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development of nurses at all levels and can be a positive force in a nurse leader’s

Mentors felt that this was a way to give back to the nursing profession, and a way

Many mentees related their feelings of vulnerability. Some were new leaders who
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MENTOR the mentors. Mentors supported and encouraged the mentees to continuously

« Qualitative descriptive design

* Focus Group and Individual Interviews of mentors and mentees

« Purposive Sample: 13 Mentors and 14 Mentees who participated in 2 cohorts
of the MP program

« |RB approval and informed consent obtained

» Court reporters recorded and transcribed the interviews verbatim

* Mentors and mentee focus groups conducted separately

* 5 Question Interview Guide used

Interview Questions:

. What was your role in the mentor/mentee relationship?

« Giving Back
 Rewarding and Energizing
« Concrete Guidance

* Not Always a Good Fit
» Sources of Conflict

» Goal Setting

* Nourishing the Mentee.

4 Mentee Themes identified:

* Mentorship program as a lifeline for the mentee
* Moving from reluctance to reliance

» Instilled courage
» Gaining confidence

evolve when they asked, “What is next?” Goals evolved and were mutually shaped.

Nourishing the Mentee
Mentors identified potential in the mentees and saw the opportunity to encourage
self-awareness in the mentee. If the mentee was in a new role as a nurse
manager, or aspired to be promoted in a new role, the mentee sometimes had a
need for positive reinforcement. Sometimes the mentee asked for validation related
to the way a challenging situation was addressed.

Connected for Life

The nurse mentorship program created and implemented by ONL NJ leaders
provided an effective mechanism to link novice and experience nurses. This study
provided insight to perspectives of both mentors and mentees with regard to value
of the mentor relationship.

The mentorship program provided a springboard for building life-long relationships
between many of the mentorship pairs. There were exceptions and rarely
mentee/mentor pairs were not the best fit. Overall comments were positive and
tangible benefits were expressed by both mentees and mentors. Thus, the ONL NJ
mentorship program provides a framework for successful mentoring.

. Tell me about your experience overall. Although the “official” mentorship was ending, the dyads would be connected for

the rest of their careers. The mentees felt that they would call the mentors for
advice in the future and they would continue to enjoy lifelong friendship.
“It's not something that just ends, it continues and is so wonderful.”

. What did you learn from the mentor/mentee experience? THE MOST IMPORTAINT

THINGS I LIFE ARE
THE COMNMNECTIONS
YOuU MAKE WITH
OTHERS - rowm roro

Joint Theme:

. What would you have liked to experience differently?

. What are your thoughts about continuing the program for future e Connected for Life a Mentor/Mentee
mentor/mentee pairs-

Special thanks to the Organization of Nurse Leaders NJ Mentorship Committee
who designed, implemented and continue to improve the Mentorship program.
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