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Purpose: The purpose of this study was to investigate relationships among intention of retention, nursing organ-
izational culture, empowering leadership and organizational socialization of new graduate nurses, and identify
factors affecting intent to stay. Methods: Data were collected from 184 new nurses who were graduated in 2017 and
are now working in three tertiary hospitals. The relationship among the variables was analyzed with Pearson
coefficient correlations and factors affecting intention of retention were identified by using multiple linear regression
analysis. Results: The mean score for intention of retention was 5.231+1.25 (out of 8). Intent to stay had positive
relationships with innovation-oriented culture, relation-oriented culture, task-oriented culture, empowerment leader-
ship, organizational socialization. Factors influencing intent to stay were ‘motivation for selection of nursing (3=.19,
p<.001)’, 'organizational commitment (3=.45, p<.001)’, ‘job identity (3=.18, p=.005)’, and ‘interpersonal relation-
ship of personal characteristics (3=.16, p=.005) in organizational socialization, and ‘coaching (8=.29, p=.001)’, and
‘showing concerning (8=-.19, p=.036)" by empowering leadership. These factors explained 53.0% of the variance
in intention of retention (F=35.96, p<.001). Conclusion: Focusing on the factors of influence derived from this study,
relevant institutions and nursing organizations require the creation of a work environment and leadership to increase
the retention of new graduate nurses.
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Table 1. General Characteristics and Job Related Characteristics of the Participants (N=184)
Variables Categories n (%) M=SD Range
Age (year) <23 91 (49.5) 23.82+1.28 22.0~32.0

>24 93 (50.5)
Gender Female 169 (91.8)

Male 15 (8.2)
Education level Associate's degree 17 (9.2)

Bachelor's degree 167 (90.8)
Religion Yes 39 (21.2)

No 145 (78.8)
Family cohabitation status Yes 73 (39.7)

No 111 (60.3)
Work department General unit 88 (47.8)

Special unit* 81 (44.0)

Others 15 (8.2)
Desired department status Yes 89 (48.4)

No 95 (51.6)
Motivation for selection of nursing Aptitude or interest 39 (21.2)

Advice or employment 145 (78.8)
Clinical career (month) 6.26£3.04 2.00~12.00
Number of teaching preceptors 1.65+1.27 1.00~8.00
Education period (week) 6.08+2.11 3.00~12.00
Satisfaction with preceptor 419+0.70 1.00~5.00
Income satisfaction 3.17+0.89 1.00~5.00
Employee welfare satisfaction 3.41+0.78 1.00~5.00

*Intensive care unit, emergency room, and operating room.
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Table 2. Level of Organizational Culture, Empowering Leadership, Organizational Socialization and Intent to Stay =~ (N=184)

Item mean Scale
Variables
M=SD Min~Max Range

Organizational culture

Relation-oriented culture 3.64+0.57 1.80~5.00

Innovation-oriented culture 3.52+0.51 2.33~5.00 1~5

Hierarchy-oriented culture 3.38+£0.45 2.20~5.00

Task-oriented culture 3.01£0.55 1.50~5.00
Empowering leadership 4.05+0.52 2.62~5.00 1~5

Leading by example 4.18+0.60 2.00~5.00

Information 4.08+0.59 2.67~5.00

Participative decision-making 4.05£0.56 2.75~5.00

Coaching 4.04+0.54 2.73~5.00

Showing concerning 3.98+0.63 2.22~5.00
Organizational socialization 3.21£0.32 2.38~4.21 1~5

Personal characteristics 3.71+0.49 2.38~4.88

Burnout 3.55+0.72 1.80~5.00

Professional identity 3.32£0.80 1.00~5.00

Organizational characteristics 3.28+0.59 1.50~4.88

Job satisfaction 2.99+0.48 1.60~4.20

Organization commitment 2.83%0.77 1.00~4.80

Job performance 2.46%0.76 1.00~5.00
Intent to stay 5.23+1.25 1.67~8.00 1~8
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Table 4. Correlation Coefficients of Nursing Organizational Culture, Empowering Leadership, Organizational Socialization and

Intent to Stay (N=184)
1 2 3 4 5 6 7
Variables
rp) () r(p) r(p) r(p) r(p) )
1. Innovation-oriented culture 1
2. Relation-oriented culture 47 (<.001) 1
3. Task-oriented culture 49 (<.001) .25(<.001) 1
4. Hierarchy-oriented culture .04 (.571) .06 (:433) .26 (<.001) 1
5. Empowering leadership 51(<.001) .44(<.001) .27(<.001) .13 (.069) 1
6. Organizational socialization 46 (<.001) .46 (<.001) .11(.139) -.06 (434) .41 (<.001) 1
7. Intent to stay 30(<.001) .38(<.001) .15(.040) .04 (594) .34(<.001) .54 (<.001) 1
Table 5. Factors Influencing Intent to Stay of New Graduate Nurses (N=184)
Variables B SE B t p
(Constant) .03 .54 0.05 .960
Organizational socialization
- Organizational commitment 73 A1 45 6.67 <.001
- Job identity 28 .10 18 3.70 .005
- Personal characteristics: interpersonal relationship .25 .09 .16 2.83 .005
Empowering leadership
- Coaching .68 21 29 3.32 .001
- Showing concerning -38 18 -19 212 036
Motivation for selection of nursing .58 .16 19 3.70 <.001

R’=.55, Adjusted R>=53, F=35.96, p<.001

Reference: Motivation for selection of nursing (advice or employment).
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