
J Korean Acad Nurs Adm. 2019 Dec;25(5):489-498. Korean.
Published online December 23, 2019.  https://doi.org/10.11111/jkana.2019.25.5.489

Copyright © 2019 Korean Academy of Nursing Administration



Factors Influencing Differences in Turnover Intention according to Work Periods for Newly Graduated Nurses

Moon Sook Yoo[image: image],1Mang Rae Jeong[image: image],[image: image]1Kyoungja Kim,2
 and Youngjin Lee1


1College of Nursing, Ajou University, Korea.

2Department of Nursing, Hannam University, Korea.

[image: image]Corresponding author: Jeong, Mang Rae. College of Nursing, Ajou University, 206 Worldcup-ro, Yeongtong-gu, Suwon 16499, Korea. Tel: +82-31-219-5521, Fax: +82-31-219-5520, Email: laugh218@aumc.ac.kr

Received July 29, 2019; Revised August 26, 2019; Accepted  August 26, 2019.
This is an open access article distributed under the terms of the Creative Commons Attribution Non-Commercial License (http://creativecommons.org/licenses/by-nc/3.0/), which permits unrestricted non-commercial use, distribution, and reproduction in any medium, provided the original work is properly cited.


Abstract
PurposeThe purpose of this study was to describe differences in turnover intention according to work period for new nurses and to explore factors influencing differences in turnover intention.

MethodsA longitudinal survey design was used. A structured questionnaire regarding CC (Clinical competence), MNC (Missed Nursing Care), WE (Work Engagement) and turnover intention was administered twice(at 2 months and 5 months of employment) to 98 new nurses working at a tertiary hospital.

ResultsThe regression model with each of the differences for MNC, WE, and subjective satisfaction with department against differences of turnover intention was statistically significant (F=11.98, p<.001). This model explained 26% of differences in turnover intention (Adj. R2=.26). Especially, differences in WE (β=-.43, p<.001), and differences in MNC (β=.18 p=.044) were identified as factors influencing differences in turnover intention.

ConclusionThe turnover intention of new nurses decreased between the first 2 months and 5 months and this difference was influenced by WE and MNC. Therefore, it is necessary to provide social and institutional supports such as effective adaptation programs with sufficient periods of time for newly graduated nurses.
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