The Journal of the Convergence on Culture Technology (JCCT)
Vol. 6, No. 3, pp.117—124, August 31, 2020. pISSN 2384—0358, eISSN 2384—0366

http://dx.doi.org/10.17703/JCCT.2020.6.3.117
JCCT 2020-8-15

d

I gl =%
deo] ks 2l

The Effects of Mentoring Functions on New Employee’s
Job Satisfaction and Turnover Intention

0l 2%+, OS¢

’

Eun Young Lee*, Dong Yub Lee**

2 o B AT WEY sl AAUe] ARuEst oMol we] ofmg G FiA obus] s FY=IAck
o) lstel K 71909] 54 o]t AALAL Ao sk, We ke AR FFeA] Sls) FARHS A
Astich B4 s e AEAL A%, el AR Vs, 48RE A F AEAL Aol fo8 S
WAL Aom ehgon], AR Jlve] BIFE AL HARALL Fobn o|Hri tlopt Aow
gt A7 A%E mgoz waA WsEa Yt /1Y BFAA ATV o4 B WELY /s
2 e wojahn A mES A% LS AN

Abstract The purpose of this study was to discover the effects that mentoring functions have on a new
employee’s job satisfaction and turnover intention. The subjects of this study were new employees with less
than five years of experience from K company. A regression analysis was performed on the collected data to
examine the relationship between different variables. The study showed that out of the three mentoring functions
consisting of career development, psycho-social, and role model, only the career development function had any
significant effect. When the career development function of mentoring increased, the new employee’s job
satisfaction also increased while the turnover intention decreased. This data provides a basis for new employee
training in the rapidly changing business sectors.
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