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	相關論文		★ 組織因素、個人分享動機及知識特性對知識分享之影響	★ 企業實施在職導師制度對於人力資源發展的影響
	★ 內外控人格特質及工作環境因素對訓練遷移成效之影響-以師徒制教導為中介變項	★ 管理教練技能對員工工作績效之影響─以員工情緒智力為干擾變項
	★ 管理教練技能對工作績效之影響—以工作投入為干擾變項	★ 人力派遣行業招募管理師專業職能量表之建立
	★ 訓練遷移因素對客服中心新進客服人員職前訓練遷移成效之影響	★ 部屬認知之管理教練技能對部屬個人工作投入的影響—以工作滿足為中介變項
	★ 組織承諾對師徒功能認知與組織公民行為之中介效果 ---- 以台灣高科技產業為例	★ 師徒功能認知對職場個人學習之影響─以中央人資所企業導師制度為例
	★ 影響員工外派意願之因素探討-以工程顧問公司為例	★ 管理教練技能對員工工作投入之影響—以員工情緒智力為中介變項
	★ 師徒功能認知對工作績效之影響-以組織承諾為中介變項	★ 跨國知識移轉僵固因素對知識分享意願之影響-以台灣外資企業外派人員為例
	★ 以工作敬業貢獻為中介變項探討管理教練技能對工作績效之影響	★ 管理教練技能對職業承諾之影響 – 以知覺組織支持為中介變項
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	摘要(中)	國立中央大學人力資源管理研究所（簡稱中央人資）每年邀請企業資深人力資源主管擔任碩二學生的企業導師（簡稱企導），企導提供了教練和良師的功能，企導與導生相處時教導的範圍包括了學校課業、未來職業方向、工作態度等和生活上所遭遇的各種困難。企導確實提供了許多師徒功能文獻中所論述的三大支持性功能，因此本研究希望了解在回饋接受度調節下，師徒功能認知和職場個人學習的關係，並且了解中央人資企導制度對畢業生在未來職場上是否有所幫助，並且提供建議和改善方針使中央人資所企導制度更加完善。 本研究主要以275校友為研究對象，以校友在學期間所獲得的師徒功能認知為自變數，回饋接受度為調節變項，以了解在回饋接受度調節下，師徒功能認知對職場個人學習的影響。研究結果顯示三大師徒功能之角色楷模功能對相關工作學習有影響，若回饋接受度高，角色楷模功能對相關工作學習影響愈強。 尌研究建議而論，首先建議中央人資企導制度應該導入媒合制度，幫助企導和導生找到適切的良師和益友，實現教學相長；其次考慮將企導制度加入人資所正式課程，並給與學生此門學業成績來衡量學生所學；最後在企導制度改進上，於學期末時，建議企導和導生填寫滿意度調查表，使企導制度實施概況更容易被掌握。



	摘要(英)	The Graduate Institute of Human Resource Management at the National Central University annually invites senior HR managers of corporations to act as mentors for the second-year graduate students. Mentors provide functions of coaching and mentoring, such as discussing school work with students, providing direction of career development to students, discussing job attitude and difficulties in life with students, and so forth. As mentioned above, mentors provide students with three supportive functions depicted in many references about mentoring; therefore, this research aims to understand the relationship between perceptions of mentoring functions and workplace individual learning and how they interact when feedback acceptance moderates the process. More importantly, this research mainly evaluates if mentor is beneficial to graduates’ workplace learning in future workplace. A total of 275 alumni are surveyed in this research. Perceptions of mentoring functions alumni acquired during their second year of graduate school are defined as an independent variable, feedback acceptance defined as a moderating variable, and this study examines how perceptions of mentoring functions influence workplace individual learning. The results indicated role modeling influences relational job learning, and it strongly influences relational job learning when feedback acceptance is high. As far as research suggestions are concerned, firstly, fit mechanism should be introduced in the mentoring system, which further helps mentors and achieves learning by teaching. Secondly, it is suggested that mentor is introduced in the formal curriculums of Graduate Institute of Human Resource management. Finally, aimed at improvement of mentoring system, it is suggested that mentors and protégés fill out the satisfaction surveys at the end of the program of mentoring. Accordingly, implementation process of mentoring can be better understood.



	關鍵字(中)	
      	  ★ 回饋接受度
★ 職場個人學習
★ 師徒功能認知
★ 師徒教導	關鍵字(英)	
      	  ★ Feedback acceptance
★ Mentors
★ Perceptions of mentoring functions
★ Workplace individual learning
	論文目次	圖目錄 ·················································· v


表目錄 ·················································· v


第一章 緒論 ············································· 1


第一節 研究背景和動機 ··································· 1


第二節 研究目的 ········································· 2


第二章 文獻探討 ········································· 3


第一節 師徒關係 ········································· 3


第二節 職場個人學習 ···································· 10


第三節 師徒功能認知和職場個人學習之相關理論和研究 ······ 12


第三章 研究方法 ········································ 16


第一節 研究架構 ········································ 16


第二節 研究假設 ········································ 17


第三節 研究對象 ········································ 17


第四節 統計分析方法 ···································· 18


第五節 研究工具  ······································  19


第六節 操作性定義 ·······································25


第四章 研究結果 ········································ 27


第一節 研究變項之敘述性統計 ···························· 27


第二節 師徒功能認知與職場個人學習之關聯性分析 ·········· 29


第三節 師徒功能認知與職場個人學習之迴歸分析 ············ 31


第五章 結論與建議 ······································ 38


第一節 研究結果 ········································ 38


第二節 管理意涵 ········································ 39


第三節 對中央人資企導制度建議 ·························· 39


第四節 未來研究和建議 ·································· 40


參考文獻 ··············································· 42


附錄 ··················································· 46



	參考文獻	吳美連，1995。找一位師父-師徒關係對女性工作適應與職業晉升的


影響，T&D飛訊，第三 十五期。


林佳暖，1995。師徒關係與組織承諾。國立中央大學人力資源管理


研究所未出版碩士論文。


黃俊勳，2000。國中學生與犯罪少年社會支持與刺激忍受力之相關


研究。國立彰化師範大學教育研究所未出版碩士論文。


黃瓊玉，1995。師徒功能認知、工作滿足與組織公民行為關聯性之


研究。私立中原大學企業管理學系碩士論文。


陳玉樹，謝宜栴，2008。師徒功能對工作績效的影響:以職場個人學


習為中介效果，中正教育 研究，第七卷第二期，65-96。


陳易汝，2009。360 度評量受評者接收回饋後認知反應歷程之探


討。國立中央大學人力資源 管理研究所未出版碩士論文。


詹秀蓉，2008。師友制度實施歷程與學習成效之研究-以元智大學


YeSir師友計畫為例。私立 元智大學管理研究所未出版碩士論


文。


劉怡蘭，2006。師徒關係對組織社會化的影響。國立中央大學人力


資源管理研究所碩士論文。


Allen, T. D., Eby, L.T., Poteet, M. L., Lentz., E., &


Lima, L. (2004). Career benefits associated with


mentoring for protégé: A meta-analysis. Journal of


Applied Psychology, 89(1), 127-136.


Allen, T. D., Russell, J. E. A., & Maetzke, S. B. (1997).


Formal peer mentoring: Factors related to prote´ge´


satisfaction and willingness to mentor others. Group


and Organization Management, 22(4), 488–507.


Allen, T. D. & Eby, L. (2004). Factors related to mentor


reports of mentoring functions provided: gender and


relational characteristics. Sex Roles, 50(1/2), 129-


139.


Anseel, F. & Lievens, F. (2009). The mediating role of


feedback acceptance in the relationship between


feedback and attitudinal and performance outcomes.


International Journal of Selection and Assessment, 17


(4), 362-376.


Bandura, A. (1986). Social foundations of thought and


action: A social cognitive theory. Englewood Cliffs,


NJ: Prentice Hall.


Chao, G. T., Walz, P. M., & Gardner, P. D. (1992). Formal


and informal mentorships: a comparison on mentoring


functions and contrast with nonmentored counterparts.


Personal Psychology, 45(3), 619-636.


Coleman, J. S. (1990). Foundation of social theory.


Cambridge, Massachusetts: The Belknap Press of Harvard


University Press.


Cohen, S. & Mckay, G. (1985). Stress, social support, and


the buffering hypothesis: A theoretical analysis.


Handbook of Psychology and Health Hillsdale, NJ:


Lawrence Erlbaun.


Cotton, J. L., Ragins, B. R., & Miller, J. S. (2000).


Marginal mentoring: the effects of type of mentor,


quality of relationship, and program design on work


and career attitudes. The Academy of Management


Journal, 43(6), 1177-1194.


Cutrona, C. E. & Russell, D. W. (1990). Types of social


support and specific stress: Toward a theory of


optimal mating. Social Support: An Interactional View


New York: John Wiley.


Douglas, A. C. (1997). Formal mentoring program in


organizations. North Carolina: Center for Creative


Leadership Greensboro, NC.


Dreher, G. F. & Josephine, A. C. (1998). Gender, mentoring


experiences, and salary attainment among graduates of


a historically black university. Journal of Vocational


Behavior, 53(3), 401-416.


Dubrin, A . J. (1993). Applying psychology: Individual and


organizational effectiveness. London: Prentice Hall.


Ehindero, S. & Francisca, A. J. (2006). An analysis of


mentoring relationships among teachers: A case study


of olafemi awolowo university. International Journal


of Evidence Based Coaching and Mentoring, 4(1), 20.


Ensher, E. A. & Murphy, S. E. (1997). Effects of race,


gender, perceived similarity. Journal of Vocational


Behavior, 50(3), 460-481.


Glass, N. & Walter, R. (2000). An experience of peer


mentoring with student nurse: Enhancement of personal


and professional growth. Journal of Nursing Education,


39(4), 155-160.


Hayes, J. & Allinson, C. W. (1998). Cognitive style and


the theory and the practice of individual and


collective learning in organizations. Human Relations,


51(7), 841-871.


Horner, C. J. (2002). Executive coaching: The leadership


development tool of the future, University of London,


The management School.


Kammeyer-Muller, J. D. & Judge, T. A. (2008). A


quantitative review of mentoring research: Test of a


model. Journal of Vocational Behavior, 72(4), 418-452.


Kay, F. M. & Wallace, J. E. (2009). Mentors as social


capital: Gender, mentors, and career rewards in law


practice. Sociological Inquiry, 79(4), 418-452. Kerry, T. & Mayes, A. (1995). Issues in mentoring. London: The


Open University Press.


Kram, K. E. (1983). Phases of the mentor relationship.


Academy of Management Journal, 26(4), 608-625. Kram, K. E. (1985). Mentoring at work: Developmental


relationships in organizational life. Glenview: Scott,


Foresman.


Kram, K. E. (1996). A relational approach to career development. San Francisco: Jossey-Bass. Lankau, M. J. & Scandura, T. A. (2002). An investigation of personal learning in mentoring relationships: Content, antecedents, and consequence. Academy of Management Forum, 45(4), 779-790.


Ostroff, C. & Kozlowski, S. W. J. (1993). The role of


mentoring in the information gathering process of


newcomers during early organizational socialization.


Journal of Vocational Behavior, 45(4), 849-874. Parker, P., Douglas, T. H., & Kram, K. E. (2008). Peer


coaching: A relational process for accelerating career


learning. Academy of Management Learning & Education, 7


(4), 487-503.


Ragins, B. R. & Scandura, T. A. (1995). Gender differences


in expected outcome of mentoring relationships.


Academy of Management, 37(4), 957-971.


Rawsn, M. (2001). Learning to learn: More than a skill


set. Studies in Higher Education, 25(2), 225-238.


Rosser, M. & King, M. (2003). Transition experiences of


qualified nurses moving into hospice nursing. Journal


of Advanced Nursing, 43(2), 206-215.


Scandura, T. A. & Williams, E. A. (2001). An investigation


of the moderating effects of gender on the


relationships between mentorship initiation and


protégé perceptions of mentoring functions. Journal of


Vocational Behavior, 59(3), 342-363.


Scandura, T. A. (1992). Mentorship and career mobility: An


empirical investigation. Journal of organizational


behavior, 13(2), 169-174. Scandura, T. A. & Ragins, B.


R. (1993). The effects of sex and gender role


orientation on mentorship in male-dominated


occupations. Journal of Vocational Behavior, 43(3),


251-265.


Scott, T., Miguel, A. Q., & Ann, A. A. (2002). Computer-


adaptive testing: The impact of test characteristics


on perceived performance and test takers’ reaction.


Journal of Applied Psychology, 87(2), 320-332. Tonidandel, S., Avery, D. R., & Mckensy, G. P. (2007).


Maximizing returns on mentoring factors affecting


subsequent performance. Journal of Organizational


Behavior, 28(1), 89-110.


Turban, D. B. & Dougherty, T. W. (1994). Role of protégé


personality in receipt of mentoring and career


success. Academy of Management, 37(3), 688-702.


Thomas, D. A. (1993). Racial dynamics in cross-race


development. Administrative Science Quarterly, 38, 169-


194.


Viator, R. E. (2001). The association of formal and


informal public accounting mentoring with role stress


and related job outcomes. Accounting Organizations and


Society, 26(21), 73-93.


Wanberg, C. R., Muller, J. K., & Marchese, M. (2006).


Mentor and protégé predictors and outcomes of


mentoring in a formal mentoring program. Journal of


Vocational Behavior, 69, 410-423.


Willbur, J. (1987). Does mentoring breed success?.


Training & Development Journal, 41(11), 38-41.


Zey, N. G. (1984). The mentor connection. Homewood, IL:


Dow jones-Irwin



	指導教授	
      	  郭敏珣(Min-hsun Kuo)
      	 	審核日期	2010-7-18
	推文	
      	  [image: ]facebook   [image: ]plurk   [image: ]twitter   [image: ]funp   [image: ]google   [image: ]live   [image: ]udn   [image: ]HD   [image: ]myshare   [image: ]reddit   [image: ]netvibes   [image: ]friend   [image: ]youpush   [image: ]delicious   [image: ]baidu   
      	 
	網路書籤	
      	  [image: ]Google bookmarks   [image: ]del.icio.us   [image: ]hemidemi   [image: ]myshare   
      	 


  

  











若有論文相關問題，請聯絡國立中央大學圖書館推廣服務組 TEL:(03)422-7151轉57407，或E-mail聯絡
	       - 隱私權政策聲明



	
