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Abstract

Purpose: The purpose of this study was to identify variables that influence the role performance,
and clarify the relationship between variables in role transition process of new nurse managers.
Method: This study was a cross-sectional quantitative study using self-administered questionnaire
for 935 new nurse managers who worked in domestic hospitals, and ten measurement tools were
used. Three hypotheses were set to identify variables that affected the role performance of the new
nurse managers. 1) "Career development”, “preparation for role transition™ and “supporting
organization culture™ were related to "competency of role performance”, whereas "supporting
organization culture™ enhanced "competency of role performance” of new nurse managers by
providing "role transition support®.  "Pre-role training"” directly increased “"competency of role
performance”. 2) "Ending of role transition” was affected by “career development”, "decision-
making" and "pre-role training”.  3) "Ending of role transition" was affected by "Competency of
role performance”. Data analysis was performed using SPSS Statistics \ersion 24.0 for Windows
and AMOS version 24.0.  The study received approval (number:; 18-A001) from St. Luke’s
International University’s institutional review committee.

Results: The 512 responses (86.2%) was analyzed. As a result of the hypothesis verification, it
was indicated that “career development", "supporting organization culture", "role transition support"
and "pre-role training" influenced "competency of role performance", whereas "career
development", “decision making” and "pre-role training™ influenced “ending of role transition".
"Supporting organization culture™ enhanced “competency of role performance” of new nurse
managers by providing "role transition support”.  Finally, a role transition model for new nurse
managers was constructed.

Conclusion: Supportive organization culture in hospitals, extensive supports and pre-role tanning
increased new nurse manager competency of role performance and knowledge utilization. Even if
new nurse managers with high nursing management performance thought that their role transition was
still ongoing, it had actually ended. Contrary, new nurse managers with low management

performance had tendency to judge their role transition finished. The role transition model for new

nurse managers are useful as a tool to support the new nurse manager to proceed to the next step.



