think he was a role model 

because he was a good boss, he was a good leader and he was very easy 

going. You would never get a message through anybody to come to his office, 

he would come to your office and would say okay come and lets all have a cup 

of tea in my office. And that was a name for his meeting. He was very 

egalitarian very liberal he tried to find your strengths and help you with your 

weakness; he was a born leader in that respect.” (Interview Quote) 
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The observation is consistent with similar views linked to a formal mentoring 

system developed in recent decades; and involves the pairing of students with 

peers who are more able or more experienced, or with older students or adult 

volunteers who provide friendship, guidance and support, as students navigate 

new and ever more challenging circumstances (Forehand, 2008). Despite the 

absence of formal arrangements, adults appear to volunteer and enable the 

young academics to learn from them. 

For some young academics, the few available senior academics in the higher 

education system were the actual mentors who worked closely with them. 

Citing guidance from one academic, a participant recalls a comment: “You may 

do whatever you want to do as long as you have the backing of law behind 

you.” (Interview Quote). The guidance is a good example of the mentor as an 

intellectual store and is a reminder that the law is the basis of action, and one 

has to follow the straight and narrow path. As a result of domestic mentoring, 

there are many success stories even among females. For instance, even girls 

who have come from very humble backgrounds have benefited and despite 

coming from rural areas of Pakistan, they have managed to gain international 

experience as a result of informal mentoring efforts at domestic institutions.  

Given the importance of ‘insider knowledge’, mentoring by an institutional 

faculty member cannot, therefore, be underestimated in the career 

development of a young academic. Unfortunately, having connections is 

something uncommon among most professors in Pakistan. One participant 

observes that many academics prefer being cocooned within the confines of 

the university and have little to do with other government departments, civil 
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society and industry. It is partly an indication of the importance of mentoring, 

even for senior academics who might have missed mentoring opportunities. 

International Faculty Support System  

International scholars play an important though informal role in mentoring 

young academics. In western universities, where young academics gain PhDs, 

internally-based mentoring programmes offer students new possibilities for 

exploring educational and career paths, with support and incentives for 

continuing at the university, and increased confidence in their ability to 

succeed (Phillips, 2009). Although formal arrangements are beneficial in 

helping to pair protégés with professionals who can acquaint them with the 

world of work, as well as serving as role models and helping them to improve 

their confidence, formal mentoring relationships are less established in 

Pakistan. However, informal mentoring systems contribute to the current 

higher education system.    

Returnees know the importance of maintaining their international connections. 

Aware of the importance of mentoring relationships, a number of them were 

already enrolled as postdoctoral researchers at various colleges and 

universities in the United States, Germany and in other countries with 

established mentoring systems. Returnees maintain links with former 

supervisors who provide informal mentoring support. Informal mentoring by 

senior faculty and former PhD supervisors occurs outside of formal mentoring 

and coaching programmes.  In some respects, mentoring progresses further 

as faculty mentors continue supporting mentees and become external 

examiners at departments where the young faculty are employed.    
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“For example, we produced the largest number of PHDs in the country and 

each of our PHD dissertation goes to three foreign experts who then evaluates 

the dissertations and send us report. The way we get that expertise is personal 

connections of our faculty. They met these professors abroad they have 

worked with them on many cases and they request them to part of this.” 

(Interview Quote) 

Therefore, many of our faculty completed their doctorates abroad and have 

continued maintaining links with their dissertation supervisors who are 

professors. These relationships help them, as many of them have written joint 

publications with those professors, and that association extends to other 

things.  

In addition, visiting faculty from abroad are also an influence on young faculty. 

Against the belief that ‘social distance and mismatch between the values of 

mentor and mentee’ could lead to unsuccessful mentoring (Hall 2002), 

international faculty play an important role in inspiring young faculty towards 

the development of their careers, following the completion of their studies at 

mainly western universities. 

“So, there was person, […], he was a visiting faculty member, he basically 

inspired me and told me to go for your PHD. And I didn’t know what is PHD 

and what will I be in. I said okay I will go for it and I started” (Interview Quote) 

The case is an indication of the importance of international faculty in providing 

guidance and inspiration to young academics by showing them opportunities 

for career development in the absence of formal mentors. Therefore, visiting 
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international faculty are not only an inspiration but also mentor young faculty 

by acting as information sources.    

Family Support System 

Family support in Pakistan’s academic environment provides a strong 

foundation and the absence of the support could spell doom for any mentoring 

relationships but especially for women. Many participants in the study 

acknowledge the importance of family relationships as a source of support 

beyond the workplace. A common experience is that young people enjoy 

strong support from their families in the development of their careers. 

Unfortunately, for many, parental support wanes as one advances in one’s 

career. Moreover, some of the support systems may be limited to specific 

areas. Therefore, additional sources of support are needed to replace 

declining and less effective support systems, especially when professional 

support is needed.  

“My father in law [...]. He had love for knowledge and education, when he 

came to know that I’m doing my PHD he inspired me all the time and was 

doing everything. My family took care of my kids; [...]. Both are studying in IBA 

right now. So that helped me a lot. Basically, because my father died earlier, 

and I had no buzurg in the family, so I used to get close to old people like Dr 

[...] and my supervisor.” (Interview Quote) 

Several similar cases of career support by family were reported by study 

participants. Parents, in particular, play an important role, either because of 

recognition of the value of education or because they are professionals 
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themselves who have first-hand experience of the value of a graduate 

education and are undertaking to support their children or close family. 

“Both my parents played an important role but since my mother is a housewife 

and my father is a professional so I will definitely seeking and asking advice 

from him.” (Interview Quote) 

In this particular case, the father had a strong influence on their child’s career 

development. Much of the advice came from the father because he was a 

professional. The mother, therefore, had little influence on decision making.  

Graduate studies and faculty roles are highly demanding experiences. Mothers 

usually care for children. The support of mothers allows female academics, in 

particular, to take on tasks with minimal constraints, even in circumstances 

where it would be difficult or impossible task to undertake graduate studies. 

“My mother when I was reluctant and there was a time when I don’t want to do 

anything and wanted to be a house wife and won’t like to do anything in terms 

of job and career, my mother urged me that you must do something, most of 

the time I criticise her as well that because of you I’m facing all these problems 

because to look after family and the demanding job wouldn’t be easy.” 

(Interview Quote) 

“Peer mentoring encourages students to share their experiences with family 

members and friends, thus contributing towards the strengthening of the family 

unit, and creating an atmosphere of peace and support in the local and wider 

community” (Baker 2003, as cited in Rachel, 2013:47). Spouses particularly 

play an important role in career development of young faculty and appear to 
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serve as peer mentors. Most women attribute their success to the role of 

husbands.   

“First of all, since my husband was also teaching in the same university so he 

knew the dynamics of academic environment, so his help and support was 

always there” (Interview Quote) 

In a related case the role of the husband in a female academic’s career is 

highly recognised when the support base of the parents diminishes. For 

women, in particular, the support of the husband is crucial. 

“My husband, my husband and my husband because he is the only one who 

have planned everything for me and my parents left everything on me, to do 

whatever you like to do, no compulsion upon me at any time of life what to do. 

Actually, he was the person who said and told me, urged me look I want a very 

much highly educated lady with me who can discuss these things with me so 

prove yourself. Even now he is the person who is giving me tough time in 

terms of my career because he supports me a lot.” (Interview Quote) 

Some of the women are influenced to undertake further studies by their 

spouses and, therefore, attribute their success to that influence. Having 

noticed academics who had undertaken and achieved a PhD became good 

researchers, one respondent reveals that she followed the advice of her 

husband:  

“He said whatever you say if will be backed by PHD, it will become more 

authentic and you have to, we sort of negotiated for a year and he convinced 

me so I think that was a big influence also.” (Interview Quote) 
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Therefore, families not only provide peer support but are also career guides to 

young faculty. The system may not have an impact on those with no family 

guidance. Formal arrangements that take cognisance of family support could 

be more effective in producing more focused academics.  

Discussion and Conclusions 

The academic role in higher education is changing the traditional teaching 

roles to the inclusion of research. The changes are affecting young academics 

dramatically because the-would-be mentors in senior positions are also 

affected by the little experience in research (such as little/no publication), the 

increasing teaching workloads and a high volume of administrative work 

because of massification. Young academics are, therefore, less likely to find 

suitable mentors among the existing faculty. 

In a surprising way, young academics attach value to the continued support of 

former mentors from international study destinations. The experience of 

academics is that continued mentorship by former PhD and postdoctoral 

mentors is necessary for career development through career strategising and 

information support. The finding is interesting because it suggests that the 

mentoring relationship, built up abroad during the study period, is strong and 

enduring. Enabling the continued support of international academics through 

maintaining contact, visiting academics and external examiners is essential for 

the young academics. Although the study found participants praising the 

positive role of international links in supporting their career development, the 

literature is surprisingly silent about the importance of international academics 

to returnees. Although international faculty are noted for presenting challenges 
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to minorities (Zambrana, Ray, Espino, Castro, Douthirt and Eliason, 2015), 

linking faculty to former supervisors allows for continuity and a smooth 

transition to another environment. Furthermore, the connection between the 

young faculty and international mentors is likely to be strong because of the 

friendship established during the PhD supervision period and (also a greater 

possibility for a common research agenda. Carraher, Sullivan and Crocitto 

(2008) maintain having a host-country mentor is positively linked to the 

expatriate’s organisational knowledge, organisational knowledge-sharing, job 

performance, promotion and perceptions of teamwork. Meanwhile, a home 

country mentor has a positive impact on organisational knowledge, job 

performance, and promoting organisation identification and job satisfaction. 

Pakistan’s higher education system would benefit from foreign trained 

doctorates (senior mentors from foreign country) by encouraging and 

formalising the continued links between young academics and the international 

mentors from countries and institutions where the doctorates were obtained. 

The links could be further strengthened through funding sabbaticals, visiting 

professors and joint research projects. The arrangement allows young 

academics to maintain international mentors as information sources, as well as 

intellectual stores.  

The findings also suggest young academics need domestic mentors in addition 

to the continuing support of international mentors. Participants’ experiences 

showed the importance of domestic mentors, especially orientation to the 

dynamics of the academic profession in the context. The institutional context 

cannot be learned from abroad but from those who are already in positions of 

leadership at home universities. Formal mentoring relationships often involve 
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the pairing of young and senior academics at the same institution. Consistent 

with the views of Kram (1985), mentoring often begins with friendship and the 

existence of an informal mentoring relationships lends credence to the fact that 

even when there are no formal arrangements, informal mentoring occurs as 

academics forge new relationships in departments and on research projects. 

However, the only challenge is the absence of set goals and the absence of 

rewards for the mentors. In addition to the other intellectual needs of young 

faculty, mentoring involves providing information needs. While international 

academics may provide information in the international context, domestic 

institutional mentors provide context-based information that allows academics 

to relate their career plans to the national and institutional situation. Academic 

support in the home country allows the young academic to negotiate the 

intricate institutional hurdles and grasp the necessary procedures for career 

advancement in the context. Therefore, formal mentoring arrangements need 

to provide domestic institutional support for returning young academics as a 

form of orientation within the national work context.  

The influence of the family in the careers of academics is documented in 

previous studies and was, therefore, anticipated. The importance attached to 

family support by the young academics, especially female faculty, was 

therefore also anticipated. The importance of a husband’s support for a 

married female faculty member and the support of the parents for the 

unmarried is important for psychosocial needs involving friendship and 

emotional support for many academics in South East Asia. The absence of 

formal mentoring relationships and the geographical distance with previous 

mentors even raises challenges regarding the psychosocial function of 
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mentoring. The findings corroborate Pakistani studies that highlight the 

patriarchal nature of Pakistani culture characterised by sex-segregated 

education and a religious context that shapes how leadership is constructed 

(Shah, 2008; 2010; Shah and Shah, 2012). Similarly, a related study by Ghaus 

(2013) points to a higher education culture in which women encounter familial 

barriers to career development. Successful mentoring relationships ought to 

recognise the function of the family and young academics, together with their 

mentors, and need to acknowledge the importance of family support and 

positively embrace it as an alternative resource in the development of an 

academic career. Family relations that are unlikely to support an academic 

career are more likely to frustrate progress, especially for female faculty, and 

present hard decisions, especially for the unmarried.   

In summary, the approach suggested in the findings involves four actors: the 

individual mentee, the family, the domestic mentors on the one hand and the 

international mentors on the other; as key players. The approach relates 

closely to the multiple learning cycles allowing the mentee to go through 

(learning cycles and benefit from multiple mentoring. In proposing expatriate 

mentoring cycles for an expatriate assignment, Crocitto, Sullivan and Carraher 

(2005) assert that learning involves ‘pre-departure’, ‘on-site’ and ‘repatriation’ 

as a complete learning cycle. So, a successful expatriate experience occurs if 

multiple mentors at various locations are available to offer information and 

career support to the expatriate. In the same way, a young academic educated 

abroad goes through a cycle involving ‘pre-departure’, ‘on site’ abroad and 

‘return to work’ in Pakistan. Like variation in years expected in expatriate 

research development, the duration will vary depending on the years spent 
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abroad. On the other hand, while the expatriate cycles are staged one at a 

time, the higher education learning cycles operate concurrently.     

The study explored coping mechanisms for young academics in the absence 

of formal mentoring in Pakistan’s higher education system. A qualitative study 

with limited samples is rarely representative and is limited by the nature of the 

data already collected. The implications of the findings, therefore, have limited 

application for those serving outside of Pakistan, especially in a different 

context. While it would be useful for academics, HEC, BCP etc. to understand 

whether the participants’ perspectives were different, especially in a patriarchal 

society like Pakistan and in the disciplines, the study was unable to capture 

such variations. 
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CHAPTER 8: RESEARCH PERFORMANCE OF RETURNEES 

Introduction 

This chapter aimed at examining some of the performance assumptions often 

associated with the preferential hiring and placement of foreign-qualified 

academics. Given no formal mentoring process in Pakistan for returning 

academics, do foreign-qualified academics still perform better than those 

completed education and working in Pakistan? Comparative assessments of 

academic performance for faculty who attained their highest degrees (PhDs) 

abroad and faculty who obtained their highest qualifications (PhDs) at home 

were undertaken on various research outcomes (such as publication and 

global engagement) to determine whether there were any significant 

differences in favour of foreign-qualified academics in the sample population. 

The key outcome variables of interest include: research network membership 

and access to research funding, as well as the level of publication and 

collaboration networks. The chapter focused research question 5 ‘Given the 

preference for foreign-qualified academics and the increasing numbers of 

returnees, are there any differences between returnees and domestically 

qualified academics in terms of research performance? This research question 

(5) provides the following 4 sub-questions:  

(1) Do foreign-qualified academics publish more than their domestically-

qualified counterparts? The study compared one with the other on productivity. 

The question aimed at testing the assumption that foreign-qualified academics 

are more productive than domestically-trained academics. 



 
 

193 

(2) Do foreign-trained academics collaborate more than domestically-qualified 

academics? Given that foreign-qualified academics have a wider circle of 

networks of both domestic workmates, as well as former colleagues and 

supervisors abroad, returnees are assumed to have a wealth of contacts for 

collaborations beneficial to the employer.  

(3) Does access to research funding favour academics with foreign 

qualifications? The second assumption tested by the study was the possibility 

of foreign-qualified academics attracting research funding than their 

domestically-qualified colleagues. 

(4) Does membership of research networks favour academics with foreign 

qualifications? Foreign-qualified academics were assumed to develop 

membership of research networks during their time abroad and then later at 

home. Research networks can be useful in the development of an academic 

career and also become an asset to the employing institutions. The study 

tested the assumption that foreign-qualified academics are more likely to be 

members of a larger number of research networks.  

Sample Characteristics 

The study has a sample size of 385 participants who responded to the British 

council questionnaires. To determine the distribution of the sample by country 

of higher education degree, the data was cross tabulated according to gender, 

highest academic qualification, marital status, and level of appointment. 

Additional cross tabulation analyses were also conducted across two outcome 

categorical variables of interest: research network membership, and access to 

research funding. 
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Descriptive statistics analyses were also conducted for the two count 

variables: publications and collaboration. 

a) Gender and country of highest degree  

In the sample, there were more men than women in general terms. When 

examined by Country where the academic was awarded their degree, more 

men studied abroad than women, but women had a higher percentage score 

for studying at home (Table 1). The indication is that there were apparent 

inequalities in access to studying abroad, as more men than women seem to 

have had the opportunity to do so. 

Table 1. Cross tabulation of Gender by the Country of Highest Degree  

Gender Pakistan 
 

Other Countries 
(Abroad) 

Total 

Female  204 21 225 
61.4% 39.6% 58.4% 

Male 128 32 160 
38.6% 60.4% 41.6% 

Total 332 53 385 
100.0% 100.0% 100.0% 

 

b) Academic Qualification by country of highest degree  

The faculty’s academic qualifications were cross tabulated by the country 

where they were awarded their qualification (Table 2). Qualifications were in 

two categories: below PhD and PhD. Country of degree (where degree was 

awarded) also had two categories: (a) Pakistan for those who attained 

qualifications at domestic institutions and (b) abroad for all of those who 

attained qualifications in other countries.  The cross tabulation percentages 

showed the majority of qualifications obtained in Pakistan were below 

doctorate level and the majority of qualifications obtained abroad were doctoral 

degrees. Although the absolute numbers are higher for Pakistan-based 
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qualifications, the percentages suggest Pakistani academics preferred 

pursuing their doctoral degrees abroad.  

Table 2. Cross tabulation of Academic Qualification by Country of Highest 
Degree 

Academic qualification Pakistan Other countries  Total 

Below Doctorate  251 16   267 
75.6% 30.2%  69.4% 

Doctoral degree 81 37  118 
24.4% 69.8% 30.6% 

Total 332 53  385 
100.0% 100.0% 100.0% 

 

c) Marital Status and Country of highest degree? 

Marital status is a sensitive aspect of the study given the obligations 

surrounding marital life and its potential influence on research performance in 

Pakistani society. The analysis of marital status reveals higher percentages of 

faculty trained both in Pakistan and abroad were married (Table 3). Other 

categories (such as single or separated) had lower percentages.  

Table 3. Cross tabulation for Marital Status by Country of Highest Degree 

Marital Status Pakistan 
 

Other Countries 
(Abroad) 

Total 
  

Others (single or 
separated) 

111 16 127 
33.4% 30.2% 33.0% 

Married  221 37 258 
66.6% 69.8% 67.0% 

Total 332 53 385 
100.0% 100.0% 100.0% 

 

d) Level of Appointment and Country of highest 

degree 

The level of appointment is important for the study as it has implications for 

research performance. The level of appointment had two categories including 

the senior and the junior category (Table 4). The distribution of faculty by 
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country where their degree was awarded was examined on a cross tabulation. 

Both the Pakistani graduates and faculty returning from abroad had higher 

percentages in the senior category. In the absolute numbers, the Pakistani 

graduates were more numerous than the faculty who trained abroad at both 

levels of appointment.  

Table 4. Cross tabulation of Level of Appointment by Country of Highest 
Degree 

Appointment Pakistan 
 

Other countries 
(Abroad) 

Total 

Not Senior  136 12 148 
42.8% 23.1% 40.0% 

Senior 182 40 222 
57.2% 76.9% 60.0% 

Total 318 52 370 
100.0% 100.0% 100.0% 

 

e) Research Network Membership and Country of highest degree 
 

Membership of research networks had two categories: those who are 

members of networks and non-members. In the cross tabulation, foreign-

qualified faculty had a higher percentage of members of research networks, 

while the Pakistani-qualified faculty had a lower percentage (Table 5). 

However, in terms of numbers the Pakistani graduates were in the majority in 

both categories.  

Table 5. Cross tabulation for Research Network Membership by Country of 
highest degree 

 

Membership of Research 
Networks 

Pakistan Other countries 
(Abroad) 

Total 

Non-Members 182 21 203 
57.4% 41.2% 55.2% 

Members 135 30 165 
42.6% 58.8% 44.8% 

Total  317 51 368 
100.0% 100.0% 100.0% 



 
 

197 

 

 

f) Access to Research Funding and Country of highest degree 

 

Access to research funding is one of the research performance indicators. The 

measure adopted had two categories. The funded category referring to those 

who have received research funding and the non-funded category who 

received no funding. A cross tabulation indicated low percentages of graduates 

from both Pakistan and abroad receiving funding for research (Table 6). The 

percentage of those with no funding was even higher for domestic graduates 

than foreign-qualified graduates, though the difference is small. Therefore, only 

as few as 67 faculty in Pakistan accessed research funding.  

Table 6. Cross tabulation of Access to Research Funding by Country of 
highest degree 

Research Funding 
Pakistan 

 

Other 
Countries 
(Abroad) 

Total 
 

Non-funded 257 38 295 
82.6% 74.5% 81.5% 

Funded 54 13 67 
17.4% 25.5% 18.5% 

Total 311 51 362 
100.0% 100.0% 100.0% 

 
g) Experience and Country of highest degree   

In the absence of formal or informal mentoring situation in higher educational 

institutions in Pakistan, the performance of young academics with less than 5 

years’ experience compared to those with more experience, would be 

expected to vary. Consequently, ‘experience’ as a continuous variable 

available in the dataset was recoded so that a dichotomous variable was 

created with faculty of five years’ or less experience grouped together and 

those above 5 years’ experience were grouped under a separate category. 
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When cross tabulated, the sample results showed higher percentages for both 

Pakistani and foreign-qualified faculty having more than 5 years’ experience 

(Table 7). Faculty who studied abroad had the highest percentage of the more 

experienced faculty in the sample, although the numbers remained low. 

Overall, young academics are fewer in number than senior academics.  

Table 7. Cross tabulation of Experience by Country of highest degree 

Experience 
Pakistan 

Other Countries 
(Abroad) 

Total  

Five years or less in HE 110 15 125 
33.1% 28.3% 32.5% 

More than five years in HE 222 38 260 
66.9% 71.7% 67.5% 

Total 332 53 385 
100.0% 100.0% 100.0% 

 

Descriptive Analysis for Publications and Collaborations  

Descriptive statistics involving the mean, the median and the standard 

deviation for the continuous variables were examined (Table 8). The minimum 

for the two categories on both publications and collaborations was the same: 

zero. Meanwhile, the scores for foreign-qualified faculty in both publications 

and collaborations were higher than for the domestically-qualified faculty. Even 

the median and standard deviations were greater for faculty who qualified 

abroad, thereby suggesting their scores were also affected by a higher number 

of faculty who performed exceptionally well, as opposed to the domestic 

faculty.  

Table 8. Descriptive Statistics for Publications and Collaborations by Country 
of highest degree 

Variable Country Mean Median SD Min Max 

Publications Abroad 10.89 6.50 12.91 .00 56.00 
Pakistan 6.87 3.00 10.62 .00 65.00 

Collaborations Abroad 7.66 4.00 11.72 .00 49.00 
Pakistan 4.42 2.00 7.94 .00 65.00 
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The descriptive statistics give the impression that foreign-qualified graduates 

performed better, despite the absence of mentoring. However, given the large 

number of variables in the context of the study, there is a need for inferential 

analysis that controls other variables in order to make a more informed 

assessment of performance. In the subsequent sections of the chapter, 

analysis of faculty performance is conducted on outcomes related to 

publications, collaborations, access to research funding and membership of 

research networks.   

Publications by Returnees and Domestically-qualified Academics 

Given that foreign-qualified academics were given preference in appointments 

to senior positions of leadership in higher education and that there were no 

formal mentoring opportunities for young academics, the study explores the 

performance of the foreign-qualified academics in order to understand the 

opportunities for hiring them. To achieve this, a comparison was made 

between the foreign-qualified graduates and the Pakistani-qualified graduates 

regarding research performance indicators including, among others, 

publications.  

In the current section, the study focuses on examining faculty performance on 

publications as an outcome of a study destination. Pakistani-qualified faculty 

were compared with faculty who studied abroad for their highest qualification. 

Publication outcomes for faculty were modelled as a function of country of 

degree being an independent dichotomous variable for Pakistani graduates 

and graduates from abroad, while other variables: gender, academic 
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qualification, appointment level, membership of research networks, experience 

and level of collaboration, were included as control variables. 

In the subsequent statistical analysis, a binary negative binomial regression 

was the preferred model. The Poisson regression was a preferred method of 

analysis because the data was in counts. However, when the variance is far 

greater than the mean (Table 8), a Negative binomial regression is the 

preferred method of analysis.    

Results 

The analysis aimed at examining the performance of foreign-qualified 

graduates regarding publications. No significant differences were found 

between the foreign-qualified graduates and their Pakistani-qualified 

counterparts (b = -.076, p = .703). On the contrary, publication outcomes in 

this context were explained by the academic qualifications of faculty, 

membership of research networks, access to research funding and level of 

collaborations. Faculty who did not have PhDs were less productive than 

faculty with PhD qualifications. Again, those who were not members of 

research networks were less productive than faculty who were. Furthermore, 

faculty who accessed no research funding were associated with less 

productivity regarding publications, while faculty who had more collaborations 

had a higher number of publications. Gender, the level of appointment and 

experience were not significant in predicting performance in the publications’ 

category for faculty in the same context. 

Table 9. Negative Binomial for Research Publications Rates (n=385) 

Parameter B SE Sig. Exp(B) 

Intercept 2.331 .231 .000 10.284 
Country of Highest Degree (abroad) a -.076 .200 .703 .927 
Gender (female) b -.009 .141 .948 .991 
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Academic Qualification (below PhD) c  -1.037 .178 .000 .354 
Appointment (Junior) d -.251 .152 .100 .778 
Research Network Membership 
(none) e 

-.918 .144 .000 .399 

Research Funding (none) f -.449 .181 .013 .638 
Experience in Years -.004 .009 .685 .996 
Number of Collaborations .071 .012 .000 1.074 

Notes:  
a = Pakistani graduates are the reference category 
b = Males are the reference category 
c = PhD is the reference category 
d = Senior appointment is the reference category 
e = Membership of research networks is the reference category 
f = Access to research funding is the reference category 

Collaborations by Returnees and Domestically-trained Academics  

The study further explored the performance of academics with regard to their 

research collaborations during their careers. Given that local and foreign 

networks build overtime, academics who qualified abroad would be expected 

to have a wider and larger scope for collaboration than Pakistani-qualified 

faculty. Although descriptive statistics gave the impression that foreign-

qualified academics collaborated more than those who were awarded their 

doctorates in Pakistan, it was within the context of diverse uncontrolled 

variables and, therefore, gives no clear picture of the magnitude of the 

differences in the population sample. Modelling the collaboration outcome in a 

way that controls other variables would present a better picture and would 

demonstrate the predictability of outcomes.  

In the current section, the study examines the level of collaboration outcomes 

on the basis of study destination: Pakistani-qualified faculty, as a reference 

category, were compared with faculty who received their highest qualification 

from abroad. Collaboration outcomes, as a dependent variable for faculty, 

were modelled as a function of country of degree as the independent 
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dichotomous variable. Other variables were included in the model for control 

and they included: gender, academic qualifications, appointment level, 

membership of research networks, experience and number of publications.  

As in publications, the number of collaborations were also discrete; frequency 

counts and descriptive statistics revealed the variance was far greater than the 

mean. Therefore, the preferred statistic of analysis remains the Negative 

binomial regression.  

Results 

The aim of the analysis was to compare the performance of two academic 

categories: Pakistani-qualified graduates and the foreign-qualified graduates 

were compared using a Negative binomial regression analysis model. The 

results showed no significant differences between faculty who qualified abroad 

and those who completed degree in Pakistan (b = -.154, p = .373). However, 

other factors in the model turned out to be significant predictors of research 

collaboration within the context that other factors held constant. Academics 

with qualifications below PhD level and non-members of research networks 

were associated with low levels of collaboration. In addition, academics with 

higher numbers of publications were linked to a 7% increase in levels of 

collaboration.  Gender, level of appointment and access to funding had no 

links with the level of collaboration of an academic serving in the Pakistani 

higher education system.  

Table 10. Negative Binomial Regression for Collaboration Rates (n=385) 

Parameter B SE Sig. Exp(B) 

Intercept 1.348 .235 .000 3.850 
Country of (highest Degree?) (Abroad) a -.154 .215 .473 .857 
Female b -.131 .152 .390 .878 
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Academic Qualification (Below PhD) c -.765 .187 .000 .465 
Appointment (Junior) d -.162 .166 .328 .850 
Research Network Membership (None) 
e 

-.768 .160 .000 .464 

Access to Research Funding (no 
funding) f 

-.248 .190 .193 .781 

Experience (less than five years) g -.007 .170 .965 .993 
Research Publications .074 .010 .000 1.077 

Notes:  
a = Pakistan graduates are the reference category 
b = Males are the reference category 
c = PhD is the reference category 
d = Senior appointment is the reference category 
e = Membership in research networks is the reference category 
f = Access to research funding is the reference category 
g = Experience of more than five years is the reference category 

 

Access to Funding for Returnees and Foreign Academics 

In the third analysis, academics were compared on access to research funding 

to determine the magnitude of the population as suggested in the sample 

statistics. With a wider exposure, those studying for their PhDs abroad would 

be expected to access more funding given the level of awareness of funding 

sources occasioned by studying abroad. Although a small fraction of 

academics in Pakistan’s higher education system accessed funding, the 

descriptive statistics suggest that Pakistani graduates were more 

disadvantaged than foreign graduates. However, given the academics exhibit 

diverse differences in many variables affecting performance, inferential 

statistics are needed so as to control for other factors. 

Analysis  

Considering the predicted outcome variable, research funding is binary, it was 

recoded into two categories: academics who did not receive funding and those 
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who received funding. The outcome variable was examined as a function of 

multiple predictors with both categorical and discrete variables. The analysis 

was conducted using a binary logistic regression as the preferred statistic. The 

decision for a binary logistic regression was based on the outcome being 

dichotomous in nature: no funding or accessed funding for research. 

Other assumptions for binary logistic regression were investigated. For 

instance, the assumptions regarding no outliers in the data, no multicollinearity 

among ordinal or interval predictors, and no linearity of the logit, were all 

statistically examined to minimise the possibility of violating the assumptions. 

To investigate the data for outliers, continuous predictors were converted to 

standardised values and then assessing values below -3.29 or greater than 

3.29 for removal. No values were found more extreme than the recommended 

values. For multicollinearity diagnostics, the intercorrelation between predictors 

was examined using the correlation matrix for discrete predictors, number of 

publications and number of collaborations. Correlations were found below the 

threshold of 0.90 recommended by Tabachnick and Fidell (2012). The linearity 

assumption for each of the discrete variables was examined by creating and 

saving the log of each of the independent discrete variables, and then creating 

an interaction between each of the discrete variables and the log variable 

created. A binary logistic regression was run to test the significance of the 

interaction variable. The outcome for the interaction variable was not 

significant and supports the assumption was not violated. According to Field 

(2013), a non-significant outcome for the interaction variables suggests the 

assumption of linearity of the logit is upheld. Therefore, no assumptions were 

violated during the binary logistic regression analysis.  
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Results 

The binary logistic regression analysis model conducted to determine who gets 

more access to research funding had a significant result. As was anticipated, 

the statistical model predicted lower access to research funding by the 

Pakistani-qualified graduates compared to academics who had obtained their 

highest qualifications abroad (b = -1.08; p = 0.024). The academic 

qualifications of faculty are also important in predicting access to funding. 

Compared to faculty with lower qualifications, academics with PhDs were more 

likely to access funding for research. Other covariates in the model: gender, 

experience, appointments, research networks, publications and collaborations 

were non-significant as predictors of access to research funding.   

Table 11. Binary Logistic Regression for Access to Research Funding (n=385) 

Parameter B SE Sig. Exp(B) 

Country of Highest Degree (Pakistan) a -1.075 .475 .024 .341 
Gender (male) b -.295 .354 .404 .744 
Highest Academic Qualification (PhD) c -2.378 .420 .000 .093 
Experience in Years -.001 .021 .970 .999 
Appointment (Junior) d -.257 .388 .507 .773 
Member of Research Network (None) -.478 .383 .212 .620 
Number of Publications .036 .026 .167 1.037 
Number of Collaborations -.017 .031 .573 .983 
Constant .188 .470 .690 1.206 

Notes:  
a = Pakistan graduates are the reference category 
b = Males are the reference category 
c = PhD is the reference category 
d = Senior appointment is the reference category 
e = Membership in research networks is the reference category 
f = Access to research funding is the reference category 
g = Experience of more than five years is the reference category 

 

Research Networks for Returnees and Domestically-qualified Academics  

Access to research networks is an important aspect of career development for 

academics. International experience allows expansion of networks before and 
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after return from foreign country on the completion of foreign degree. 

Therefore, those academics with opportunities of studying abroad have more 

prospects to expand their membership of academic networks. Thus, the 

expectation would be that academics who had the highest qualification abroad, 

would have more opportunities for memberships of research networks.   

Like in the previous case of binary logistic regression on access to funding, 

three assumptions were again examined in the current case. The three 

included: confirming no outliers, no multicollinearity among ordinal or interval 

predictors, and non-linearity of the logit was statistically examined to minimise 

the possibility of violating the assumptions. Outliers were assessed by 

converting the continuous predictors to standardised values and identifying 

values below -3.29 or greater than 3.29 for removal. In the experience 

variable, the results had no values more extreme than the recommended 

threshold values. There was no reason to examine intercorrelation between 

predictors because the experience variable was the only eligible independent 

variable on the interval scale. The linearity assumption for experience 

variables was examined by creating and saving the log of experience and then 

creating an interaction variable between experience and the log of the 

experience variable. A binary logistic regression model was run to test the 

significance of the interaction. The outcome for the interaction variable was not 

significant and confirmed the assumption linearity of the logit was not violated. 

Field (2013), states that a non-significant outcome for the interaction variables 

suggests that the assumption of linearity of the logit is upheld. Overall, none of 

the assumptions were violated during the analysis.  
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Results 

The binary logistic regression model predicting membership of research 

networks, based on the study destination, had a non-significant result (Table 

12). There were no significant differences in membership of research networks 

for faculty who qualified in Pakistan and faculty who qualified abroad (b = -

0.16; p = 0.687). Gender and qualifications of faculty were, however, 

significant predictors of membership of research networks: male academics 

were less likely to belong to research networks than females and doctoral 

graduates were also less likely to be members of academic networks. Other 

covariates, such as experience, marital status, research funding and 

appointment level were non-significant.   

Table 12. Binary Logistic Regression for Membership of Research Networks 
(n=385) 

Parameter B SE Sig. Exp(B) 

Country of (Highest Degree?) 
(Pakistan) a 

-.157 .388 .687 .855 

Gender (Male) b -.591 .262 .024 .554 
Highest Degree (PhD) c -1.685 .331 .000 .185 

Experience in Years .015 .017 .384 1.015 
Marital Status (Married) d  .539 .290 .063 1.714 
Accessed Research Funding -.598 .372 .108 .550 
Appointment (Senior) e -.396 .269 .141 .673 
Constant 1.671 .428 .000 5.317 

Notes:  
a = Pakistan graduates are the reference category 
b = Males are the reference category 
c = PhD is the reference category 
d = Senior appointment is the reference category 
e = Membership in research networks is the reference category 
f = Appointment is a binary category with junior as the reference category 
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Discussion 

The discussion is focused on four areas that were examined in the analysis. 

The interest was in determining whether the preference given to foreign-

qualified academics would benefit the Pakistani higher education system, 

given that they were assumed to be complete graduates from abroad and are 

rewarded with high positions of responsibility. The results of the analysis are 

discussed in the subsequent sections starting with the level of publications, 

level of collaboration, access to research funding and research network 

memberships.  

Faculty Publications  

When the comparison was made between foreign-qualified academics and 

domestically-qualified academics, the results revealed no significant 

differences in the types and number of publications. The suggestion is that 

foreign-qualified academics were less likely to make a great impact on 

Pakistan’s higher education rating globally, as would be expected without any 

additional effort following their return from abroad. The results are similar to 

the findings from the examination of the competitiveness of foreign-qualified 

academics with regard to publications, which was carried out in Malaysia and 

suggests no significant differences between the two groups; the little difference 

that existed tended to be in favour of domestically-qualified academics. The 

study might suggest that early promotion to high positions in academia 

accounts for the inability of the young academics to engage in research, as 

they quickly find themselves with a high number of academic responsibilities in 

teaching, and assessment, in addition to administrative work. Teaching and 
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administrative overload is a major constraint on researchers in many 

developing countries in Asia and Africa (Nguyen 2013).  Referring specifically 

to the case of Vietnam, Nguyen (2013), points out the negative impact of 

administrative responsibilities on research performance. Therefore, bestowing 

huge responsibilities on young academics immediately after they return from 

abroad, not only denies them time for research but also the opportunity to 

sharpen their research skills. The likelihood is that they don’t perform with 

quality into teaching and administration and even their colleagues, who trained 

at home, overtake them in terms of research productivity. The findings have a 

strong implication for current practice. Foreign qualification is inadequate in 

preparing graduates for jobs in academia and especially for senior positions. 

Additional measures are needed to make returnees more competitive in 

research and publication in order to make investments in foreign training more 

meaningful to the country. The current study lays emphasis on the idea of 

mentoring young faculty, both returnees and the domestically-qualified. 

Appointment into high positions without prior mentoring could become 

counterproductive.    

Faculty Collaborations  

The study also examined whether differences existed between the levels of 

collaboration for those faculty who qualified abroad and those who qualified at 

home. Although the expectation was that faculty qualified abroad would have 

wider networks for collaboration, the results of the analysis showed no 

significant differences between the two groups. Having observed the outputs of 

publication, the outcome would naturally be expected because collaboration is 

often reflected in productivity. The differences in terms of publications would 
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easily be reflected in collaboration. Despite the greater exposure to research 

communities abroad, the levels of collaboration in research for Pakistani 

returnees still remains low. The absence of a significant difference could still 

be attributed to low participation in research and aware that measurement of 

research collaboration was based on co-authorship that could be further 

improved with strong connections between the researchers from similar 

research background and research interest.   

Faculty Access to Research Funding 

The differences in access to research funding was also examined and the 

outcomes were positive. The analysis performed using logistic regression 

indicated domestically-trained graduates have less access to research funding 

than those who are foreign-trained. The finding also suggests most of the 

foreign-trained academics were involved in research, although the outcomes 

were unpublished.   

Research Network Memberships 

Membership of research networks is an important aspect in research and is 

one indicator of research activity. A comparison of foreign-trained and 

domestically-trained academics with regard to membership of research 

networks, following a logistic regression analysis, showed the comparison of 

the two groups demonstrated no difference. The result is surprising because 

academics who trained abroad were expected to have both domestic and 

international networks. The absence of a significant difference might also be 

an indication of the kinds of roles that foreign-trained academics were 
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employed to perform. Given many academics find themselves promoted early 

to high ranking positions, chances are they have little time for research and 

quickly drop out of research networks. A staff member’s position in the 

academic hierarchy could have an impact on their participation in research and 

might also indirectly affect membership of research networks.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 
 

212 

CHAPTER 9: SUMMARY, IMPLICATIONS AND LIMITATIONS 

Introduction 

The study that set out to examine and explore challenges linked to the 

absence of mentoring in Pakistan’s higher education system examined a 

number of issues resulting in diverse findings. The current chapter is intended 

to provide an assessment of the key questions and findings of the study, as 

well as the conclusions and suggestions for policy and future research.  

Given the concern about the status of the mentoring process of academics in 

Pakistan’s higher education system, amidst heavy investment in terms of 

training abroad, particularly to boost research capacity, and the growing 

tendency of the appointment of young, foreign-trained academics to positions 

of increasing responsibility with no evidence of performance.  As the study was 

concerned with the status of higher education in respect of investment, I 

applied a quantitative approach to examine the extent to which Pakistani 

investments in foreign study compared with domestic qualification on research 

outcomes involving: publication, collaboration, membership of research 

networks and access to research funding. In the subsequent analyses, the 

study explored the barriers to establishing mentoring relationships for young 

returnee academics and their expectations when returning from abroad. 

Furthermore, the study also explored how young female academics in 

Pakistan’s higher education system discuss their experiences of being in 

leadership positions, as well as how the social and cultural roles of the 

patriarchy affect young academics. In the final analysis, the study sought to 

explore and identify some of the coping mechanisms reported by young 
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academics following their return to Pakistan and working in the higher 

education system. The findings of the analyses are presented according to 

their respective sub-headings.   

Comparisons of Foreign and Domestically Qualified Academics on Research 

Outputs  

Preferences given to foreign academics for appointment to high positions 

without passing through a mentoring process were based on misleading 

assumptions that they are ready-made for the job. The analyses of the data 

were quantitative and based on Negative binomial and binary logistic 

regression statistics. The outputs of the foreign and domestically qualified 

academics were compared in four areas of research performance to determine 

whether there were any differences arising from their study backgrounds to 

justify preferences in appointments. Comparisons based on access to funding 

by the two groups were significant and in favour of the foreign-qualified 

academics, suggesting they were more engaged in funded research than their 

domestically-qualified counterparts. No significant differences were found 

between foreign and domestically qualified academics when compared in 

terms of publication outputs, collaborations and membership of research 

networks. The findings imply the preferences being accorded to foreign-

qualified academics were unfounded in terms of research output and the 

assumption that foreign-qualified academics were ready to work in the higher 

educational institutions (HEIs) could be far from the expectations. 
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Barriers and Expectations to Establishing Mentoring Relationships  

Based on interview findings from both the secondary and primary datasets, 

Pakistani academics were experiencing challenges, as in many other countries 

the academics are facing new changes in academia (changing job nature, 

more administrative work, etc.). They reported difficulties in coping with the 

changing roles of an academic, especially the shift from a predominantly 

teaching role to one which included research and administration. Coupled with 

the new role is the Pakistan’s’ infant research culture with no mentoring 

support and little or no infrastructure for research. In addition, academics cited 

the growing overload arising from administrative roles and a poor information 

flow, which is perhaps linked to the ineptitude of ‘learning on the job’. Although 

many opportunities might be available for staff development to overcome these 

challenges, no formal communications are made to the intended beneficiaries 

and it takes individual effort or the goodwill of others to find the information. In 

terms of expectations, the respondents were more interested in development 

mentoring and a transparent form of mentoring relationship, where the 

programme defines the specific needs of young academics to be addressed. 

To improve the current situation, the study suggests the need for Pakistan’s 

HEC to develop mentoring arrangements that support both junior and senior 

academics, particularly in research and through the assistance of foreign 

mentors, by sending young faculty abroad for postdoctoral studies and 

establishing a research infrastructure at the new universities. Meanwhile, 

administrative restructuring is needed in order to afford faculty valuable time 

for teaching and research, while professional administrators are recruited to 

act as managers for the everyday running of the institution.  
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The Experiences of Female Academics at Pakistani Universities 

When focusing more on the experiences of female academics, three issues 

emerged:  

• Concerns over outright discrimination against female academics where, 

especially in meetings, cases of male chauvinism were noted 

• Informal support systems tended to favour male academics who easily 

linked up with their old friends and study colleagues in Pakistan  

• Females have limited opportunities for peer support, owing to a lack of 

cohesion among the female academics themselves and to there being 

only very few female academics.  

Compounding the situation for females is the role of the patriarchy in Pakistan 

and Asian communities in general.  Although the influence of the patriarchy is 

debatable in terms of the impact on females and males, the absence of formal 

support across the entire higher education system places males in a better 

situation compared to females when it comes to dealing with, and overcoming, 

patriarchal challenges. The concerns reinforce the importance of formal 

mentoring systems to enable academics to cope with gender discrimination. 

Coping Strategies for Young Academics  

Despite the difficulties faced by young academics, the study found informal 

coping strategies employed to deal with the absence of formal mentoring 

structures for supporting career development in Pakistan’s higher education 

system. Three informal mentoring systems were found to provide support for 

young Pakistani academics and each is composed of a cycle:  
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• the domestic institutional support system 

• the international faculty support system, and  

• the family support system.  

The domestic institutional mentors provide context-based information that 

allows academics to relate their career plans to the national and institutional 

situation, as well as allowing the young academic to negotiate the intricate 

institutional hurdles and grasp the necessary procedures for career 

advancement. The continued support from international mentors provided by 

maintaining contact, visiting academics and external examiners, among others, 

is essential for young academics to make the transition to a new environment. 

Participants acknowledged the importance of family relationships as a source 

of support beyond the workplace. From childhood to the later stages of 

education, parents play an important role in the development of their children’s 

academic careers and, for most of the participants, the informal mentoring 

system continues even into the later years of their careers. Parents takeover 

childcare responsibilities to allow their children to engage with academic tasks.  

The findings suggest a formal mentoring system is needed which would benefit 

participants by being responsive to the needs addressed through the informal 

frameworks. It recognises the role of family, especially the husband and 

parents, in dealing with the psychosocial aspects for married and unmarried 

females, respectively. The family, although apparently playing an informal role, 

could actually form one of the pillars of a formal mentoring arrangement in 

Pakistan’s higher education system. In addition, the young academics would 
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require the continued support of foreign academics working closely with the 

domestic academics to enable their resettlement in the local context.  

Contribution and limitations 

This study set out to address emerging issues relating to the Pakistan 

government policy initiatives of educational partnerships implemented by the 

HEC of Pakistan with a view of enhancing educational capabilities. The study 

was able to address questions 2-5 comprehensively, but unfortunately fell 

short of answering research question 1, namely ‘Which forms of informal 

mentoring opportunities do young academics report in Pakistan’s HE system?’ 

This failure was a result of lack of data from both the primary and secondary 

sources utilized. The possible reason could be due to the complete absence of 

any formal mentoring schemes and the lack of satisfaction with any informal 

schemes among academics. However, despite this limitation, the research 

design enabled me to address research questions (2-5) that shed light on the 

adequacy of this research design, leaving the possibility for research question 

1 to be answered in future projects. 

The study was conducted using mainly qualitative and quantitative data 

collected from interviews conducted under the aegis of the British Council. The 

data was an ideal capture of important  information for the current study. The 

primary data consisted of interviews designed  to address questions not 

covered by the data from the British Council. My own  interviews equally found 

no data relevant to question 1 (forms of informal mentoring). 

Nevertheless, by examining the barriers and more specifically the experiences 

of the female academics, the study provides information needed to start 
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discussions on approaches to internationalization that address the challenges 

for junior academics and women. Discussions might particularly be drawn to 

the absence of mentors and the challenges faced specifically by young women 

academics. Lessons can be learned from the experiences of the female 

academics and the overall coping mechanisms of the young academics to 

adapt policy to an ongoing informal mentoring framework revealed by the 

study. Moreover, the findings build on existing studies on the influence of 

patriarchy that still needs further research  in higher education. Given little 

evidence is available to support the current internationalization policy, changes 

are needed for Pakistan to realize planned educational ambitions.  
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Appendices 

Appendix I Interview Protocol (Secondary Data collected by British Council) 

 

1. In your own words, can you tell me about your current post please? Including: 

what it is, how long you have been in this post and how you decided to apply 

for it at this institution. 

 

2. Thinking about your two previous posts, can you tell me please: what they 

were, how long you were in post, how you decided to apply for them and why 

you decided to move on.  If this involved a change in institution/department 

what motivated this change? 

 

3. What is your view of the research culture of your current institution?  How has 

this environment supported your own research profile? 

 

4. What are the two biggest challenges have you faced during your career? 

 

5. What sort of interventions do you think would be helpful to encourage you in 

your career and to allow your work to progress? 

 

6. Can you name the three most important people whom you have discussed your 

career choices with?  How are they known to you and why are they one of the 

three people you have named? 

 

7. Did you actively choose your career?  Do you feel that you were forced into it? 

What do you find the most interesting part of your work to be? What is the 

least interesting part of your work? How could the more positive parts of your 

work be enhanced? 

 

8. Is there anything else about yourself or your career that you would like to share 

with me?  

 

9. Finally, reflecting on your own career and those you know, do you think 

gender plays an important role in the careers of academics in Pakistan?  Do you 

think this is any different from the impact in other countries? 
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Appendix II Interview Protocol (Primary Data collected from the Young 

Academics) 

Interview Questions (please provide the sufficient details that could facilitate 
researcher to analyse the need for mentoring relationship between senior and 
young academics in higher education) 
 
 

1. Could you please tell me about your current post (when did you start 

and if any earlier relevant job before PhD you were engaged with)? 

2. Thinking about your previous posts, can you tell me please, what they 

were, how long you were in posts, how did you decide to apply to them 

and why you decided to move on? 

3. How could you think that the more positive parts of your work be 

enhanced? 

4. What are the two biggest challenges you have ever faced during your 

career? 

5. What sort of interventions do you think would be helpful to encourage you in 

your career and allow your work to progress? 
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Appendix III Online Questionnaire 

Respondent profile 

Age (in completed years):  

 

Gender (Circle the correct answer.): (a) Female (b) Male (c) Other 

 

Nationality:  

 

Marital Status (Circle the correct answer.): (a) Single (b) Married (c) Widowed (d) 

Divorced (e) Living with partner but not legally married 

 

Number of children: 

 

Highest educational attainment: (a) Bachelor’s degree (b) Master’s degree (c) Doctoral 

degree 

 

Title of highest degree attained: 

 

Location of study where highest degree attained: 

 

Have you completed any training to teach? (Circle the correct answer.): (a) Yes  (b) No 

 

Number of training to teach you have completed: 

 

Names of certificate/diploma/degree in teaching you have completed in the preceding 

five years: 

 

 

 

 

 

 

 

 

Do you have a mentor or life coach? (Circle the correct answer.): (a) Yes  (b) No 

 

How would you categorise yourself? (Circle the correct answer and if applicable, 

choose more than one answer) 

(a) Senior academic  (b) Non-senior academic  (c) Senior administrator (d) Non-

senior administrator (e) Senior researcher (f) Non-senior researcher 
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Period of your work experience (in completed years):  

 

Period you have been part of higher education institutions (in months): 

 

Do you currently teach or supervise college or university students? (Circle the correct 

answer):  

(a) Yes  (b) No 

 

If ‘Yes’, for which degree do you teach or supervise college or university students? 

(Circle the correct answer and if applicable, choose more than one answer.): 

 

(a) Bachelor’s degree (b) Master’s degree (c) Doctoral degree 

 

If ‘No’, have you previously taught or supervised college or university students? 

(Circle the correct answer.): (a) Yes (b) No 

 

If ‘Yes’, for which degree did you teach or supervise students college or university 

students? (Circle the correct answer and if applicable, choose more than one answer.): 

 

(a) Bachelor’s degree (b) Master’s degree (c) Doctoral degree 

 

Are you currently part of at least one formal research network? (Circle the correct 

answer.): (a) Yes  (b) No 

 

Name of formal network(s) you are currently a part of: 

 

Have you previously been part of at least one formal research network? (Circle the 

correct answer.): (a) Yes  (b) No 

 

Number of formal research networks you have been previously part of: 

 

Name of formal research networks you have been previously part of to date; 

 

 

 

 

 

 

 

 

How many of the following have you published in the last 5 years? (Circle the correct 

answer.): 
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Journal articles  

Book chapters  

Books (edited collections)  

Whole books  

Working papers  

Any Other? 

Specify:______________________________ 

 

 

How many of the following publications have you co-authored in the last 5 years? 

(Circle the correct answer.): 

Journal articles  

Book chapters  

Books (edited collections)  

Whole books  

Working papers  

Any Other? 

Specify:______________________________ 

 

 

Have you co-authored with the following: 

 Journal 

articles 

Book 

chapters 

Books 

(edited 

collections) 

Whole 

Books 

Worki

ng 

papers 

Author in own 

institution 

     

Author at another 

institution in 

Pakistan 

     

Author at another 

institution based in a 

foreign country 

     

Any Other? 

Specify:__________

______________ 

     

 

 

Have you ever held funding for a research project? (Circle the correct answer.): (a) 

Yes  (b) No 

If ‘Yes’, in the table below, please specify the number research projects funded as per 

funding source. 

Own institution  

Book chapters  

Higher Education Commission of Pakistan  

Any Other?  



 
 

238 

Specify:______________________________ 

Any Other? 

Specify:______________________________ 

 

 

Engagement with wider academic community 

Are you a member of a professional organisation, such as the Royal Economics 

Society? (Circle the correct answer.): (a) Yes  (b) No 

 

If ‘Yes’, please specify the professional organisation: 

 

Do you hold a visiting position at another university? (Circle the correct answer.) 

(a) No 

(b)Yes, in Pakistan 

(c)Yes, outside of Pakistan 

 

Do you have an online presence with your research work? (Circle the correct answer.): 

(a) Yes  (b) No 

 

If ‘Yes’, do you have: 

 Yes No 

Personal 

departmental/university web 

page 

  

Google scholar profile   

Research Gate profile   

Research Portal profile   

IDEAS account   

SSRN account   

Academia profile   

Linked In account   

Professional Twitter 

Account 

  

 

Respondent’s career path 

Please provide the following details regarding your recent five positions, starting with 

your current position. 

 

 Position 1 

(current 

position) 

Position 2 Position 

3 

Position 

4 

Position 

5 

Organisation name      

Department name      

Position name      
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Duration  

(Specify in months.) 

     

How would you 

categorise a move to 

this position? (Codes: 

Demotion=0, Neither 

Promotion nor 

demotion=2, 

Promotion=3, Don’t 

know=4) 

     

 

Please specify the advantages, if any, your recent five positions led to, starting with 

your current position. 

 Position 1 

(current 

position) 

Position 

2 

Position 

3 

Position 

4 

Position 

5 

Improved remuneration      

Improved benefits      

Improved job security      

Improved 

skill/knowledge 

     

Improved confidence      

Improved commitment to 

your job 

     

Improved work 

environment 

     

Improved standing in 

society 

     

Any other improvement? 

Please specify: 

 

 

 

     

 

Please specify the disadvantages, if any, your recent five positions led to, starting with 

your current position. 

 Position 1 

(current 

position) 

Position 

2 

Position 

3 

Position 

4 

Position 

5 

Lower remuneration      

Lower benefits      

Lower job security      
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No improvement in 

skill/knowledge 

     

Reduced confidence      

Reduced commitment to 

your job 

     

Deterioration in work 

environment 

     

Deterioration in standing 

in society 

     

Any other improvement? 

Please specify: 

 

 

 

     

 

Starting your career in the higher education institutions 

Enabling factors 

 

Specify, to which degree, if any, was human capital important in starting your career in 

the higher education institutions. 

 

 

 Not at 

all 

importan

t 

Very low 

importanc

e 

Low 

importanc

e 

Neutr

al 

Moderatel

y 

important 

Very 

importan

t 

Extrem

ely 

import

ant 

My 

educatio

nal 

qualificat

ion 

       

My work 

experien

ce 

       

My 

technical 

knowho

w 

       

My 

confiden

ce 

       

My 

commitm
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ent to my 

work 

My 

ability to 

gain the 

active 

support 

of other 

people so 

they are 

fully 

engaged 

and 

motivate

d to 

contribut

e 

effectivel

y 

       

My 

ability to 

find 

common 

ground 

and build 

relations

hips and 

connecti

ons to 

support 

organisat

ional 

objective

s 

       

My 

ability to 

work 

with 

others 

towards 

common 

goals  

       

My        
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ability to  

hold 

myself 

and 

others 

responsib

le for 

deliverin

g goals 

in line 

with the 

shared 

purpose 

of my 

organisat

ion 

My 

ability to 

spot 

opportun

ities, 

plan 

appropria

tely and 

create 

innovativ

e 

solutions 

that 

recognise 

ambiguit

y and 

deliver 

business 

benefit 

       

Specify, to which degree, if any, was social capital important in starting your career in 

the higher education institutions. 

 Not at all 

important 

Very low 

importance 

Low 

importance 

Neutral Moderately 

important 

Very 

important 

Extremely 

important 

Links with 

family  

       

Links with 

close 

friends  

       

Links with        
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people 

who share 

your 

culture 

Links with 

people 

who share 

your 

ethnicity 

       

Links with 

friends 

 

       

Links with 

colleagues 

       

Links with 

associates 

       

Links with 

people 

further up 

the social 

ladder  

       

Links with 

people 

lower 

down the 

social 

order 

       

 

Specify, to which degree, if any, was access to financial capital important in starting 

your career in the higher education institutions. 

 Not at all 

important 

Very low 

importance 

Low 

importance 

Neutral Moderately 

important 

Very 

important 

Extremely 

important 

Access 

to 

financial 

assets  

       

 

Specify, to which degree, if any, were the following processes important in starting 

your career in the higher education institutions. 

 Not at all 

important 

Very low 

importance 

Low 

importance 

Neutral Moderately 

important 

Very 

important 

Extremely 

important 

Laws         

Governm

ent 

policies 

       

Institutio

nal 

policies 

       

Institutio

nal 

       



 
 

244 

culture 

 

If applicable, please specify: 

(a) Which laws, government policies, institutional policies, and/or aspects of 

institutional culture assisted you in starting your career in higher education 

institutions? 

(b) How the respective laws, government policies, institutional policies, and/or 

aspects of institutional culture assisted you in starting your career in higher 

education institutions. 

 

 

Did any larger economic and/or social trends assist you in starting your career 

higher education institutions? Circle the correct answer. 

(a) Yes                                                                        (b) No 

 

If ‘Yes’, please specify: 

(a) Which economic and/or social trends assisted you in starting your career higher 

education institutions? 

(b) How the respective economic and/or social trends assisted you in starting your 

career higher education institutions. 

 

 

 

Please specify: 

(a) Any interventions you believe have assisted you in starting your career in the 

higher education institutions. 

(b) Any evidence that support the efficacy of these interventions. 

 

 

 

Constraints 
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Specify, to which degree, if any, was the lack of human capital significant in 

constraining the start of your career in higher education institutions. 

 

 Not at all 

important 

Very low 

importance 

Low 

importance 

Neutral Moderately 

important 

Very 

important 

Extremel

y 

importan

t 

My 

educationa

l 

qualificatio

n 

       

My work 

experience 

       

My 

technical 

knowhow 

       

My 

confidence 

       

My 

commitme

nt to my 

work 

       

My ability 

to gain the 

active 

support of 

other 

people so 

they are 

fully 

engaged 

and 

motivated 

to 

contribute 

effectively 

 

       

My ability 

to find 

common 

ground and 

build 

relationshi

ps and 

connection

s to 

support 

organisatio

nal 

objectives 
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My ability 

to work 

with others 

towards 

common 

goals  

       

My ability 

to  hold 

myself and 

others 

responsible 

for 

delivering 

goals in 

line with 

the shared 

purpose of 

my 

organisatio

n 

       

My ability 

to spot 

opportuniti

es, plan 

appropriate

ly and 

create 

innovative 

solutions 

that 

recognise 

ambiguity 

and deliver 

business 

benefit 

       

 

Specify, to which degree, if any, was the lack of social capital significant in 

constraining the start of your career in higher education institutions. 

 Not at all 

important 

Very low 

importance 

Low 

importance 

Neutral Moderately 

important 

Very 

important 

Extremel

y 

importan

t 

Links with 

family  

       

Links with 

close 

friends  

       

Links with 

people 

who share 

your 

culture 
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Links with 

people 

who share 

your 

ethnicity 

       

Links with 

friends 

 

       

Links with 

colleagues 

       

Links with 

associates 

       

Links with 

people 

further up 

the social 

ladder  

       

Links with 

people 

lower 

down the 

social 

order 

       

 

 Not at all 

important 

Very low 

importance 

Low 

importance 

Neutral Moderately 

important 

Very 

important 

Extremel

y 

importan

t 

Access to 

financial 

assets  

       

 

Specify, to which degree, if any, have the following processes constrained you in 

starting your career in the higher education institutions. 

 

 Not at all 

important 

Very low 

importance 

Low 

importance 

Neutral Moderately 

important 

Very 

important 

Extremel

y 

importan

t 

Laws         

Governme

nt policies 

       

Institutiona

l policies 

       

Institutiona

l culture 

       

 

If applicable, please specify: 
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(a) Which laws, government policies, institutional policies, and/or aspects of 

institutional culture constrained you in starting your career in higher education 

institutions? 

(b) How the respective laws, government policies, institutional policies, and/or 

aspects of institutional culture constrained you in starting your career in higher 

education institutions. 

 

 

Please specify any larger economic and/or social trends constrained you in starting 

your career in the higher education institutions. Circle the correct answer. 

(a) Yes                                                                         (b) No 

 

If ‘Yes’, please specify: 

(a) Which economic and/or social trends constrained you in starting your career in 

the higher education institutions? 

(b) How the respective economic and/or social trends constrained you in starting 

your career in the higher education institutions. 

 

 

 

Please specify: 

(a) Any interventions you believe have addressed the constraints on your ability to 

start your career in the higher education institutions. 

(b) Any evidence that support the efficacy of these interventions. 

 

 

 

 

Your career progress in the higher education institutions 

 

Enabling factors 
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Specify, to which degree, if any, was human capital important in your career 

progression in the higher education institutions. 

 Not at all 

important 

Very low 

importance 

Low 

importance 

Neutral Moderately 

important 

Very 

important 

Extremely 

important 

My 

educational 

qualification 

       

My work 

experience 

       

My technical 

knowhow 

       

My 

confidence 

       

My 

commitment 

to my work 

       

My ability to 

gain the 

active 

support of 

other people 

so they are 

fully 

engaged and 

motivated to 

contribute 

effectively 

       

My ability to 

find 

common 

ground and 

build 

relationships 

and 

connections 

to support 

organisation

al objectives 

       

My ability to 

work with 

others 

towards 

common 

goals  

       

My ability to  

hold myself 

and others 

responsible 

for 

delivering 

goals in line 

with the 
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shared 

purpose of 

my 

organisation 

My ability to 

spot 

opportunities

, plan 

appropriately 

and create 

innovative 

solutions 

that 

recognise 

ambiguity 

and deliver 

business 

benefit 

       

 

Specify, to which degree, if any, was social capital important in your career 

progression in the higher education institutions. 

 Not at all 

important 

Very low 

importance 

Low 

importance 

Neutral Moderately 

important 

Very 

important 

Extremely 

important 

Links with 

family  

       

Links with 

close friends  

       

Links with 

people who 

share your 

culture 

       

Links with 

people who 

share your 

ethnicity 

       

Links with 

friends 

 

       

Links with 

colleagues 

       

Links with 

associates 

       

Links with 

people 

further up 

the social 

ladder  

       

Links with 

people lower 

down the 

social order 
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Specify, to which degree, if any, was access to financial capital important in your 

career progression in the higher education institutions. 

 Not at all 

important 

Very low 

importance 

Low 

importance 

Neutral Moderately 

important 

Very 

important 

Extremely 

important 

Access to 

financial 

assets  

       

 

Specify, to which degree, if any, were the following processes important in your career 

progression in the higher education institutions. 

 Not at all 

important 

Very low 

importance 

Low 

importance 

Neutral Moderately 

important 

Very 

important 

Extremely 

important 

Laws         

Government 

policies 

       

Institutional 

policies 

       

Institutional 

culture 

       

 

If applicable, please specify: 

(c) Which laws, government policies, institutional policies, and/or aspects of 

institutional culture assisted you in your career progression in higher education 

institutions? 

(d) How the respective laws, government policies, institutional policies, and/or 

aspects of institutional culture assisted you in in your career progression in 

higher education institutions. 

 

 

Did any larger economic and/or social trends assist you in your career progression 

in higher education institutions? Circle the correct answer. 

(b) Yes                                                                        (b) No 

 

If ‘Yes’, please specify: 

(c) Which economic and/or social trends assisted you in your career progression in 

higher education institutions? 

(d) How the respective economic and/or social trends assisted you in your career 

progression in higher education institutions. 
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Please specify: 

(c) Any interventions you believe have assisted you in your career progression in 

the higher education institutions. 

(d) Any evidence that support the efficacy of these interventions. 

 

 

Constraints 

Specify, to which degree, if any, was the lack of human capital significant in 

constraining your career progression in higher education institutions. 

 Not at all 

important 

Very low 

importance 

Low 

importance 

Neutral Moderately 

important 

Very 

important 

Extremely 

important 

My 

educational 

qualification 

       

My work 

experience 

       

My technical 

knowhow 

       

My 

confidence 

       

My 

commitment 

to my work 

       

My ability to 

gain the 

active 

support of 

other people 

so they are 

fully 

engaged and 

motivated to 

contribute 

effectively 

 

       

My ability to 

find 

common 

ground and 
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build 

relationships 

and 

connections 

to support 

organisation

al objectives 

My ability to 

work with 

others 

towards 

common 

goals  

       

My ability to  

hold myself 

and others 

responsible 

for 

delivering 

goals in line 

with the 

shared 

purpose of 

my 

organisation 

       

My ability to 

spot 

opportunities

, plan 

appropriately 

and create 

innovative 

solutions 

that 

recognise 

ambiguity 

and deliver 

business 

benefit 

       

Specify, to which degree, if any, was the lack of social capital significant in 

constraining your career progression in higher education institutions. 

 Not at all 

important 

Very low 

importance 

Low 

importance 

Neutral Moderately 

important 

Very 

importa

nt 

Extremel

y 

important 

Links with 

family  

       

Links with 

close friends  

       

Links with 

people who 

share your 

culture 
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Links with 

people who 

share your 

ethnicity 

       

Links with 

friends 

 

       

Links with 

colleagues 

       

Links with 

associates 

       

Links with 

people 

further up 

the social 

ladder  

       

Links with 

people lower 

down the 

social order 

       

 

Specify, to which degree, if any, was the lack of access to financial capital significant 

in constraining your career progression in higher education institutions. 

 
 Not at all 

important 

Very low 

importance 

Low 

importance 

Neutral Moderately 

important 

Very 

important 

Extremel

y 

importan

t 

Access to 

financial 

assets  

       

 

Specify, to which degree, if any, have the following processes constrained your career 

progression in higher education institutions. 

 Not at all 

important 

Very low 

importance 

Low 

importance 

Neutral Moderately 

important 

Very 

important 

Extremel

y 

importan

t 

Laws         

Governm

ent 

policies 

       

Institutio

nal 

policies 

       

Institutio

nal 

culture 

       

 

If applicable, please specify: 
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(c) Which laws, government policies, institutional policies, and/or aspects of 

institutional culture constrained your career progression in higher education 

institutions? 

(d) How the respective laws, government policies, institutional policies, and/or 

aspects of institutional culture constrained you in your career progression in 

higher education institutions. 

 

 

Please specify any larger economic and/or social trends constrained you in your 

career progression in higher education institutions. Circle the correct answer. 

(b) Yes                                                                         (b) No 

 

If ‘Yes’, please specify: 

(c) Which economic and/or social trends constrained you in your career 

progression in higher education institutions? 

(d) How the respective economic and/or social trends constrained you in your 

career progression in the higher education institutions. 

 

 

 

Please specify: 

(c) Any interventions you believe have addressed the constraints on your ability to 

start your career in the higher education institutions. 

(d) Any evidence that support the efficacy of these interventions. 

 

 

 

Presence of women in the higher education institutions 

 

Do you believe there is a difference between the number of male and female 

academics in the higher education institutions? Circle the correct answer. 
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(a) Yes                                                                         (b) No 

 

If ‘Yes’, how would you describe the difference in the number of male and female 

academics in the higher education institutions? Circle the correct answer. 

(a) More males                                                            (b) More females 

 

How significant do you believe is the difference in the number of male and female 

academics in higher education institutions? Circle the correct answer. 

(a) Very  low    (b) Low    (c) Neither low nor high    (d) High   (e) Very high 

 

Do you believe there is a difference between the number of male and female 

administrators in the higher education institutions? Circle the correct answer. 

(a) Yes                                                                         (b) No 

 

If ‘Yes’, how would you describe the difference in the number of male and female 

administrators in the higher education institutions? Circle the correct answer. 

(a) More males                                                            (b) More females 

 

How significant do you believe is the difference in the number of male and female 

administrators in higher education institutions? Circle the correct answer. 

(a) Very  low    (b) Low    (c) Neither low nor high    (d) High   (e) Very high 

 

Do you believe there is a difference between the number of males and female 

researchers in higher education institutions? Circle the correct answer. 

(b) Yes                                                                         (b) No 

 

If ‘Yes’, how would you describe the difference in the number of male and female 

researchers in higher education institutions? Circle the correct answer. 

(a) More males                                                            (b) More females 

 

How significant do you believe is the difference in the number of male and female 

researchers in the higher education institutions? Circle the correct answer. 

(a) Very  low    (b) Low    (c) Neither low nor high    (d) High   (e) Very high 

 

Do you believe there is a difference between the number of male and female 

researchers from higher education institutions in research networks? Circle the 

correct answer. 

(c) Yes                                                                         (b) No 

 

If ‘Yes’, how would you describe the difference in the number of male and female 

researchers from higher education institutions in research networks? Circle the 

correct answer. 

(a) More males                                                            (b) More females 
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How significant do you believe is the difference in the number of male and female 

researchers from higher education institutions in research networks? Circle the 

correct answer. 

(a) Very  low    (b) Low    (c) Neither low nor high    (d) High   (e) Very high 

 

 

Specify, to which degree, if any, is enhancement in human capital important to 

increasing the number of women in higher education institutions. 

 Not at all 

important 

Very low 

importance 

Low 

importance 

Neutral Moderately 

important 

Very 

important 

Extrem

ely 

import

ant 

Educationa

l 

qualificatio

n 

       

Technical 

knowhow 

       

Confidenc

e 

       

Commitme

nt to my 

work 

       

Ability to 

gain the 

active 

support of 

other 

people so 

they are 

fully 

engaged 

and 

motivated 

to 

contribute 

effectively 

       

Ability to 

find 

common 

ground and 

build 

relationshi

ps and 

connection

s to 

support 

organisatio

nal 

objectives 
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Ability to 

work with 

others 

towards 

common 

goals  

       

Ability to  

hold 

myself and 

others 

responsible 

for 

delivering 

goals in 

line with 

the shared 

purpose of 

my 

organisatio

n 

       

Ability to 

spot 

opportuniti

es, plan 

appropriate

ly and 

create 

innovative 

solutions 

that 

recognise 

ambiguity 

and deliver 

business 

benefit 

       

Specify, to which degree, if any, is enhancement in social capital important to 

increasing the number of women in higher education institutions. 

 Not at all 

important 

Very low 

importance 

Low 

importance 

Neutral Moderately 

important 

Very 

important 

Extremel

y 

importan

t 

Links with 

family  

       

Links with 

close 

friends  

       

Links with 

people 

who share 

your 

culture 
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Links with 

people 

who share 

one’s 

ethnicity 

       

Links with 

friends 

       

Links with 

colleagues 

       

Links with 

associates 

       

Links with 

people 

further up 

the social 

ladder  

       

Links with 

people 

lower 

down the 

social 

order 

       

 

Specify, to which degree, if any, is enhancement in access to financial capital 

important to increasing the number of women in higher education institutions. 

 Not at all 

important 

Very low 

importance 

Low 

importance 

Neutral Moderately 

important 

Very 

important 

Extremel

y 

importan

t 

Access to 

financial 

assets  

       

 

Specify, to which degree, if any, are the following processes important to increasing 

the number of women in higher education institutions. 

 Not at all 

important 

Very low 

importance 

Low 

importance 

Neutral Moderately 

important 

Very 

important 

Extremel

y 

importan

t 

Laws         

Governm

ent 

policies 

       

Institutio

nal 

policies 

       

Institutio

nal 

culture 
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If applicable, please specify: 

(a) Which laws, government policies, institutional policies, and/or aspects of 

institutional culture constrain the number of women in higher education 

institutions? 

(b) How the respective laws, government policies, institutional policies, and/or 

aspects of institutional culture constrain the number of women in the higher 

education institutions.    

 

 

 

If applicable, please specify: 

(a) Which laws, government policies, institutional policies, and/or aspects of 

institutional culture enhance the number of women in higher education 

institutions? 

(b) How the respective laws, government policies, institutional policies, and/or 

aspects of institutional culture enhance the number of women in the higher 

education institutions.    

 

 

 

Have any larger economic and/or social trends constrained the number of women 

in higher education institutions? Circle the correct answer. 

(a) Yes                                                                         (b) No 

 

If ‘Yes’, please specify: 

(a) Which economic and/or social trends constrain the number of women in the 

higher education institutions? 

(e) How the respective economic and/or social trends constrain the number of 

women in the higher education institutions. 
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Have any larger economic and/or social trends enhanced the number of women in 

higher education institutions? Circle the correct answer. 

(b) Yes                                                                         (b) No 

 

If ‘Yes’, please specify: 

(b) Which economic and/or social trends enhance the number of women in the 

higher education institutions? 

(f) How the respective economic and/or social trends enhance the number of 

women in the higher education institutions. 

 

 

 

 

 

 

 

 

Please specify: 

(e) Any interventions you believe have addressed the constraints on number of 

women in the higher education institutions. 

(f) Any evidence that support the efficacy of these interventions. 

 

 

Women’s career progression in higher education institutions 

 

Do you believe male and female academics have equal prospects for career 

progression in higher education institutions? Circle the correct answer. 

(d) Yes                                                                         (b) No 

 

If ‘Yes’, how would you describe the difference in prospects for career progression 

male and female academics have in higher education institutions? Circle the 

correct answer. 

(b) Males have greater prospects 

(c) Females have greater prospects 

 

How significant do you believe is the difference in the prospects for career 

progression male and female academics have in higher education institutions? 

Circle the correct answer. 

(b) Very  low    (b) Low    (c) Neither low nor high    (d) High   (e) Very high 
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Do you believe male and female administrators have equal prospects for career 

progression in higher education institutions? Circle the correct answer. 

(e) Yes                                                                         (b) No 

 

If ‘Yes’, how would you describe the difference in prospects for career progression 

male and female administrators have in higher education institutions? Circle the 

correct answer. 

(d) Males have greater prospects 

(e) Females have greater prospects 

 

How significant do you believe is the difference in the prospects for career 

progression male and female administrators have in higher education institutions? 

Circle the correct answer. 

(c) Very  low    (b) Low    (c) Neither low nor high    (d) High   (e) Very high 

 

Do you believe male and female researchers have equal prospects for career 

progression in higher education institutions? Circle the correct answer. 

(a) Yes                                                                         (b) No 

 

If ‘Yes’, how would you describe the difference prospects for career progression 

male and female researchers have in higher education institutions? Circle the 

correct answer. 

(b) More males                                                            (b) More females 

 

If ‘Yes’, how would you describe the difference in prospects for career progression 

male and female researchers have in higher education institutions? Circle the 

correct answer. 

(a) Males have greater prospects 

(b) Females have greater prospects 

 

How significant do you believe is the difference in the prospects for career 

progression male and female researchers have in higher education institutions? 

Circle the correct answer. 

(d) Very  low    (b) Low    (c) Neither low nor high    (d) High   (e) Very high 

 

Do you believe there is a difference in the prospects of male and female 

researchers from higher education institutions to become part of research 

networks? Circle the correct answer. 

(f) Yes                                                                         (b) No 

 

If ‘Yes’, how would you describe the difference in the prospects of male and 

female researchers from higher education institutions to become part of research 

networks? Circle the correct answer. 

(c) Males have greater prospects 
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(d) Females have greater prospects 

 

How significant do you believe is the difference in the prospects of male and 

female researchers from higher education institutions to become part of research 

networks? Circle the correct answer. 

(b) Very  low    (b) Low    (c) Neither low nor high    (d) High   (e) Very high 

 

Specify, to which degree, if any, is enhancement in human capital important to 

increasing women’s prospects for career progression in higher education institutions. 

 Not at all 

important 

Very low 

importance 

Low 

importance 

Neutral Moderately 

important 

Very 

important 

Extre

mely 

impo

rtant 

Educationa

l 

qualificatio

n 

       

Technical 

knowhow 

       

Confidenc

e 

       

Commitme

nt to my 

work 

       

Ability to 

gain the 

active 

support of 

other 

people so 

they are 

fully 

engaged 

and 

motivated 

to 

contribute 

effectively 

       

Ability to 

find 

common 

ground and 

build 

relationshi

ps and 

connection

s to 

support 

organisatio

nal 
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objectives 

Ability to 

work with 

others 

towards 

common 

goals  

       

Ability to  

hold 

myself and 

others 

responsible 

for 

delivering 

goals in 

line with 

the shared 

purpose of 

my 

organisatio

n 

       

Ability to 

spot 

opportuniti

es, plan 

appropriate

ly and 

create 

innovative 

solutions 

that 

recognise 

ambiguity 

and deliver 

business 

benefit 

       

 

Specify, to which degree, if any, is enhancement in social capital important to 

increasing women’s prospects for career progression in higher education institutions. 

 Not at all 

important 

Very low 

importance 

Low 

importance 

Neutral Moderately 

important 

Very 

important 

Extrem

ely 

import

ant 

Links with 

family  

       

Links with 

close 

friends  

       

Links with 

people 

who share 
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your 

culture 

Links with 

people 

who share 

one’s 

ethnicity 

       

Links with 

friends 

       

Links with 

colleagues 

       

Links with 

associates 

       

Links with 

people 

further up 

the social 

ladder  

       

Links with 

people 

lower 

down the 

social 

order 

       

 

Specify, to which degree, if any, is enhancement in access to financial capital 

important to increasing women’s prospects for career progression in higher education 

institutions. 

 Not at all 

important 

Very low 

importance 

Low 

importance 

Neutral Moderately 

important 

Very 

important 

Extre

mely 

impo

rtant 

Access to 

financial 

assets  

       

 

Specify, to which degree, if any, are the following processes important to increasing 

the number of women in higher education institutions. 

 Not at all 

important 

Very low 

importance 

Low 

importance 

Neutral Moderately 

important 

Very 

important 

Extrem

ely 

import

ant 

Laws         

Governme

nt policies 

       

Institutiona

l policies 

       

Institutiona

l culture 
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If applicable, please specify: 

(c) Which laws, government policies, institutional policies, and/or aspects of 

institutional culture constrain women’s prospects for career progression in 

higher education institutions? 

(d) How the respective laws, government policies, institutional policies, and/or 

aspects of institutional culture constrain women’s prospects for career 

progression in higher education institutions.    

 

 

If applicable, please specify: 

(c) Which laws, government policies, institutional policies, and/or aspects of 

institutional culture enhance women’s prospects for career progression in 

higher education institutions? 

(d) How the respective laws, government policies, institutional policies, and/or 

aspects of institutional culture enhance women’s prospects for career 

progression in higher education institutions.    

 

 

 

 

Have any larger economic and/or social trends constrained women’s prospects for 

career progression in higher education institutions? Circle the correct answer. 

(c) Yes                                                                         (b) No 

 

If ‘Yes’, please specify: 

(c) Which economic and/or social trends constrain women’s prospects for career 

progression in higher education institutions? 

(g) How the respective economic and/or social trends constrain women’s prospects 

for career progression in higher education institutions. 
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Have any larger economic and/or social trends enhanced women’s prospects for 

career progression in higher education institutions? Circle the correct answer. 

(d) Yes                                                                         (b) No 

 

If ‘Yes’, please specify: 

(d) Which economic and/or social trends enhance women’s prospects for career 

progression in higher education institutions? 

(h) How the respective economic and/or social trends enhance women’s prospects 

for career progression in higher education institutions. 

 

 

 

Please specify: 

(g) Any interventions you believe have addressed the constraints on women’s 

prospects for career progression in higher education institutions. 

(h) Any evidence that support the efficacy of these interventions. 
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Appendix IV- HEC Scholarship Award Details since 2002 

 
PhDs completed by June 2013 (Discipline/Gender-wise) 

Scholarships Gender Discipline 

 

 

M F 

 

*A 

&V 

Sc. 

 

*B 

&M 

Sc. 

*Phy. 

Sc.  

*Eng. 

& 

Tech 

*Bus. 

Edu.  

 

*Social 

Sc. & 

AH 

 

PhDs 

completed 

by June 

2013  

PhDs 

completed 

in 2012-

13 

 

Foreign 1412 220 194 221 555 443 72 157 1632 325 

Indigenous 1001 267 227 247 505 129 44 116 1268 227 

Total 2413 487 421 458 1060 572 116 273 2900 552 

Source: HEC Annual report 2012-13 (p.4) 

 

*Note: A & V Sc. (Agriculture & Veterinary Sciences) 

B & M Sc. (Biological & Medical Sciences) 

Phy Sc. (Physical Sciences) 

Eng. & Tech. (Engineering & Technology) 

Bus. Edu. (Business Education) 

Social Sc. & AH (Social Sciences & Arts and Humanities 
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Source: Higher Education Commission Annual Report 2013 
(www.hec.gov.pk/mediapublication/documents/annual%20report%202012-13.pdf) 

 

 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

http://www.hec.gov.pk/mediapublication/documents/annual%20report%202012-13.pdf
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Appendix V- RESEARCH ETHICS: SAMPLE CONSENT FORM     

          

Exploring the needs of mentoring relationship between young academics 
and senior faculty members in higher education in Pakistan 
 

 
Researcher: Maleeha Ashraf 
UCL Institute of Education, Centre for Doctoral Education 
Bedford Way, London, WC1H 0AL 
Maleeha.ashraf.14@ucl.ac.uk 
 
For Participant (please tick the box) 
 
 

1. I confirm that I have read and understand the information sheet for the above 
study and have had the opportunity to discuss the issues before participation 
 

2. I understand that my participation is voluntary and that I am free to withdraw at 
any time, without giving the reason.  

 
3. I am not forced to participate in this research study  

 
4. I agree to take part in this research study  

 
5. I agree to the interview being audio recorded  

 
6. I agree to the use of anonymised quotes in publications  

 

 
 
 
 
 
 
 
Name of Participant    Date    Signature 
 
 
 
 
Name of Researcher    Date    Signature 
Appendix VI 

 

 

 

 

 

 

mailto:Maleeha.ashraf.14@ucl.ac.uk
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Ethics Application Form: 
Student Research  
 

 

 

All research activity conducted under the auspices of the Institute by staff, students or 

visitors, where the research involves human participants or the use of data collected 

from human participants are required to gain ethical approval before starting.  This 

includes preliminary and pilot studies. Please answer all relevant questions responses 

in terms that can be understood by a lay person and note your form may be returned if 

incomplete.  

 
For further support and guidance please see accompanying guidelines and the Ethics 
Review Procedures for Student Research http://www.ioe.ac.uk/studentethics/ or 
contact your supervisor or researchethics@ioe.ac.uk. 
 

Before completing this form you will need to discuss your proposal fully with your 
Supervisor/s. 
Please attach all supporting documents and letters. 
 
For all Psychology students, this form should be completed with reference to the British 
Psychological Society (BPS) Code of Human Research Ethics and Code of Ethics and 
Conduct. 
 

Section 1  Project details 

a. Project title 

Exploring the 
needs of 
mentoring 
relationship 
between 
young 
academics 
and senior 
faculty 
members in 
higher 
education in 
Pakistan 

b
. 

Student name and ID number (e.g. ABC12345678)  

c. Supervisor/Personal Tutor 
Dr Denise 
Hawkes 

http://www.ioe.ac.uk/studentethics/
mailto:researchethics@ioe.ac.uk
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d
. 

Department 
Quantitative 
Social 
Science  

e. 
Course category  
(Tick one) 

PhD/MPhil  
  

EdD 
 
 
 

 

MRes   
  

DEdPsy 
 
 
 

 

MTeach   
  

MA/MSc
 
 
 

 

ITE                 
  

 

Diploma (state which) 
  

      

Other (state which) 
  

 

f. Course/module title 

MPhil/PhD 
with 
integrated 
research 
training 

g. 
If applicable, state who the funder is and if funding has been 
confirmed. 

      

h
. 

Intended research start date  

i. Intended research end date  

j. 

Country fieldwork will be conducted in 

If research to be conducted abroad please check www.fco.gov.uk and submit a 

completed travel risk assessment form (see guidelines).  If the FCO advice is 
against travel this will be required before ethical approval can be granted: 

http://ioe-
net.inst.ioe.ac.uk/about/profservices/international/Pages/default.as
px 

UK 

k. Has this project been considered by another (external) Research Ethics Committee?  

http://www.fco.gov.uk/
http://ioe-net.inst.ioe.ac.uk/about/profservices/international/Pages/default.aspx
http://ioe-net.inst.ioe.ac.uk/about/profservices/international/Pages/default.aspx
http://ioe-net.inst.ioe.ac.uk/about/profservices/international/Pages/default.aspx


 
 

273 

Yes  External Committee Name: 

No   go to Section 2 Date of Approval: 
 

If yes:  

− Submit a copy of the approval letter with this application.  

− Proceed to Section 10 Attachments. 

Note: Ensure that you check the guidelines carefully as research with some participants 
will require ethical approval from a different ethics committee such as the National 
Research Ethics Service (NRES) or Social Care Research Ethics Committee (SCREC).  In 
addition, if your research is based in another institution then you may be required to 
apply to their research ethics committee.  

 

Section 2  Project summary 

Research methods (tick all that apply)  

Please attach questionnaires, visual methods and schedules for interviews (even in draft 
form). 

 

  Interviews  
  Focus 

groups  
  

Questionnaires  
  Action 

research 
  Observation 
  Literature review 

 

 
  Controlled trial/other intervention study 
  Use of personal records 
  Systematic review  if only method used go to Section 

5. 
  Secondary data analysis  if secondary analysis used 

go to Section 6. 
   Advisory/consultation/collaborative groups 
  Other, give details: 

Please provide an overview of your research.  This should include some or all of the 
following: purpose of the research, aims, main research questions, research design, 
participants, sampling, your method of data collection (e.g., observations, interviews, 
questionnaires, etc.) and kind of questions that will be asked, reporting and 
dissemination (typically 300-500 words).  
 
Research Abstract 
The need for mentoring relationship between new faculty members and senior faculty members 
is discussed. After identifying the benefits of mentoring relationship for mentor and mentee, the 
study is focused on examining the needs of mentoring relationship for young academics in 
higher education in Pakistan. This study will provide academic officials with the basis to 
understand the importance of mentoring from the perspective of their employees and devise 
ways to address these needs. The participants of this study will be UK/USA sponsored PhDs, 
working at senior posts in HEIs overseen by the Higher Education Commission Pakistan since 
2012 till to date. In addressing the concerns of mentoring needs, a grounded theory approach 

http://www.nres.nhs.uk/
http://www.nres.nhs.uk/
http://www.scie.org.uk/research/ethics-committee/
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shall be used in the theoretical development of the participant perspectives concerning their 
mentoring needs and ways these might be addressed. This study will employ mixed research 
methods. Using in-depth interviews, it will enable the researcher to investigate the personal 
stories and meanings from the individual’s perspective and using secondary data surveys, the 
findings will be generalised from a small sample population size to a large population size. 
 
Purpose of this study 
This study is to examine the needs of mentoring relationship for young academics in higher 
education in Pakistan.  
 

 
Significance of the Study 
This study will provide academic officials with the basis to understand the importance of 
mentoring from the perspectives of their employees and devise ways to address these needs. 
Boice (1992), Menges and Associates (1999), Caplan (1993), and Sorcinelli (1994) debated the 
complication and challenges facing the new faculty member. In reflection of the fresh or junior 
academics and the encounters that they face establishing their career in higher education, 
Mullen and Forbes (2000) challenged that through mentoring relationships, new academics can 
receive assistance with “a) learning unfamiliar tasks, b) developing their research, c) networking 
at conferences and within the university, and d) navigating the political issues in the workplace” 
(P. 44). 
 
Research Question 

This study aims to explore the extent the importance of potential need of mentoring for study 
abroad young academic returnees in relation to their career and professional development. The 
Higher Education Commission, Pakistan (HEC) is selected as a case study for this research. The 
study explores the lead question using the following research questions: 

1. What immediate aspects of an academic role do young academics consider challenging for 
beginners in higher education?  

2. What forms of academic mentoring relationship do young academics consider appropriate 
for them?  

3. What are potential mentee expectations (support system) of mentorship system in 
development of careers for early career faculty?  

Research Methodology 

The study will employ mixed research methods, as some aspects of this research too 
complex to be addressed or accessed using qualitative or quantitative methods alone. 
This method will support this research study in the following ways; a) it will enable 
researcher to investigate the personal stories and meanings from individual’s 
perspective (in-depth interviews) and, b) will enable to generalize from a small 
population size to a large population size.  The main advantage of exercising this 
method for this study is that the preliminary exploration with individuals (in-depth 
interviews) will assure that instruments, measures and intervention (quantitative 
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research) actually fit the participants and site being studied (Creswell, 2015:15). 
Convergent Parallel Design will be used to merge the quantitative and qualitative results 
for comparison and interpretation. 
This research focuses on the following data sources: secondary data (Interview & 
Survey) that is collected by British Council Pakistan to study “women in higher 
education: a situational analysis of Pakistan, 2016”, this report was aimed at providing a 
policy that mentoring/coaching in higher education could be a solution to young 
academics as well as those who join the new job role lacking in experience to perform 
that role. This report opted for qualitative and quantitative analysis as it is evident that 
there are many factors indicated that mentoring in academic sector could facilitate 
young academics and can have a positive influence on both the mentor and mentee in 
this relationship. Survey and semi-structured interview were used as a research tool to 
British Council research project to gather information about the potential mentoring 
relationship and research and academic development with gender equality. The surveys 
were sent online to participants and interviews were taken at the university campuses 
(in their respective offices) by British Council Pakistan. The surveys were taken from all 
academicians in public sector universities including young academics and senior faculty 
members whereas the interviews were taken from senior faculty members only from 
around 10 public universities in Pakistan. The advantage of using this secondary data is 
it serves the purpose to explore the research questions to this research study. I worked 
as a research assistant in lead with Dr Denise Hawkes for British Council project report 
therefore, permitted to use the data for this research study. 
This research study will also conduct 20-30 interviews (Primary data) with young 
academics who have completed PhD from overseas universities since 2012 and serving 
higher education institutes overlooked by HEC and they are available to take part in the 
research study. The interviews will be conducted on Skype and researcher will make 
sure that the participants personal information will be kept confidential as per Data 
Protection Act 1988. The participants will not be forced to take part in research study or 
to answer all interview questions.  
 
 
 
 
 

Section 3  Participants 

Please answer the following questions giving full details where necessary. Text boxes 
will expand for your responses. 

a. Will your research involve human 
participants? 

Yes    
No    go to Section 
4 

b. Who are the participants (i.e. what sorts of people will be involved)?  Tick all that 
apply. 
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         Early years/pre-school 

   Ages 5-11 

  Ages 12-16 

  Young people aged 17-18 

  Unknown – specify 
below 

  Adults please specify 
below 

  Other – specify below 

 

 NB: Ensure that you check the guidelines (Section 1) carefully as research with some 
participants will require ethical approval from a different ethics committee such as the 
National Research Ethics Service (NRES). 

Young academics from HEC who completed PhD from overseas universities (such as 
UK and USA) since 2012 and serving academic role in HEIs in Pakistan overseen by 
Higher Education Commission (HEC).  

c. If participants are under the responsibility of others (such as parents, teachers or 
medical staff) how do you intend to obtain permission to approach the participants 
to take part in the study? 

(Please attach approach letters or details of permission procedures – see Section 9 
Attachments.) 

      

d. How will participants be recruited (identified and approached)? 

Departmental email will be sent to 20-30 selected participants of HEIs in Pakistan  
because researcher has an access to a group young academics who are willing to 
participate in interviews.       

e. Describe the process you will use to inform participants about what you are doing. 

Along with the initial departmental email to the participants a detailed suammry of 
project will be sent to inform the participants about the research and research 
process. later on full details of the interview procedure will be presented to each 
participant before the interview.     

f. How will you obtain the consent of participants? Will this be written? How will it be 
made clear to participants that they may withdraw consent to participate at any 
time? 

See the guidelines for information on opt-in and opt-out procedures.   Please note that the 
method of consent should be appropriate to the research and fully explained. 

The research participants will be asked to sign a written consent form before the 
interviews and it will be provided in consent form that the participants can opt-out 
from the research at any stage if they are no more interested to participate or not 
comfortable with the research procedure.      

g. Studies involving questionnaires: Will participants be given the option of omitting 
questions they do not wish to answer?  
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Yes    No   

 If NO please explain why below and ensure that you cover any ethical issues arising 
from this in section 8. 

       

h. Studies involving observation: Confirm whether participants will be asked for their 
informed consent to be observed. 

 Yes    No   

 If NO read the guidelines (Ethical Issues section) and explain why below and ensure 
that you cover any ethical issues arising from this in section 8. 

       

i. Might participants experience anxiety, discomfort or embarrassment as a result of 
your study? 

Yes    No   

 If yes what steps will you take to explain and minimise this?       

If not, explain how you can be sure that no discomfort or embarrassment will arise? 
 all the research participants will be required to sign the consent form before giving 
the interview and if they are not comfortable with interviews or research procedure 
then they can stop the interview and neither of their responses will included in the 
research without their consent. All responses will anonymised and no real names 
will be used in this research work     

j. Will your project involve deliberately misleading participants (deception) in any 
way? 

Yes    No   

 If YES please provide further details below and ensure that you cover any ethical 
issues arising from this in section 8. 

       

k. Will you debrief participants at the end of their participation (i.e. give them a brief 
explanation of the study)?  

Yes    No   

 If NO please explain why below and ensure that you cover any ethical issues arising 
from this in section 8. 

       

 

l. Will participants be given information about the findings of your study? (This could 
be a brief summary of your findings in general; it is not the same as an individual 
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debriefing.) 

Yes    No   

 If no, why not? 

      
 

Section 4  Security-sensitive material  
Only complete if applicable 
Security sensitive research includes: commissioned by the military; commissioned under 
an EU security call; involves the acquisition of security clearances; concerns terrorist or 
extreme groups. 

a. Will your project consider or encounter security-sensitive material? Yes  
* 

No  

b. Will you be visiting websites associated with extreme or terrorist 
organisations? 

Yes  
* 

No  

c. Will you be storing or transmitting any materials that could be 
interpreted as promoting or endorsing terrorist acts? 

Yes  
* 

No  

* Give further details in Section 8 Ethical Issues  

 

 

Section 5  Systematic review of research  
 Only complete if applicable 

a.  
Will you be collecting any new data from 
participants? 

Yes   *  No   

b.  Will you be analysing any secondary data? Yes   *  No   

* Give further details in Section 8 Ethical Issues  

If your methods do not involve engagement with participants (e.g. systematic review, 
literature review) and if you have answered No to both questions, please go to 
Section 10 Attachments. 
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Section 6 Secondary data analysis  Complete for all secondary analysis 

a. Name of dataset/s In-depth structured Interviews, Survey 

b. Owner of dataset/s British Council Pakistan 
 

c. Are the data in the public domain? 
Yes    No   

 If no, do you have the owner’s 
permission/license? 
Yes  No*   

d. Are the data anonymised? Yes    No   

Do you plan to anonymise the data?          Yes            No*  
 

Do you plan to use individual level data?  Yes*          No    
 

Will you be linking data to individuals?      Yes*          No   
 

e. 
Are the data sensitive (DPA 1998 definition)? 

 Yes*    No   
 

f. 
 

Will you be conducting analysis within the remit it was originally collected 
for? 

 Yes      No* 
 

g. 
 

If no, was consent gained from participants for subsequent/future 
analysis? 

 Yes      No* 
 

h. 
 

If no, was data collected prior to ethics approval process?  Yes      No* 
 

* Give further details in Section 8 Ethical Issues  

 If secondary analysis is only method used and no answers with asterisks are ticked, go to Section 9 
Attachments. 
 

Section 7 Data Storage and Security 
Please ensure that you include all hard and electronic data when completing this section. 

a. 
Confirm that all personal data will be stored and processed in compliance with the Data 
Protection Act 1998 (DPA 1998).  (See the Guidelines and the Institute’s Data Protection & 
Records Management Policy for more detail.) 

Y
e
s  

 

b. 
Will personal data be processed or be sent outside the European Economic 
Area? 

Yes   *   

N
o
  

http://www.legislation.gov.uk/ukpga/1998/29/section/2
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* If yes, please confirm that there are adequate levels of protections in compliance with the DPA 
1998 and state what these arrangements are below. 

      

c. 

Who will have access to the data and personal information, including advisory/consultation 
groups and during transcription?  Only the researcher will have an access to all the personal 
information of the participants. I as researcher will carry out all the transcription (for primary 
data) and analysis of the data so there will be no issues of access and misuse of personal data of 
research participants.  

For both primary and secondary data I will anonymise the data and will use pseudonyms so, no 
one else could identify the data with names and institutes.  The computer and file in USB is 
password protected therefore no else can have an access to stored data 

During the research 

d. Where will the data be stored?  Personal laptop only 

e. 

Will mobile devices such as USB storage and laptops be used?    Yes   *  No 
 

*If yes, state what mobile devices: Laptop 

*If yes, will they be encrypted?: Yes      

All the data will be stored in the encrypted format. I will assign codes and pseudonyms to all the 
interview transcripts, notes and transcribed data (secondary data). I will make a word document 
and write the original names against their codes or pseudonyms and will email the document to 
myself and later on discard it from my laptop and any other mobile device so no one else could 
have an access to match the responses of participants with the pseudonyms 

After the research 

f. 
Where will the data be stored?   

The encrypted data will be stored in a password-protected laptop with a backup in my drop box.  

g. 

 How long will the data and records by kept for and in what format?   

I will keep the data safe in my password-protected laptop and in my drop box for the period of 
three years after the completion of my PhD so that I can and refer this data for the publication 
of my research papers. Once the publications will be done I will delete all the data from my 
laptop and storage places 

h. 

Will data be archived for use by other researchers?      Yes   *  No  
 

*If yes, please provide details.        
 

Section 8  Ethical issues 
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Are there particular features of the proposed work which may raise ethical concerns or 
add to the complexity of ethical decision making? If so, please outline how you will deal 
with these. 

It is important that you demonstrate your awareness of potential risks or harm that may 
arise as a result of your research.  You should then demonstrate that you have 
considered ways to minimise the likelihood and impact of each potential harm that you 
have identified.  Please be as specific as possible in describing the ethical issues you will 
have to address.  Please consider / address ALL issues that may apply. 
Ethical concerns may include, but not be limited to, the following areas: 

− Methods 

− Sampling 

− Recruitment  

− Gatekeepers 

− Informed consent 

− Potentially vulnerable 

participants 

− Safeguarding/child 

protection 

− Sensitive topics 

− International research  

− Risks to participants and/or researchers 

− Confidentiality/Anonymity 

− Disclosures/limits to confidentiality 

− Data storage and security both during and after 

the research (including transfer, sharing, 

encryption, protection) 

− Reporting  

− Dissemination and use of findings 

The primary research is with adults so it will not create any harm or risk to the research 
participants since the participants will be interviewed only after getting their consent 
form. Every possible step will be taken to maintain the confidentiality of the data and 
anonymity of the participants. The steps that will be taken for the secure storage of the 
data are discussed above. 
For the secondary data the participant confidentiality as per the British Educational 
Research Association guidelines shall be observed by anonymising of the data (BERA 
2013). This is especially in reference to direct quotes. While they may be anonymised, 
especially their colleagues at work could easily identify them. 
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Section 9  Further information 
Outline any other information you feel relevant to this submission, using a separate 
sheet or attachments if necessary. 
 
 
 
 
 
 
 

 

Section 10  Attachments Please attach the following items to this form, or 
explain if not attached   

a.  
Information sheets and other materials to be used to inform 
potential participants about the research, including approach 
letters 

Yes   No  

b.  Consent form Yes   No  

 If applicable:   

c.  The proposal for the project  Yes   
No  

 

d.  Approval letter from external Research Ethics Committee Yes   
No  

 

e.  Full risk assessment Yes   
No  

 
 

Section 11  Declaration 
           
 Yes  No 
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I have read, understood and will abide by the following set of guidelines.    
   

 

BPS   BERA   BSA   Other (please state)          

I have discussed the ethical issues relating to my research with my supervisor.  
    

I have attended the appropriate ethics training provided by my course.   
    
 

I confirm that to the best of my knowledge:       

The above information is correct and that this is a full description of the ethics issues 
that may arise in the course of this project. 
 

Name Maleeha Ashraf 

Date 24/04/2017 

 
Please submit your completed ethics forms to your supervisor. 
 
 

Notes and references 
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Professional code of ethics  
You should read and understand relevant ethics guidelines, for example: 
British Psychological Society (2009) Code of Ethics and Conduct, and (2014) Code of 
Human Research Ethics 
or 
British Educational Research Association (2011) Ethical Guidelines 
or  
British Sociological Association (2002) Statement of Ethical Practice 
Please see the respective websites for these or later versions; direct links to the latest 
versions are available on the Institute of Education http://www.ioe.ac.uk/ethics/. 
 
Disclosure and Barring Service checks  
If you are planning to carry out research in regulated Education environments such as 
Schools, or if your research will bring you into contact with children and young people 
(under the age of 18), you will need to have a Disclosure and Barring Service (DBS) 
CHECK, before you start. The DBS was previously known as the Criminal Records Bureau 
(CRB) ). If you do not already hold a current DBS check, and have not registered with the 
DBS update service, you will need to obtain one through at IOE.  Further information can 
be found at 
http://www.ioe.ac.uk/studentInformation/documents/DBS_Guidance_1415.pdf 

 
Ensure that you apply for the DBS check in plenty of time as will take around 4 weeks, 
though can take longer depending on the circumstances. 
 
Further references 
The www.ethicsguidebook.ac.uk website is very useful for assisting you to think through 
the ethical issues arising from your project. 
 
Robson, Colin (2011). Real world research: a resource for social scientists and 
practitioner researchers (3rd edition). Oxford: Blackwell. 
This text has a helpful section on ethical considerations. 
 
Alderson, P. and Morrow, V. (2011) The Ethics of Research with Children and Young 
People: A Practical Handbook. London: Sage. 
This text has useful suggestions if you are conducting research with children and young 
people. 
 
Wiles, R. (2013) What are Qualitative Research Ethics? Bloomsbury. 
A useful and short text covering areas including informed consent, approaches to 
research ethics including examples of ethical dilemmas.     
 
 
 
 

http://www.bps.org.uk/
http://www.bera.ac.uk/
http://www.britsoc.co.uk/
http://www.ioe.ac.uk/ethics/
http://www.ioe.ac.uk/studentInformation/documents/DBS_Guidance_1415.pdf
http://www.ethicsguidebook.ac.uk/
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Departmental use 
If a project raises particularly challenging ethics issues, or a more detailed review would 
be appropriate, you must refer the application to the Research Ethics and Governance 
Coordinator (via researchethics@ioe.ac.uk) so that it can be submitted to the Research 
Ethics Committee for consideration. A Research Ethics Committee Chair, ethics 
department representative and the Research Ethics and Governance Coordinator can 
advise you, either to support your review process, or help decide whether an application 
should be referred to the REC. 
Also see ‘when to pass a student ethics review up to the Research Ethics Committee’: 
http://www.ioe.ac.uk/about/policiesProcedures/42253.html  

Student name Maleeha Ashraf 

Student department Social Science 

Course MPhil/PhD 

Project title 
Exploring the needs of mentoring relationship 
between young academics and senior faculty 
members in higher education in Pakistan 

Reviewer 1  

Supervisor/first reviewer name Emily Gilbert 

Do you foresee any ethical 
difficulties with this research? 

No 

Supervisor/first reviewer 
signature 

 

Date  

Reviewer 2  

Second reviewer name Denise Hawkes 

Do you foresee any ethical 
difficulties with this research? 

No 

Supervisor/second reviewer 
signature 

 

Date  

mailto:researchethics@ioe.ac.uk
http://www.ioe.ac.uk/about/policiesProcedures/42253.html
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Decision on behalf of reviews  

Decision 

Approved   

Approved subject to the following additional 
measures 

 

Not approved for the reasons given below  

Referred to REC for review   

Points to be noted by other 
reviewers and in report to REC 

      

Comments from reviewers for 
the applicant 

      

Recording – 
supervisors/reviewers should 
submit all approved ethics forms 
to the relevant course 
administrator  

 

Recorded in the student information system  

If the proposal is not authorised the applicant should seek a meeting with their 
supervisor or ethics reviewer. 
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Appendix VI- PAK-UK Gateway- HEIs 
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