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Abstract

Purpose: The purpose of this study was to identify the effect of a mentoring program
as a strategy for the retention of clinical nurses, Method: Research subjects were 20
mentors, 20 mentees and 22 clinical nurses for a control group of mentees, A
mentoring program was developed by an expert committee and applied to the
experimental group for six months, Data were collected at three and six months after
the application of the program from September, 2008 to March, 2009, Data were
analyzed using x “test, t-test, Repeated Measures ANOVA, One-way ANOVA in
SPSS/Win 150 Program, Results: Job satisfaction, organizational commitment,
empowerment, and carrier commitment in the mentees of the experimental group were
significantly higher than the nurses of the control group. Intention of resignation in
mentees of the experimental group were significantly lower than the nurses of the
control group. Also, there were significant interaction between the groups and the times
of measurements in all variables, Conclusion: The mentoring program showed positive
impact on the variables for maintenance of clinical nurses, Recommendation: Based on
these findings, retention strategies using mentoring programs were recommended to
reduce clinical nurses' resignation and improve the competency of clinical nurses that
leads to the productivity of nursing organizations,
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Group Pretest Mentoring program Posttest 1 Mentoring program Posttest 2
Control group Yci Yeo Ycs
Experimental group Yes X Yer X Yes

X: Mentoring program

Y: Job satisfaction, Organizational Commitment, Empowerment, Career Commitment, and turnover intention
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Month Time Division

Contents of program

Special lecture about mentoring

Orientation about the mentoring program
Group Ceremony of connecting mentor with mentee

1 1st

Program - Mentor-mentee connecting(draw lots)
- Ice breaking between mentor and mentee

- Pretest

(Working distress counseling)
2nd Individual program - Listening, conversation, counsel, using e-mail, telephone, and SMS

- Writing daily record of mentoring

(Job activity distress counseling)
3rd Individual program - Listening, conversation, counsel, using e-mail, telephone, and SMS
- Writing daily record of mentoring

(Leisure activity : bowling Group 1)

S 4 Group program (Leisure activity : bowling Group 2)
(Workshop I: mentor interim reporting)
- Sharing mentoring experience
2l CLiE) eI - Advising supplement of program
4 - Posttest 1

(Personal distress counseling)
6th Individual program - Listening, conversation, counsel
- Writing daily record of mentoring

(Culture experience & leisure)
7th Individual program - Sharing the feeling after watch a movie, concert, and sports game

- Writing daily record of mentoring

(Writing letters to each other)
8th Individual program - Writing letters(mail or e-mail)
- Writing daily record of mentoring

(Cheering working up)
9th Individual program - Visiting the office or ward and encouraging
- Writing daily record of mentoring

10th

Group program

(Workshop II: Ceremony of termination)
- Sharing mentoring experience

- Program evaluation

- Posttest 2

(Figure 1) Schedule of the mentorting program for participants
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1, cHate| aky E4 3 SEM AS
dAte] FEdHEe AT 24.95+

+1.33A2 Yepal, Fa2FIRke %‘?ﬂ% 32.60+9.5671¢€,
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(Table 2) Baseline characteristics of the subjects & homogeneity between experimental and control group (N=42)
Experimental group Control group
Variable Classification (N=20) (N=22) X or t p
N(%) N(%)
Age Mean(years) 2495 2518
(SD) (1.10) (1.33 0.616 437
Career Mean(months) 3260 3164
(SD) (9.54) (10.48) 0.918 344
Working unit General Ward 13( 65.0) 16(72.7) 2311 3%
ICU 5( 25,0 6(27.9)
Out patient/Others 2( 10.0) 0( 0.0)
Religion Christian 12( 60.0) 16(72.7) 1814 612
Catholics 2( 10.0) 1( 4.5)
Buddhist 1( 5.0 0( 0.0
None 5( 25.0) 5(22.7)
Education College 9( 45.0) 9(40.9) 0.072 789
> University 11( 55.0) 13(59.1)
Marital status Married 0( 0.0 1( 4.5) 0,931 335
Unmarried 20(100.0) 21(95.5)
' ) Mean(point) 262 268
Job satisfaction (D) 0.32) (039) 0.463 500
L . Mean(point) 3.42 3,77
Organizational commitment (D) (0.84) (052 2,757 105
Mean(point) 280 297
Empowerment (D) (0.46) (039) 1.808 186
. Mean(point) 2.86 272
Career commitment (SD) 0.52) ( 050) 0,736 396
. ) Mean(point) 3.61 3.27
Turnover intention (D) 0.53) (0.48) 5,045 030
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(Table 3) Effect of mentoring program on job satisfaction, organizational commitment, empowerment, career commitment and

turnover intention in mentees

Pretest Posttest 1 Posttest 2
Variables Mean(SD) (after 3 months) (after 6 months) E p
Mean(SD) Mean(SD)
Job satisfaction Group 6758.041 .000
Exp(N=20) 2.62(0.32) 2.92(0.21) 291(0.19) Time 5579 005
Cont(N=22) 2.68(0.33) 2.73(0.27) 2.68(0.40) GxT 4405 015
Organizational commitment Group 4767078 .000
Exp(N=20) 3.42(0.84) 4.20(0.41) 4.03(0.38) Time 10,819 000
Cont(N=22) 3.77(0.52) 3.89(0.35) 3.80(0.47) GxT 6.588 002
Empowerment Group 5765943 .000
Exp(N=20) 2.80(0.46) 3.10(0.33) 3.03(0.28) Time 1810 170
Cont(N=22) 2.97(0.33) 2.90(0.30) 291(0.32) GxT 4828 010
Career commitment Group 2484 373 000
Exp(N=20) 2.86(0.52) 3.06(0.34) 2.98(0.41) Time 1.339 268
Cont(N=22) 2.72(0.50) 2.76(0.46) 2.72(0.52) GxT 0.662 519
Turnover intention Group 44638077 .000
Exp(N=20) 3.62(0,53) 3.05(0.41) 3.13(0,50) Time 2981 056
Cont(N=22) 3.27(0.48) 3.41(0.48) 3.33(0.52) GxT 7.084 001

Exp : Experimental group, Cont : Control group
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(Table 4) Effect of mentoring program on job satisfaction, organizational commitment, empowerment, career commitment. and

turnover intention in mentors (N=20)
Posttest 1(B) Posttest 2(C)
Variables ;r:;i?;(g; (after 3months) (after 6months) F p
Mean(SD) Mean(SD)
Job satisfaction 2.86(0.38) 3.13(0.28) 3.22(0.39) 5550 .006
(A(C) 009
Organizational commitment 4 60(0.94) 5.17(0.76) 5.02(0.84) 2438 096
Empowerment 3.02(0.37) 3.46(0.44) 3.44(0.34) 8185 001
(A{B) 003
(A(C) 005
Career commitment 3.26(0.75) 3.62(0.64) 3.55(0.64) 1.605 210
Turnover intention 2.92(0.83) 2.46(0.80) 2.59(0.72) 1811 173
(A(B), (A{C) : Post Hoc test
Mentee Mentor
45 55 —&—Empowerment
! ) S s S 5 e |
A /5. . e
3 | . __ 4 —&— Organizational
— 3.5 Commitment
g 15 3 4@
§ 2 2.5 - = ~g— Career Commitment
15 2
1 15
1 —4#— Job Satisfaction
0.5 - 05
0 0
pretest posttest 1 posttest 2 pretest posttest 1 posttest 2 —=—Turnover Intention

(Figure 2) Effect of mentoring program for mentees & mentors on job satisfaction, organizational commitment,
empowerment, career commitment, and turnover intention
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