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D
ed

ic
a
t

io
n

•
T

his scholarly project is dedicated to m
y m

other, E
lizabeth 

Y
ankey E

w
oo, and m

y father D
r. P

astor A
ndrew

s L
aw

rence 
E

w
oo, an international evangelist. 

•
T

hey both challenged m
e to pursue a doctoral degree w

hich 
had been their unspoken dream

 for m
e since childhood. 

•
I w

ill alw
ays rem

em
ber this quote he shared w

ith m
e at a 

point w
hen I alm

ost gave up on this dream
: “don’t look dow

n 
at the haw

ks, keep flying high as an eagle.”



A
c

k
n

o
w

led
g

em
en

t
s 

•
I w

ould like to thank several people for their help and support 
in m

y quest to achieve the D
octor of N

ursing P
ractice (D

N
P

) 
degree.  
–

M
ary K

erich

–
N

ancy Santos

–
D

r. E
rica B

rinkley 



A
c

k
n

o
w

led
g

em
en

t
s 

•
D

r. C
lifford M

ensah, thank you for the late-night calls, text 
m

essages, and em
ail through w

hich I received invaluable 
feedback. Y

ou availed yourself even w
hen you w

ere 
m

ourning the death of your father, thank you. 



A
c

k
n

o
w

led
g

em
en

t
s 

•
B

radley F
aculty:

–
D

r. Judith W
alloch

–
D

r. Sarah Silvest G
uerrero

–
A

ll m
y direct faculty and advisors at B

radley U
niversity, you 

have been inspirational to m
e and I w

ant to thank you for your 
com

m
itm

ent. I hope that your feedback, guidance and 
evaluations are dem

onstrated in this scholarly project. 



In
t

r
o

d
u

c
t

io
n

•
T

he new
 graduate nurse’s transition from

 nursing student to 
practicing nurse can be a challenging tim

e during w
hich the 

graduate nurse needs to learn how
 to function independently. 

(M
issen, M

cK
enna &

 B
eaucham

p, 2014). 

Im
age retrieved on 4/1/20 from

 

https://blog.bluepipes.com
/inform

ation-for-new
-grad-rns/.  



In
t

r
o

d
u

c
t

io
n

•
A

ccording to K
ennedy (2018), there continues to be shortage 

of nurses, and although there are 2,000 new
 nurses each year 

in C
olorado for exam

ple, there is a projection of 3,200 new
 

nurses in need per year. 



In
t

r
o

d
u

c
t

io
n

•
A

 study com
pleted by Speitz, H

arless, H
errera, and M

ark 
(2013) using C

alifornia hospitals concluded that adequate 
registered nurse (R

N
) staffing reduced patient length of stay, 

and R
N

 staffing had som
e form

 of positive im
pact on adverse 

patient outcom
es.  



In
t

r
o

d
u

c
t

io
n

•
A

lthough hiring new
 graduate nurses w

ould appear to be one 
solution to the nursing shortage, Speitz et al. (2013) found 
that w

ith a little m
ore than tw

enty new
 graduate nurses hired 

every three m
onths, a retention rate w

ithin the 40%
-80%

 
range w

as realized for the new
 graduate nurses in m

ost 
instances. 

Im
age retrieved on 4/1/20 from

 

https://w
w

w
.vbjusa.com

/opinion/colum
ns/education-w

orkforce-developm
ent-colum

n/w
ashington-

state-is-facing-a-nursing-shortage/  



In
t

r
o

d
u

c
t

io
n

•
N

ew
 graduate nurse retention

is the ability of the nurse to 
rem

ain in their position and thrive in a stressful environm
ent 

(M
oran, 2012). 

•
R

egistered nurse turnover
is defined as the nurse leaving an 

organization involuntary and voluntary (K
ovner, B

rew
er, 

F
atehi &

 Jun, 2014). 



In
t

r
o

d
u

c
t

io
n

•
T

ransitioning from
 nursing student can be enhanced through 

training and m
entorship to help the graduate nurse’s 

independence in the rapidly changing, fast-paced healthcare 
environm

ent (M
issen, M

cK
enna &

 B
eaucham

p, 2014). 

Im
age retrieved on 4/1/20 from

 

 https://m
ollyfletcher.com

/dont-ask-som
eone-to-m

entor-you/.  



In
t

r
o

d
u

c
t

io
n

•
T

he im
plem

entation of m
entoring opportunity for the new

 
graduate nurses could produce 25%

 or higher retention rate 
com

pared to those w
ithout a m

entor (Schroyer, Z
ellers, &

 
A

braham
, 2016). 



Ba
c

k
g

ro
u

n
d

 a
n

d
 Sig

n
ific

a
n

c
e 

•
T

ransition to practice program
 that trains the new

 graduate 
nurse to becom

e a professional nurse, as w
ell as a m

entor that 
supports and role m

odel them
 during the first year, have been 

reported to decrease turnover, im
prove retention and patient 

outcom
es (Silvestre, 2017).  



Ba
c

k
g

ro
u

n
d

 a
n

d
 Sig

n
ific

a
n

c
e 

•
O

ur local new
 graduate nurses need m

ore than they get in the 
classroom

, sim
ulation lab and training on the unit.  

Successful transition of the graduate nurse requires 
orientation and a transition to practice program

 that provides 
the bases of support, and the developm

ent of clinical 
com

petence (H
ussein, E

verett, R
am

jan, H
u, &

 Salam
onson, 

2017). 



Ba
c

k
g

ro
u

n
d

 a
n

d
 Sig

n
ific

a
n

c
e 

•
A

 transition program
 for the new

 graduate should include a 
m

entorship program
 beyond the preceptorship phase during 

orientation. 

•
“M

entorship program
 can be an effective recruitm

ent and 
retention strategy but are also resource intensive. M

easuring 
new

 graduates' perceptions of m
entoring contribute to 

program
 relevance in addressing their personal, professional 

and clinical skill developm
ent needs” (T

iew
, K

oh, C
reedy, &

 
T

am
, 2017, p.77). 



Ba
c

k
g

ro
u

n
d

 a
n

d
 Sig

n
ific

a
n

c
e 

•
T

he purpose of this project w
as to assess the im

provem
ent in 

the retention of new
 graduate nurses through the N

urse 
R

esidency P
rogram

 (N
R

P
) and m

entorship. 

Im
age retrieved on 4/1/20 from 

https://jobs.bswhealth.com
/categories/2/page-links/6/graduate-nurse-residency.  



Ba
c

k
g

ro
u

n
d

 a
n

d
 Sig

n
ific

a
n

c
e 

•
A

 study w
as conducted by a group of nurse leaders to look at 

how
 m

entorship affected the professional value of a clinical 
nurse leader graduate. 

•
R

esults
–

a “m
odel C

 clinical nurse leader graduate participants 
experiencing form

al m
entoring m

ay develop professional 
nursing values m

ore than their colleagues” (G
azaw

ay, 
A

nderson, Schum
acher, &

 A
lichnie, 2018, p.1045). 



Ba
c

k
g

ro
u

n
d

 a
n

d
 Sig

n
ific

a
n

c
e 

•
M

entoring has been seen in the past as an intense 
relationship betw

een an expert and novice, how
ever, 

m
entorship can also offer benefits such as: teaching, 

socialization, providing opportunities, sponsoring, coaching, 
guiding, protecting, advising, counselling, inspiring, 
challenging, supporting and role m

odeling (V
atan, 2016). 



N
eed

s A
ssessm

en
t

•
In 2013, this com

m
unity hospital in M

aryland adopted the 
V

izient N
urse R

esidency T
raining P

rogram
 (N

R
P

) through a 
statew

ide collaborative effort am
ongst hospitals that 

em
ployed new

 graduate nurses. 



N
eed

s A
ssessm

en
t

•
T

he N
R

P
 w

as to support the transition of the new
 graduate 

nurse to com
petent professional nurse. It offered: 

–
E

vidence-based curriculum

–
A

ccess to content experts

–
P

articipation in evidence-based practice (E
B

P
), and Q

uality 
Im

provem
ent (Q

I) projects. 



N
eed

s A
ssessm

en
t

•
T

he hospital’s N
R

P
 w

as structured w
ith the follow

ing 
requirem

ents:
1.

P
articipation by all new

 graduate nurses hired.

2.
M

onthly class sessions for 12 m
onths.

3.
R

equired participation in an E
B

P, or a Q
I project appropriate 

for their hom
e unit.

4.
A

cadem
ic partnership.



N
eed

s A
ssessm

en
t

•
T

he hospital spent an estim
ated $60,320 on training one new

 
graduate nurse on the m

edical surgical /telem
etry through 

the 12-m
onth long N

R
P

 how
ever, retention continued to be 

an issue (H
um

an R
esources, 2019). 

•
A

lthough there is a transition to practice program
 through 

the N
R

P, this effort could be enhanced through m
entorship 

(M
issen, M

cK
enna &

 B
eaucham

p, 2014). 



N
eed

s A
ssessm

en
t

•
Secondly, there w

as no m
entorship program

. N
urses w

ho 
served as preceptors did not have the training to be m

entors 
during orientation and beyond. 

•
A

lso, educators and N
R

P
 facilitators w

ere engaged w
ith the 

new
 graduate nurses during their N

R
P

 and served as 
resources to the entire cohorts rather than one-on-one 
support for the new

 graduate nurse at the unit level. 



N
eed

s A
ssessm

en
t

•
In a study to determ

ine the effectiveness of N
urse R

esidency 
P

rogram
s (N

R
P

s) based on length of program
, C

happell, 
R

ichards, and B
arnett (2014) found that, new

 graduate nurses 
transition to practice program

s that w
ere m

ore than 24 
w

eeks, w
ere 21 tim

es m
ore likely to rem

ain em
ployed in an 

organization than lesser tim
efram

e. 



N
eed

s A
ssessm

en
t

•
T

his supports the idea that a longer-term
 relationship and 

support w
ith the new

 graduate nurses could im
prove 

retention. 

Im
age retrieved on 4/1/20 from

 

https://w
w

w
.em

ergingrnleader.com
/the-new

-conundrum
-nurse-engagem

ent-and-retention/.  



Pro
blem

 St
a
t

em
en

t

•
B

ased on salary rate of the new
 graduate nurses at this 

hospital, the cost for training one new
 graduate nurse w

as 
estim

ated at $60,320 per year.

•
H

ospital could spend $60,320 to replace a new
 graduate 

nurse leaving his or her position w
ithin the first year.

•
M

entoring support to new
 graduate nurses, coupling w

ith the 
current N

R
P

 could increase new
 graduate nurse retention 

w
ithin the first year and beyond. 



Pro
blem

 St
a
t

em
en

t

•
Shortage of nursing staff affects patient safety (D

iya, V
an de 

H
eede, Serm

eus, &
 L

esaffre, 2012; N
eedlem

an et al., 2011; &
 

W
alter, 2015). 

•
N

ursing staffing and patient-to-nurse ratios highly im
pact 

patient outcom
es such as m

ortality and satisfaction (W
alter, 

2015). 

Im
age retrieved on 4/1/20 from

 

https://colum
buspark.com

/2018/10/22/colum
bus-park-latest-patient-outcom

es-update/.  



Pro
jec

t
 A

im

•
T

he goal of this project w
as to im

prove retention of new
 

graduate nurses on the m
edical surgical / telem

etry unit 
through a m

entorship training program
, to support them

 in 
conjunction w

ith the existing N
R

P
 by the end of the project’s 

im
plem

entation.  



o
bjec

t
iv

es

•
Survey preceptors of new

 graduate nurses to identify their 
professional learning gaps, confidence, and m

otivation to 
serve as m

entors. 

•
U

se the data from
 the preceptors’ surveys, and literature 

review
s to develop a m

entorship training program
 to train 

preceptors of new
 graduate nurses, to serve as m

entors 
beyond the orientation period.



o
bjec

t
iv

es

•
C

ontinue to support new
 graduate nurses’ transitions into 

practice through the N
R

P. 

•
C

ollect data on participating new
 graduate nurse’s 

satisfactions w
ith the unit support, m

entor support, N
R

P
 

support, and their intent to stay on the m
edical surgical / 

telem
etry unit w

ithin 12 m
onths.



C
lin

ic
a

l Q
u

est
io

n
/ PIC

O
T

•
In new

 nurse graduates w
orking in acute care hospital, does a 

new
 graduate nurse training program

, coupled w
ith 

m
entoring training program

 for their m
entors im

prove 
retention?



C
o

n
g

r
u

en
c

e w
it

h
 O

r
g

a
n

iz
a
t

io
n

a
l St

r
a
t

eg
ic

 Pla
n

•
T

he healthcare environm
ent is becom

ing increasingly costly, 
reim

bursem
ent for services becom

ing increasingly tough, 
com

plicated, and linkage to nursing care (M
oran, G

ardner, 
O

utlaw
, and O

’G
rady, 2015). 

•
T

hese can lead to stressful encounters for the new
 graduate 

nurse. 



C
o

n
g

r
u

en
c

e w
it

h
 O

r
g

a
n

iz
a
t

io
n

a
l St

r
a
t

eg
ic

 Pla
n

•
T

he organization im
plem

ented the N
urse R

esidency P
rogram

 
(N

R
P

) in 2013 how
ever, it continued to struggle w

ith 
retention. 

•
T

his project sought for w
ays to im

prove retention through 
m

entoring as an augm
entation to the existing N

R
P. 



C
o

n
g

r
u

en
c

e w
it

h
 O

r
g

a
n

iz
a
t

io
n

a
l St

r
a
t

eg
ic

 Pla
n

•
Im

plem
enting N

R
P

 and evaluating their effectiveness is 
necessary for nursing leaders as an investm

ent for the 
organization (A

sber, 2019). 

•
T

his project and the proposed training aim
ed at supporting 

nurse leaders in im
proving retention of the new

 graduate 
nurses. 



Sy
n

t
h

esis o
f Ev

id
en

c
e 

•
T

he search process used to identify inform
ation related to the 

P
IC

O
T

 question w
ere: 

–
C

IN
H

A
L

, O
V

ID
, and online E

B
SC

O
 host w

ebsite via the 
B

radley U
niversity online research resources.

–
C

IN
A

H
L

 w
as used for initial searches follow

ed w
ith O

V
ID

 and 
E

B
SC

O
. 



Sy
n

t
h

esis o
f Ev

id
en

c
e 

•
K

ey w
ords w

ere used: 
–

N
ew

 graduate nurse

–
R

etention

–
T

raining

–
M

entoring

–
T

ransition to practice

–
N

urse residency program
 (N

R
P

)



Sy
n

t
h

esis o
f Ev

id
en

c
e 

•
Initial C

IN
A

H
L

 resulted in over 400 articles related to the 
topic and keys w

ords. 

•
A

 careful literature review
 w

as conducted, and articles found 
appropriate w

ith data that supported this project and 
practical goals w

ere review
ed based on:

–
D

ates (w
ithin last 7-10 years)

–
H

ospital setting



Sy
n

t
h

esis o
f Ev

id
en

c
e 

•
N

ew
 graduate nurses are successful, m

ore confident and feel 
supported through structured transitional training program

s 
such as N

urse R
esidency P

rogram
 (N

R
P

). T
his increases self-

confidence, com
petence, job satisfaction, reduces anxiety and 

im
proves retention (E

dw
ards, C

arrier &
 H

aw
ker, 2019; 

G
oode, L

ynn, M
cE

lroy, B
ednash &

 M
urray, 2013; H

ussein, 
E

verett, R
am

jan, H
u &

 Salam
onson, 2017). 



Sy
n

t
h

esis o
f Ev

id
en

c
e 

•
F

actors that increases the new
 nurses’ self-confidence and 

w
illingness to w

ork in a specific hospital is influenced by the 
availability of a transition-to-practice training program

s 
(H

alcom
b, Salam

onson, R
aym

ond; &
 K

nox, 2012). 



Sy
n

t
h

esis o
f Ev

id
en

c
e 

•
C

ost-benefit analysis of new
 graduate nurses transition to 

practice training program
s include: decrease in turnover rates 

and cost reduction (E
dw

ards, C
arrier &

 H
aw

ker, 2019; P
illai, 

M
anister, C

oppolo, D
ucey &

 M
cM

anus-P
enzero, 2018; &

 
T

repanier, E
arly, U

lrich, &
 C

herry, 2012). 



Sy
n

t
h

esis o
f Ev

id
en

c
e 

•
A

 m
entorship program

 im
pacts the new

 graduate nurse’s job 
satisfaction and professional confidence, w

hich positively 
influences the quality of care delivered (M

ijares, B
axley, &

 
B

ond, 2013; P
faff, B

axter, P
loeg, &

 Jack, 2014; Szalm
asagi, 

2018; &
 W

illiam
s, 2018). 

•
M

entoring engages and supports the new
 graduate nurse 

(T
iew

, K
oh, C

reedy, &
 T

am
, 2017). 



Sy
n

t
h

esis o
f Ev

id
en

c
e 

•
O

ne w
ay to help new

 graduate nurses gain m
ore confidence 

satisfaction w
ith their job m

ay be by a m
entoring program

 
(C

ottingham
 et al., 2011). 

•
T

he organization’s support and inclusion of a m
entoring 

program
 could also increase the new

 graduate nurse’s job 
satisfaction, enhance confidence, and increase retention rates 
(Spiva, 2013). 



Sy
n

t
h

esis o
f Ev

id
en

c
e 

•
M

entoring leads to staff satisfaction, support, productivity 
and increased retention (D

isch, 2018; P
ayton, H

ow
e, 

T
im

m
ons &

 R
ichardson, 2013). 

•
G

uerrero &
 B

renner (2016, p. 422) indicated that m
entoring 

“helps m
entees face difficult truths about the gap betw

een 
their aspirations and their actual current capabilities.” 



Sy
n

t
h

esis o
f Ev

id
en

c
e 

•
T

he definition of m
entoring by W

eng et al. (2010) builds on 
this concept of relationship: “M

entoring function is defined 
as the sum

 of the career developm
ent function, psychosocial 

support function, and role m
odeling function as perceived by 

nurses in the m
entoring program

” (p. 2). 



Sy
n

t
h

esis o
f Ev

id
en

c
e 

•
T

ransition to practicing nurse can be stressful for the new
 

graduate nurse (P
ow

ers, H
erron, and P

agel (2019). N
ovice 

nurses have the professional responsibility to m
ake clinical 

decisions during patient care w
hich can be a stressor. T

his 
decision-m

aking ability m
ay be learned and im

proved 
through m

entoring opportunities. 



Sy
n

t
h

esis o
f Ev

id
en

c
e 

•
“M

entoring m
ay focus on the behavior, know

ledge, skills, 
reasoning, and attitude of the m

aster teacher or the person 
m

ost experienced w
ith problem

 solving” (H
olm

es, W
arnes, 

O
’G

ara &
 N

ishim
ura, 2018. p. 455). 



T
h

eo
r
et

ic
a

l Fo
u

n
d

a
t

io
n

 o
f Fr

a
m

ew
o

r
k

•
T

his project presented the C
linical D

ecision-M
aking (C

D
M

) 
fram

ew
ork as an opportunity to guide and help the new

 
graduate nurse develop their clinical decision-m

aking skills in 
a com

plex healthcare setting through m
entoring. 

•
T

he C
D

M
 theory suggests that, w

ith enough support and 
experience w

hile w
orking in the clinical setting, the new

 
graduate nurse w

ill m
ove from

 being task oriented, to 
applying abstract thinking in clinical situations. 



T
h

eo
r
et

ic
a

l Fo
u

n
d

a
t

io
n

 o
f Fr

a
m

ew
o

r
k

•
T

here are lapses in the novice nurse’s ability to m
ove from

 
being clinically narrow

 m
inded, to having the ability to apply 

concrete experience w
hile view

ing clinical situations 
(Shelestak, M

eyers, Jarzem
bak &

 B
radley 2015).

Im
age retrieved on 4/1/20 from

 

https://www.governancecoach.com/2018/02/connecting-the-dots-how-strategic-foresight-inform
s-

ends/.  



T
h

eo
r
et

ic
a

l Fo
u

n
d

a
t

io
n

 o
f Fr

a
m

ew
o

r
k

•
A

ccording to K
ozlow

ski, H
utchinson, H

urley, R
ow

ley and 
Sutherland (2017), C

linical D
ecision-M

aking (C
D

M
) also 

focuses on com
m

unity-based practice in supporting 
individual’s learning, em

otional com
petence and decision 

m
aking. 

•
L

ack of support for the new
 graduate nurse m

ay lead to the 
new

 graduate nurse failing to seek help w
ith difficult clinical 

situations, leading to m
aking patient care errors. 



Pro
jec

t
 D

esig
n

•
T

his w
as a Q

uality Im
provem

ent (Q
I) project. 

–
T

his project fits Q
I project criteria because, the goal is in 

alignm
ent w

ith the im
provem

ent of patient outcom
e through 

new
 graduate nurses training and m

entoring. 

–
Q

I is defined as the “com
bined and unceasing efforts of 

everyone, healthcare professionals, patients and their fam
ilies, 

researchers, payers, planners and educators to m
ake the 

changes that w
ill lead to better patient outcom

es” (B
atalden 

and D
avidoff, 2007, p. 2). 



Set
t

in
g

 

•
T

he project w
as conducted on tw

o m
edical 

surgical/telem
etry nursing units. 

–
25 inpatient beds

–
21 inpatient beds

•
A

ccording to the nurse m
anager, m

ore than 60%
 of the 

patient discharges from
 the hospital w

ere from
 these tw

o 
units. 



Set
t

in
g

 
•

T
he unit had a total of 89 nursing staff:

–
52 full tim

e R
egistered N

urses (R
N

s).
•

17(33%
) new

 graduate new
 nurses 

•
35(67%

) experienced nurses

–
E

ight part tim
e R

N
s.

–
20 P

atient C
are T

echnicians (P
C

T
s).

–
F

ive U
nit clerks.

–
O

ne N
urse M

anager.

–
T

w
o P

atient C
are C

oordinators (P
C

C
s).

–
O

ne N
urse E

ducator.



D
a
t
a

 C
o

llec
t

io
n

 T
o

o
ls

•
T

hree tools w
ere designed for the project:

–
M

entor Self C
onfidence (M

SC
)

–
M

entor T
raining P

rogram
 E

valuation (M
T

P
E

)

–
N

ew
 G

raduate N
urse Intent to Stay (N

G
N

IS) w
ithin tw

elve 
m

onths



D
a
t
a

 C
o

llec
t

io
n

 T
o

o
ls

•
A

 new
ly designed M

entor Self C
onfidence (M

SC
) tool 

created by the D
N

P
 student w

as used. 

•
T

he M
SC

 w
as m

ade up of eight survey questions using a 3-
point L

ikert scale (agree, neutral, disagree) to assess skills 
level of the anticipated m

entors. 



D
a
t
a

 C
o

llec
t

io
n

 T
o

o
ls

•
T

he eight questions w
ere based on the follow

ing:

1.
Self-confidence

2.
C

om
fort level in com

m
unicating effectively w

ith the m
entee

3.
U

nderstanding of effective com
m

unication in healthcare 

4.
U

nderstanding the roles and responsibilities as a m
entor

5.
W

hether they have had any form
al m

entorship training

6.
U

nderstanding of m
entoring tim

efram
e

7.
U

nderstanding of the delegation process

8.
U

nderstanding the difference betw
een a preceptor and a m

entor



D
a
t
a

 C
o

llec
t

io
n

 T
o

o
ls

•
A

ccording to a study by Sheikh, A
.S.F, Sheikh, H

uynh, and M
oham

ed 
(2017), problem

s that m
entees face include lack of tim

e for m
entorship, 

inadequate com
m

unication and poor understanding of the needs of the 
m

entee by the m
entor. C

hoi, M
oon, Steinecke, and P

rescott (2019) 
further support the need for adequate interpersonal com

m
unication in 

m
entorship. 

•
M

entoring im
proves satisfaction and com

m
unication skills (F

eyissa, 
B

alabanova, &
 W

oldie, 2019; F
arah, G

oldfarb, T
om

czik, K
arels, &

 
H

ordinsky, 2020). 



D
a
t
a

 C
o

llec
t

io
n

 T
o

o
ls

•
T

he participant m
entors in the m

entor training w
ere asked to com

plete a 
hard copy evaluation at the end of the training using the M

entor 
T

raining P
rogram

 E
valuation (M

T
P

E
)

tool, developed by the D
N

P
 

student. 



D
a
t
a

 C
o

llec
t

io
n

 T
o

o
ls

•
T

he M
T

P
E

 w
as an 11-item

 questionnaire tool using a 3-point L
ikert Scale 

(agree, neutral, disagree). T
he questions w

ere based on the program
 

m
eeting stated objectives, appropriateness of teaching m

ethodology in 
m

eeting participant’s learning needs  new
 m

entors, program
’s concepts 

being applicable to practice and role as a m
entor, w

illingness to attend 
future program

s around m
entoring, know

ledge of the instructor, their 
organizational  skills, and w

hether she w
as effective in providing the 

training. 



D
a
t
a

 C
o

llec
t

io
n

 T
o

o
ls

•
T

o m
easure retention rates after the m

entor training program
, new

 
graduate nurse participants w

ere asked to com
plete a hard copy of the 

N
ew

 G
raduate N

urse Intent to Stay (N
G

N
IS) w

ithin tw
elve m

onths 
survey developed by the D

N
P

 student. 

•
C

ochran (2017) m
ade a point of view

 that considers the need for the new
 

graduate nurses to be supported and be provided the opportunity to 
declare their intention to stay w

ith the organization, w
hich allow

s for 
assessm

ent and effectiveness of the N
R

P. 



Pro
jec

t
 Pla

n
/In

t
erv

en
t

io
n

 

•
T

he project’s im
plem

entation began w
ith the use of the 

M
entor Self C

onfidence (M
SC

)
–

Jot form
 survey to identify learning gap of the potential 

m
entors for the new

 graduate nurses. 

–
D

ata collection w
as conducted over a one-m

onth period, from
 

M
ay to June.

–
A

ll nine m
entor participants responded to the survey. 



Pro
jec

t
 Pla

n
/In

t
erv

en
t

io
n

 

•
T

he M
entor Self C

onfidence (M
SC

) results w
as used to 

design M
entor T

raining P
rogram

 w
ith the follow

ing 
objectives: 



Pro
jec

t
 Pla

n
/In

t
erv

en
t

io
n
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Pro
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 Pla

n
/In

t
erv

en
t

io
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Pro
jec
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 Pla

n
/In

t
erv

en
t

io
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Pro
jec

t
 Pla

n
/In

t
erv

en
t

io
n

 



Pro
jec

t
 Pla

n
/In

t
erv

en
t

io
n

 

•
N

ew
 graduate nurses continued to attend N

R
P

 cohorts 
m

onthly class sessions. 

•
N

ew
 graduate nurses had access to trained m

entor on the 
unit after the M

T
P

s. 



O
u

t
c

o
m

es t
h

a
t

 w
er

e m
ea

su
r
ed

M
entor Self C

onfidence Survey (M
SC

) Survey Responses 

______________________________________________________________________________ 

Q
uestion 

 
 

A
gree (%

) 
 

N
eutral (%

) 
 

D
isagree (%

) 
 

______________________________________________________________________________ 

C
onfidence in m

entoring  
 

4(44) 
 

 
1(11) 

 
 

3 (33)  
 

C
onstructive feedback skills   

1(11) 
 

 
1(11) 

 
 

7(78) 
 

 

U
nderstanding of m

entor roles 
4(44) 

 
 

 
 

            5(55) 
 

 

Form
al m

entor training 
 

1(11) 
 

 
 

 
 

8(89) 
 

 

C
om

m
unication skills  

 
7(78) 

 
 

1(11) 
 

 
1(11) 

M
entoring ends w

ith orientation 
6(67) 

 
 

2(22) 
 

 
1(11) 

  

D
elegation skills 

 
 

8(89) 
 

 
1(11) 

 
 

 
 

Preceptor versus m
entor 

 
4(44) 

 
 

2(22) 
 

 
3(33)   

______________________________________________________________________________ 



O
u

t
c

o
m

es t
h

a
t

 w
er

e m
ea

su
r
ed

M
entor Training Program

 Evaluation (M
TPE) Frequencies D

escriptive D
ata Analysis 

_______________________________________________________________________ 

Q
uestion 

 
 

  
A

gree (%
) 

N
eutral(%

) 
D

isagree (%
) 

_______________________________________________________________________ 

Program
 objectives w

ere m
et   

 
8(89) 

 
1(11) 

 
 

 
 

 

C
ontent covered objectives 

 
  

8(89) 
 

1(11) 
 

 
 

 
 

A
ppropriateness of teaching m

ethod    
8(89) 

 
1(11) 

 
 

 

Program
 m

et learning needs as m
entor 

8(89) 
 

1(11) 

A
ppropriateness of posttest 

 
 

 9(100)  
 

 
 

 
 

Program
 m

et expectation  
 

  
9(100)  

 
 

 
 

 

C
oncept incorporation into practice    

9(100)  
 

 
 

 
 

Sim
ilar program

 w
ill be attended in future  

9(100)  

Instructor w
as know

ledgeable 
 

8(89) 
 

1(11)   
 

 

Instructor w
as organized  

 
 

9(100)  
 

 

Instructor w
as effective 

 
 

8(89) 
 

1(11) 
 

 
 

__________________________________________________________________________ 

N
ote: N

=9  
B

lank sections indicate, there w
as no corresponding response to that item

 



O
u

t
c

o
m

es t
h

a
t

 w
er

e m
ea

su
r
ed

N
ew

 G
raduate N

urse Participants Inclusion C
riteria 

_____________________________________________________________ 

C
riteria 

 
 

 
n 

 
 

Total %
 

 
 

_____________________________________________________________ 

H
ired as a new

 graduate R
N

 
 

 
17 

 
 

100 

12 m
onths or less experience in a hospital  

17 
 

 
100 

12 m
onths or less on unit 

 
  

17 
 

 
100 

Enrolled in N
R

P 
 

 
 

17 
 

 
100 

C
om

pletion of N
G

N
IS 

 
 

15 
 

 
88 

_____________________________________________________________ 

N
ote:  R

N
= R

egistered N
urse 



O
u

t
c

o
m

es t
h

a
t

 w
er

e m
ea

su
r
ed

Figure 1
N

ew
 G

raduate N
urses D

em
ographic D

ata on G
ender



O
u

t
c

o
m

es t
h

a
t

 w
er

e m
ea

su
r
ed

Figure 2
N

ew
 G

raduate N
urses D

em
ographic D

ata on N
ursing D

egree



O
u

t
c

o
m

es t
h

a
t

 w
er

e m
ea

su
r
ed

N
ew

 G
raduate N

urses D
em

ographic D
ata on Age

________________________________________________

D
em

ographic
Frequency

Total %

________________________________________________

A
ge

22-24
5

33

25-30
4

27

31-40
4

27

41-50
2

13

______________________________________________

N
ote:  N

 = 15; M
 =

 2.20; SD
 =

1.08.



Eva
lu

a
t

io
n

 &
 Su

st
a

in
a

bilit
y

•
T

he results of this quality im
provem

ent (Q
I) project m

ay 
im

ply that, new
 graduate nurses can be supported through 

form
alized transition to practice training program

s such as: 
the N

urse R
esidency P

rogram
s (N

R
P

) how
ever, after the 

initial orientation period and beyond, a continued support 
from

 a m
entor is critical. 

–
C

ontinue w
ith N

R
P

 program
.

–
O

ngoing follow
-up w

ith m
entors and new

 graduate nurses. 



IR
B A

N
D

 Et
h

ic
a

l Issu
es

•
C

om
m

ittee on the U
se of H

um
an Subject in R

esearch 
(C

U
H

SR
) at B

radley U
niversity

–
T

he initial intention w
as that this being a Q

uality Im
provem

ent 
(Q

I) project did not require an Institutional R
eview

 B
oard 

(IR
B

) of the hospital to approve. 

•
H

ospital’s IR
B

–
P

rocess w
as sm

ooth

•
N

on-identifiable results of the surveys w
ere reported. 



O
rg

a
n

iz
a
t

io
n

a
l A

ssessm
en

t

•
O

ne anticipated barrier w
as the new

 graduate nurses being 
able to attend the m

onthly N
R

P
 cohort class sessions.

•
T

here had been several occasions w
here the new

 graduate 
nurses from

 the tw
o units and other units: E

m
ergency 

D
epartm

ent (E
D

), C
ritical C

are U
nit (C

C
U

) and 
Interm

ediate M
edical C

are U
nit (IM

C
U

) w
ere absent for the 

N
R

P
 class sessions due to staffing challenges on the unit. 



C
o

st
 Fa

c
t
o

r
s

•
T

he hospital spends an estim
ated $60,320 in training one 

new
 graduate nurse on the m

edical surgical /telem
etry unit 

over the period of one year. 

•
A

chieving a retention rate of 80%
-93%

 on the tw
o m

edical 
surgical /telem

etry units, yielded cost savings of at least 
$723,840 in training 12 new

 graduate nurses to fill those 
positions had they term

inated their em
ploym

ent w
ith the 

organization.  



C
o

st
 Fa

c
t
o

r
s

•
A

nother cost factor w
as the salaries of the nine m

entors to 
attend the four-hour training. T

he cost for the nine m
entors 

to attend a four-hour class w
as $1,116.00.

•
T

he m
entorship training required printing of course m

aterials 
and flyers. 

•
T

otal cost for the project am
ounted to $23,061.99:

–
Salaries (new

 graduate nurses, N
R

P
 facilitators, m

entors)

–
Supplies for m

entor training 



R
esu

lt
s 

Figure 3
D

escriptive Frequencies D
ata on Length on U

nit 



R
esu

lt
s 

Figure 4
D

escriptive Frequencies D
ata on Length in a

H
ospital 



R
esu

lt
s 

Figure 5
D

escriptive Frequencies D
ata on N

R
P Support in Practice Transition 



R
esu

lt
s 

Figure 6
D

escriptive Frequencies D
ata on M

entor Support on U
nit  



R
esu

lt
s 

Figure 7
D

escriptive Frequencies D
ata on Job Satisfaction on U

nit  



R
esu

lt
s 

Figure 8 D
escriptive Frequencies D

ata on Intent to Stay on U
nit



R
esu

lt
s 

As show
n in Figure 9, there w

as non-significant positive relationship betw
een m

entor 
support for the new

 graduate nurse and intent to stay, r (13) = 0.262, p  = .345.

Intent to stay
M

entor support 

Intent to stay
Pearson C

orrelation
1

.262
Sig. (2-tailed)

.345
N

15
15

M
entor support

Pearson C
orrelation

.262
1

Sig. (2-tailed)
.345

N
15

15

Figure 9
SPSS

M
entor Support and Intent to Stay C

orrelation D
ata



R
esu

lt
s 

Intent to stay
N

R
P support 

Intent to stay
Pearson 
C

orrelation
1

.262

Sig. (2-tailed)
.345

N
15

15
N

R
P support

Pearson 
C

orrelation
.262

1

Sig. (2-tailed)
.345

N
15

15

As show
n in Figure 10,  there w

as a non-significant positive relationship betw
een the 

N
RP support and the new

 graduate nurses’ intent to stay on unit w
ithin 12 m

onths, r(13) = 
0.262, p = .345.  

Figure 10 SPSS N
R

P Support and Intent to Stay C
orrelation D

ata



R
esu

lt
s 

As show
n in Figure 11, there w

as a non-significant positive relationship betw
een the 

new
 graduate nurses’ intent to stay and unit satisfaction, r (13) =0.38, p  = .156. 

Intent to stay
U

nit satisfaction

Intent to stay
Pearson C

orrelation
1

.385

Sig. (2-tailed)
.156

N
15

15
U

nit satisfaction
Pearson C

orrelation
.385

1

Sig. (2-tailed)
.156

N
15

15

Figure 11 SPSS U
nit Satisfaction and Intent to Stay C

orrelation D
ata



R
esu

lt
s 

As show
n in Figure 12, there w

as a significant positive relationship betw
een the new

 
graduate nurses’ satisfaction on their unit and m

entor support, r (13) = 0.68,  p < .01. 

M
entor support

U
nit satisfaction

M
entor support

Pearson 
C

orrelation
1

.681
**

Sig. (2-tailed)
.005

N
15

15
U

nit satisfaction
Pearson 
C

orrelation
.681

**
1

Sig. (2-tailed)
.005

N
15

15
**. C

orrelation is significant at the 0.01 level (2-tailed).

Figure 12 M
entor Support and U

nit Satisfaction C
orrelation D

ata 



Fin
d

in
g

s Lin
k

ed
 t

o
 O

bjec
t

iv
es 

•
O

bjective 1. Im
plem

ent a m
entor training program

 to augm
ent the 

existing N
R

P
 in supporting the new

 graduate nurses on the nursing unit’s 
transition from

 student to professional nurse. 

–
T

he M
T

P
 w

as successful and w
ell attended and received by the 

m
entors w

ith 100%
 com

pletion by all nine selected participants (n =
 

9). 

–
T

he m
entors w

ere trained and m
otivated to provide effective 

m
entoring to the new

 graduate nurses through the successful 
com

pletion. 



Fin
d

in
g

s Lin
k

ed
 t

o
 O

bjec
t

iv
es 

•
O

bjective 2. C
ontinue to support the new

 graduate nurses’ transition into 
practice through the N

R
P. 

•
A

s show
n in F

igure 10, there w
as a positive relationship betw

een the 
N

R
P

 support and the new
 graduate nurses’ intent to stay on unit w

ithin 
12 m

onths. 

•
A

dditionally, as show
n in F

igure 11, there w
as a positive relationship 

betw
een the new

 graduate nurses’ intent to stay and unit satisfaction. 



Fin
d

in
g

s Lin
k

ed
 t

o
 O

bjec
t

iv
es 

•
O

bjective 3. Im
prove retention on the tw

o m
edical surgical/telem

etry 
units from

 50%
 to 80%

 or greater.  

•
A

s show
n in F

igure 9, there w
as positive non-significant relationship 

betw
een m

entor support for the new
 graduate nurse and intent to stay. 

•
T

he D
N

P
 student believes that a retention rate of 80%

 -93%
 w

as achieved 
based on the N

G
N

IS responses to question num
ber nine.12-agree 

responses, 2-neutral responses, and 1-disagree response. 



Lim
it

a
t

io
n

s

•
Sm

all sam
ple size of new

 graduate nurses (n =
 15).

•
T

here w
ere three w

ays that data w
ere collected using the 

N
G

N
IS survey questionnaire: 

1.
online survey via a Jot form

.

2.
a hard copy tool during N

R
P

 graduation.

3.
telephone questionnaire by the D

N
P

 student. 

•
T

he inconsistency in the data collection could have affected 
the responses. 



Im
plic

a
t

io
n

s fo
r
 Pr

a
c

t
ic

e C
h

a
n

g
e: N

u
r
sin

g
 

•
T

he recom
m

endation from
 this project is that, the hospital 

should support new
 graduate nurses training through a 

m
entoring program

 for all nursing units. 

•
T

his w
ill reduce turnover, im

prove retention and offer 
financial cost savings. T

his project provides a background for 
other units in the hospital to im

plem
ent an M

T
P

 for the 
preceptor to serve as m

entors to the new
 graduate nurses. 



Im
plic

a
t

io
n

s fo
r
 Pr

a
c

t
ic

e C
h

a
n

g
e: N

u
r
sin

g
 

•
T

ransferability and sustainability of the interventions 
recom

m
ended w

ill require the identified challenges being 
addressed for all the nursing units. 
–

Support for the new
 graduate nurse to attend all N

R
P

 cohorts’ 
class sessions. 
•

A
ddress scheduling challenges 

•
A

ll preceptors that orient new
 graduate nurses should 

com
plete the m

entor training program
 (M

T
P

). 



Im
plic

a
t

io
n

s fo
r
 Pr

a
c

t
ic

e C
h

a
n

g
e: Fu

t
u

r
e R

esea
r
c

h
 

•
A

 need for future studies to answ
er the question: “

in new
 

nurse graduates w
orking in acute care hospital, does the 

N
R

P, coupled w
ith m

entoring im
prove retention w

ithin the 
first year and beyond?”



Im
plic

a
t

io
n

s fo
r
 Pr

a
c

t
ic

e C
h

a
n

g
e: Fu

t
u

r
e R

esea
r
c

h
 

•
Im

plem
entation of a trained m

entors that are available to 
new

 graduate nurses on all nursing units in the hospital 
should be considered for im

plem
entation in conjunction w

ith 
the N

R
P. 

–
O

ne of the w
ays reported to help w

ith the alleviation of anxiety 
and stress levels of new

 graduate nurses can be m
anaged 

through the assigning of a m
entor, one w

ho had experience and 
the w

illingness to teach the new
 graduate nurse (Ihlenfeld, 

2005). 



Im
plic

a
t

io
n

s fo
r
 Pr

a
c

t
ic

e C
h

a
n

g
e: H

ea
lt

h
 C

a
r
e Po

lic
y

•
H

ealth C
are P

olicy should be established that, new
 graduate 

nurse retention rate can be enhanced through a form
alized 

m
entorship program

 according to C
ottingham

 et al., (2011). 

•
T

he professional relation that can be achieved through 
m

entoring can im
prove com

petence, quality care and 
im

proved patient outcom
es (M

ason, 2015). 



Im
plic

a
t
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n
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r
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a
c

t
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h

a
n

g
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lt

h
 C

a
r
e Po

lic
y

•
M

andate N
R

P
 for all hospitals.

•
O

ne of the objectives of the H
ealthy P

eople 2020 is to reduce 
H

ealthcare-A
ssociated Infections (H

A
Is) through the 

reduction of:
–

C
entral L

ine-A
ssociated B

lood Stream
 Infections (C

L
A

B
SIs).

–
C

atheter-A
ssociated U

rinary T
ract Infections (C

A
U

T
Is).

–
V

entilator-A
ssociated P

neum
onia (V

A
P

).



Va
lu

e &
 IM

PA
C

T
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F T
H

E PR
O

JEC
T
 O

N
 H

EA
LT

H
C

A
R
E &

 PR
A
C

T
IC

E

•
Im

proved new
 graduate nurse retention. 

•
Im

proved quality care.

•
Im

proved patient outcom
es.

•
D

ecreased cost.

Im
age retrieved on 4/1/20 from

 

https://w
w

w
.thriftyfun.com

/N
urse-Them

ed-Party-Ideas.htm
l.  



C
o

n
c
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sio

n
 

•
T

his project confirm
ed studies.

•
Staffing  affects patient outcom

es and quality of care. 

•
N

eed for transition to practice program
s coupled w

ith 
m

entorship.  

•
N

ew
 graduate nurses benefit from

 their m
entors. 

•
B

enefits for other nursing units in the hospital to im
prove 

retention. 
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