


What does the nurse of the future look like?





The Facts –Worldwide
 Shortages of registered nurses in 

healthcare system is a global concern 
(WHO 2006)

 Nursing recruitment and retention are 
national priorities in many developed 
countries

 The immediate growth & sustainability 
of the nursing profession lies in the 
ability to recruit & retain the millennial 
generation
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What about Australia/Tasmania?
 Australia’s Future Health Workforce – Nurses Report, 2014, 

projected 

 a shortfall of 85,000 nurses by 2025,

 increasing to 123,000 by 2030

 Tasmanian demographic profile - December 2019

 Headcount of nurses & midwives was 7,498 with an FTE of 
3,696. 

 Prediction 2020-2024 Staffing Exiting THS

 13 % (946 aged 60yrs and over) by end of 2020

 25% (1,836 aged 56yrs and over) within the next four years. 

 Areas at high risk Mental Health, Community Hospitals, CHAPS

 Regional Demographics within next 12mths

 North West (14 % aged 60 years or over) 

 North (13 % aged 60 years or over )

 South (12 % aged 60 years or over )
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Maslow's Hierarchy of Needs
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“A gem is not polished 
without rubbing, nor a 

person perfected 
without trials” 

 This proverb translates to 
“Meaning that even if you 
have great talent, it won’t 
shine unless you go through 
difficulties to hone it”. Just 
like how a gem in a rock 
wouldn’t shine unless 
someone works to polish it.

Picture of a gem removed



Characteristics of our New Nurses/Midwives

Generic Characters are:

 They re confident,

 Technology orientated

 Team players

 Have non liner learning styles.

 Accustomed to constructive feedback 

and positive reinforcement
(Montenery et al 2013)

Who are they as nurses?

 Desire to make a differences in the 
lives of others

 They remember connectiveness with 
patients rather than the dressing or IV 
they just did

 The desire to be a good nurse and 
provide holistic care

 Not task orientated

 Want work/life balance

The number of millennials ( born after 1980 and before - 2000) have now overtaken the baby boomers 



Mentoring - What does it mean?
• “Mentor” originated in Greek mythology

• Vance in 1980 to present- mentoring provides a clear tool for nursing 

leadership development

• Grew in popularity in the 1990’s

• Today part of corporate culture and success

• Originally seen as a dyad relationship model (mentor and protégé)

• Mentoring is  now seen as a triad relationship. (mentor, protégé & 

organizational) (Weese et al., 2015)

• Related definitions can be mistakenly used interchangeably
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Common Challenges 
 Lack of communication

 Time constraints

 Poor preparation of both the mentor and mentee

 Organisational constraints
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Establishing our Mentor Relationship

 Develop a mentoring plan

 Facilitate mentoring relationship

 Monitor mentoring relationship

 Evaluate effectiveness of mentoring
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Prepare a 
mentoring plan 
and agreement 

between the 
mentor and 
learner that 

reflects the scope 
and substance 

expected within 
the relationship

 ACN Mentoring Program for Emerging Nurse Leaders  

 

Objective: 

 

The objective of the mentoring program is to provide Emerging Nurse Leaders (ENL) with the 

opportunity to access support from experienced ACN members in progressing their nursing careers 

to enable:  

• further understanding of their own leadership potential 

• insight into professionalism of nursing 

• professional networking 

 

Mentee Name:   Erin Mercieca  

Mentor Name:  Sue Hughes  

 

Period of mentoring partnership  

The term of this Mentoring Agreement will be from: 15/10/19  until   31/7/20 

Our goals for this mentoring relationship are: 

• Submit an abstract for a conference 

• Develop presentation for a conference 

• Development of an article for ACN publication 

• Apply knowledge of project management by implementing it into clinical practice 

• Debrief about transition to nursing practice and discuss resilience strategies 

• Discuss how to start a communities of interest group surrounding ‘Women’s and Children’s 
Health’ 

• Professional Portfolio development 

Our expectations of how we will achieve these goals are: 

• Regular communication. 

• Being respectful of each other’s suggestions. 

• Recording progress via above progress table.  

Meeting times (frequency and duration) and other methods of communication: 

• Weekly emails 

• FaceTime once a fortnight  

How we will record and monitor our progress: 

• Using the ‘flagging’ colour system in the above progress table. 

 
Confidentiality 

We agree to keep everything that is said within the mentoring relationship confidential. 





How did we kick the goals?
Facilitate mentoring relationship
• Discuss expectations/responsibilities
• Times to meet/frequency/contact type
• Set goals with time frames
• Establish length of relationship

Monitor mentoring relationship
• Regular checks
• Meeting needs of the mentee/mentor
• Engagement/Relationship working?
• Goals still relevant

Evaluate effectiveness of mentoring
• Goals met
• Feedback to each other
• Any follow-up
• Ending the relationship
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Lets hear from Erin





Benefits of Mentorship
Mentee

• Helps build resilience                                    
• Expectations and reality checks
• Reduces isolation in a new environment 
• Enables reaching full potential
• Supports from outside their environment
• Learns to build confidence in what they 

know and start to trust self
• Develops a career progression path.
• Improves skills at a faster pace.
• Establishes rapport and opens the line of 

communication with senior leadership

Mentor

• Gains insight into skills and knowledge 
of the mentee, which aids in 
identifying, nurturing, and retaining 
talent.

• Identifies career challenges employees 
may be facing in the workplace.

• Enhances own communication skills, 
especially listening.

• Learns about current issues facing 
early career nurses

• Gains an insight into your own abilities 
and what you can give



In Summary

Mentoring Programs:

• Enhance nurse retention
• Provide one  creative approach to address nursing shortages by attracting nurses to 

the workforce
• Reduces costs from significant turnover
• Supports the adage of the profession should “grow its own”
• Fosters learning opportunities, networking and cultivating a spirit of collaboration.
• Has benefits for the mentee and mentor



• Nurture our workforce
• Build resilience
• Account for generational differences
• Put in place strategies that support 

nurses & midwives stay in the 
profession

• Treat each other as valued individuals 
and promote safe practice

• Promote  and engender effective 
teams

Look after our nursing and 
midwifery ‘gems’ and inspire 
them for the future

In Conclusion
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