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Abstract The purpose of this study was to develop a mentoring program to support the professional growth of new
nurses and to check the effectiveness. This mentoring program was developed by research teams and mentoring
professionals based on Benner's theory. The data was analyzed using SPSS 18.0 program. The average of satisfaction
of mentoring program in the mentees is 4.31 higher than mentor as 3.77. The highest scored item was ‘need of
mentoring program', the lowest one was 'mentoring program period and number of meetings'. Finally based on the
results of the research, the duration of the mentoring program was changed to the six months. A steady support of
the organizational policy about mentoring program is required to secure an outstanding nursing workforce.

Key Words : Mentoring program, New nurses, Career nurses, Organization socialization, Satisfaction
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Table 1, Satisfaction of mentee

x Vo) P
b S
= (<)

= + H o

+ s [SEN & X

+ Hs 00 B~ (SIS

| 4 H o= 3 ] 88 o8 5 &o ~© ~
S X ) = g

a4y +H H o Sy Byl &85 INES] x® > S S < ~

D3| o 88 Qo |8~ Zo | Yo ~ ~
= e < <
< ~ -

1%} = 0
%) Do > Q =
D = O O= € =
x~ = ® =2 3 ES=EES <
- » 2 o Ble2d| . = @ g g2 225L65|-522|. 8> 29
—| S = £ 0 =g = [SIES §o) o= o o = == ME.MIOCS T LE O o
£2oE |gegless |Wm§w@nmmdmm.amadmnm,mmmemmmemsmma SES£5% B
=9 o) Q=5 285 [} (e} B9 S @ 5|E& D D22 S = @ @ =) S €=
mm_uawmmmWnMwmnpomm.agkegmmm.mmaemmmwwm‘mm@ewmmmwm%mwmm%

E|S 4|37 8|55 senmumgtfswmmmmmmwmmmammewmamMewmammwmdyiu
S E2Sog®LEILER|B3(20 drmuemaM.uﬁdhiwmcemstdhceuemnCm @

o S 23 a.mwrmmomm%m 2122a0% S 3 s|FT TS & 5 s nhT 53
kmf.nemh,@rlm ST -Lsg € El o c [SIpS] 3 E
.mmmonaMOmmm SmmMVslwm g =5 s
=2 T |- 5ts 3 2.

“ass 23s HER
- [@)]
2« _
= O [o]

< £23 S8 3

S 2 SE < 53 =

2 £ Z 5
5] S8 T3 e =

= c = =
2 g

2 =

O

& o
m ol & B
Y B
N = XE )
rJ o = M
1ﬁm0
o] w o)) H
o g o
mn_vll mm.o ME ri
l
N e Hr o MJ
il X my
= = K
o) ol B ~—
! dlMﬂ . X
i oy 63
o LIOE BE —
leﬂ N —_ [«P]
Ho o 2
o < B — <
oF e Ma o
7o uf ) = =)
ok < EL il i w
it o
e %o F N N o
= o =~ o
= Y g \ ® i
= 7 T = W & A
o’ o 5 %rﬁ iy |
=T = & o B
N > o ﬂ_OI 14
o o & m
S

7F 4313301 Ak



MQIZESALO|l CHEH MIEZ! mz o] siet Sap 47
3.22 HE D._l'z—.'SE Payment method
MEd 2o A o e IEEE 34 it I I
& A3} Table 2014 BHFHE A4 Pito] 377409 aivites is o
_ . N satisfactory
o Zt B S SolA ‘T dEY A=rt st Amount paid for
tha Qs 7l 437402 73 A vehon ol menloing achty | 38 1 2 | s
w3 e} HE Bl 7H 2 A4S Btk satisfactory
- Mentoring Superiors in my
BiH oz ke H5E Hol #4 FolA WES) wE Swoon | deoeriment 10 |
; .80+
o whd S5 APk 33000 A we A4 o sumarie | g | 2| 5
.
£ 2o activities
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supportive in .
Classification ltem M£SD | Min | Max mentoring
| think follow-up activities
for mentoring 437+ 3 5 Total M£SD 377+ 21 5
system is 072 049
necessary
| think Mentoring . al o aH =|=o0 "
system is helpful 3075(; 2 5 3.3 u'lIEC! Z=20H -"Elo '—I' 7H =
for me ) — -
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Tasks of mentor Table 32 AP SAF ME 2] HAHE 8-S
in mentoring 3.80 5 5 nked sl ZHxololu)
activities are 0.76
appropriate
Duration of
mentoring 340+ ) 5 Table 3. Final draft for mentoring program
activities is 0.89
appropriate Classification Detail
The number of A system to support skilled nurse
mentor/metee 330+ with good working capacity to
meeting is 0.79 2 5 Definition of perform activities, which could impact
appropriate mentoring on new nurses in terms of
One mentor for program psychosocial function and role model,
Mentoring 3 mentees is 337+ 5 5 based on their experience,
activity appropriate 0.81 knowledge, skill and wisdom.
method There is no To achieve beneficial outcome for all,
difficulty in including mentor and mentee as well
completing 3.90+ 3 5 as whole organization, through
mentoring 0.61 mentoring system
activity diary 1) Mentee (new nurses) : expected to improve
their own confidence, level of career
N‘lriggé;%imge 3.83+ 5 5 Objectives of development, personal relations, degree of job
075 mentoring isfaction,
satisfactory satisfaction,
Mentori program organizational commitment, intention
) _gn orlng_ to retain job, etc. as their organizational
activities provide socialization is
opportunities to 3.93+
romoted.
have open-up 0.78 2 5 D
conversation 2) Mentor (experienced nurses) :
each other expected to improve their leadership
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capacity by participating mentoring
activities targeting new nurses and to
develop professional career by
promoting organizational and career
commitment.

3) Organization : expected to enhance its
organizational power and to retain
excellent nursing personnel through
qualitatively improved and settled

nursing personnel management
system, so it could seek patient
safety and quality healthcare service.

Detail of
mentoring
activities

Activities as psychological function

1) Acceptance activity based on
mutual reliability to help mentor to
respect and recognize mentee as a
human being, and to consult with
mentee for any difficulties and
mistakes caused by
unexperienceness, provide possible
solution so mentee could recover
mental stability.

course

Mentoring competence training
courses composed of
- ‘Understanding Mentoring and
Activity Strategy’ (2 hours),
- ‘Effective interviewing skill and its
application’ (2 hours),
- Coaching Skill Application Strategy’
2 hours),
- Seminar regarding mntoring
application case’ (2 hours), etc. are
required to be completed.

2) Elective Course : as an intensive

mentoring course to help mentoring

activity, composed of ‘Leadership’,
"Understanding.’

3) Psychology’, ‘Conflict Mediation’,

and ‘Stress Control' courses, etc.

which are required to be electively
completed.

2) Consultation activity involved with
sharing thoughts and interests in
relation to any urgent programs,
leading to promote mental stability

and satisfaction.

3) 'Mentorship establishment’ activity
which functions to maintain
understandable and sympathetic
relationship between mentor and
mentee

Duration
contact
method and
number of
mentoring

6 month interval after mentor-mentee
matching.

- Contact method for mentoring
activities : based on face-to—face
interview, email, mobile phone,
messenger, etc. can be used as
means of supplement.

- Face-to—face : having tea or meal,
visiting mentee’s work unit,
participating voluntary or societal or
cultural activities, etc.

- Number of contact : twice a month

Eligibility and
selection of
mentor

Activities as psychological function

1) ‘Role modeling’ activity that mentor
as a role model delivers necessary
knowledge or skills as well as
desirable patterns of behaviors,
attitudes and values in an
organization.

Mentoring
activity
support

Mentoring Day provision of financial
support for
meals, teas or coupons.

2) ‘Position-related stress control
activity to help mentee to mitigate
their stress from work.

More than 5-year experienced nurse
who voluntarily applies for mentor or
is referred or recommended by head
of nurse, and then is determined as
a mentor after review of Mentoring
Working Committee and completion of mentor
training.

Mentor
compensation
system

Reflected in the employees
performance assessment; 2-hour
voluntary work per one time of

mentoring activity.

Matching
mentor to
mentee

Skilled nurse who has working
experience relevant to the department
where mentee belongs to but who is
currently working in other department
form mentee is to be selected as a

mentor. On basis of 1:1 matching,
new nurse (mentee) is to be paired
with mentor within 4 weeks of
assignment to work unit.

Mentoring
assessment

Initial application assessment :
mentor-mentee suitability assessment
at month 2 of mentoring application

outcome assessment (end of

mentoring)

1) Mentor-mentee assessment :
mentoring quality evaluation

2) Mentee assessment :
organizational socialization (job
satisfaction, confidence, organizational
commitment, career commitment,
exhaustion, intention to retain job,
etc.)

3) Mentor assessment : leadership
organizational commitment

4) Organization assessment : job
retention rate in 1-year career
mentee (new nurse)

Time of assessment : within 1 week
right after end of mentoring

Mentor
preparation

Training courses are divided into
Mandatory Basic course and Elective
Skilled course.

Training

1) Mandatory Basic course :

bAg w2yl gl AE 3
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