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the Mobile Telecommunication Company of Iran. The research method is mixed
(qualitative-quantitative) and in terms of strategy is case study. To achieve this, after reviewing
the mentoring literature community, interview questions were designed and after
confirming the validity of the questions, 15 people with expertise in the field of human
resource development, especially mentoring, were interviewed by purposive sampling. Then,
the results of the interviews were analyzed by theme analysis method using Brown and
Clark approach and the factors affecting the implementation of the mentoring process in 9
sub-categories and 3 main categories; Benefits for Mentee, Benefits for Mentor and
Benefits for Organization were provided. Then, in the quantitative stage of the research, these
main and sub-categories were measured using fuzzy hierarchical analysis technique. The
results of the research in the second step of the research showed that the category of
"Benefits for Mentee" was the most important among the three main categories of benefits of
the mentoring process in the Mobile Telecommunication Company of Iran. After that,
the categories of "Benefits for Organization” and "Benefits for Mentor" are in the second
and third ranks.
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1. Introduction capability of employees and the performance of
As employees gain experience and grow in their the organization (Termini et al., 2021).
careers; Experiencing anxiety and fea_r in the face Despite all the advantages mentioned for the
Therefore, guidance from a competent mentor is a lack of studies in the field of mentoring
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(Scerri et al. 2020). Despite the fact that in other
countries, mentoring has been considered as one
of the effective and modern approaches to the
development of human resources of the
organization and especially the development of
managers, but this method has not been used as it
should be in Iranian organizations. One of the
reasons for this is the lack of recognition of
Iranian organizations with large and complex
dimensions of mentoring as a human relationship.
As long as organizations are not aware of the
various dimensions of mentoring and the factors
that affect its success, they will either not take
action to implement it or their actions will fail.
Among all types of organizations, mobile
operators are one of the most prominent examples
of knowledge-based service organizations that
have been able to establish themselves well. The
rapid growth of technology and the competitive
market, the range of services offered in this
industry, is becoming more diverse day by day,
and mobile operators are each seeking to increase
their customers' consumption and consumption
by providing more creative and attractive
services. Such an industry requires specialized
and capable staff and managers.

Therefore, the present study seeks to identify the
consequences of mentoring program in the first
mobile company and will ultimately rank these
consequences.  Considering  that  various
researches in the field of mentoring and its
benefits have been conducted at the international
level; but a comprehensive study examining all
the implications of mentoring for the
organization, mentors, and mentors was a
theoretical vacuum that motivated researchers to
conduct qualitative research in this area. On the
other hand, in order to determine which of the
consequences and results of mentoring has a
higher priority and importance, a quantitative
approach was performed using fuzzy hierarchical
analysis technique.

2. Research Methods

This research is considered as a mixed research
and is considered as an applied research in terms
of identifying and analyzing the consequences of
the successful mentoring process. It is a case
study in terms of strategy and also pragmatic in
terms of paradigm. In the first step of the
research, in-depth and semi-structured interviews

were used to collect data. Accordingly, the
mentoring literature and its implementation
process were examined internationally. Then,
based on these analyzes, interview questions
were formed and with 15 experts in the field of
human resource development, especially
mentoring, using purposive sampling method; an
in-depth interview took place.

In the second step of the research, fuzzy
hierarchical technique was used to rank the
consequences of mentoring process in Hamrah
Aval Company. Hierarchical analysis technique
is a decision-making method related to the goal
of decision makers to solve complex multi-
criteria problems.

3. Results

Findings of the research in the first stage of the
research which was done using theme analysis; It
shows that the consequences of mentoring
include 3 main categories, 9 sub-categories and
27 subcategories. The 9 sub-categories of
mentoring outcomes in the first mobile company
are: self-awareness, motivation for self-
development, competency development,
learning, networking, and internal satisfaction,
improving attitudinal characteristics, developing
communication skills and strengthening the
learning environment. Finally, these 9 sub-
categories were divided into three main
categories: benefits for Menti, benefits for the
mentor, and benefits for the organization, and
they were ready to enter the second step of the
research, which is the ranking of the main and
sub-categories.

The research findings in the quantitative part
show that the consequence of "benefits for manti"
of the mentoring process (Cl) with weight
(0.362) is the most important result of the
effective implementation of the mentoring
process in the statistical population studied.
"Benefits for the organization" (C3) and
"Benefits for the mentor"” (C2).

4. Conclusion

The issue of mentoring in Iranian organizations is
one of the new topics that few organizations are
trying to implement. In addition, due to the
limitations that exist, the implementation of
mentoring in the real sense faces many
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complexities and challenges. Mentoring has
different consequences for the organization. In
this regard, various benefits for implementing the
mentoring process in research have been explored
and identified. In addition to the benefits and
results that the implementation of mentoring has
had for the mentor, Menti and the organization
under study, the results will undoubtedly help a
lot in initiating and implementing this new
development approach in other Iranian
organizations.

The main category of benefits for manti has
the most weight. According to the main purpose
of mentoring in the first mobile company, which
was to identify the strengths and weaknesses of
the mantis; the findings of the quantitative section
of the study also confirm this. Therefore, in this
regard, the managers of Hamrah Aval Company
are recommended to pay the most attention to the
selection of learners who are concerned about
their personal and organizational development, to
be diligent in  selecting  experienced,
knowledgeable and highly qualified mentors, and
to communicate well and Establish friendship and
reciprocity between mentors and mentees.
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