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Background and Significance 

An estimated 1.13 million new registered nurses are needed to fill new jobs as well as 

replace retiring nurses from 2012-2022 (Bureau of Labor Statistics [BLS] 2016), however a 

primary barrier to the expansion of  the nursing workforce over the next decade is the nurse 

faculty shortage (American Association of Colleges of Nursing [AACN], 2015; Krans, 2015). 

The United States (U.S.) Census data in 2015 reported there were over 2.7 million registered 

nurses within the U.S., with only 8.6% holding a master’s degree and only 0.3% holding a 

doctorate (BLS, 2016). Further adding to the nurse faculty shortage is an estimated 400-500 

masters and doctoral prepared nurses who are set to retire over the next 10 years (AACN, 

2009).   The Bureau of Labor Statistics (2016) has predicted that 34,200 additional 

postsecondary nursing instructors and teachers will be needed by 2022 with 24,000 of those 

being new positions and 10,200 to replace current faculty.  The American Association of 

Colleges of Nursing (AACN) (2015) reported over 13,000 qualified applicants were declined 

enrollment from master’s programs and over 1,800 qualified applicants were denied acceptance 

to doctoral programs because of faculty shortage. The top cited barriers identified in filling 

faculty vacancies have included:  limited pool of doctoral prepared faculty (31.0%), 

noncompetitive salaries (28.4%) finding faculty with the right specialty mix (19.0%), finding 

faculty willing/able to teach clinical course (4.6%), finding faculty willing/able to conduct 

research (4.4%), and high faculty workload (4.0%) (AACN, 2014).  With the current and 

growing need for more nurse faculty, methods to support and retain qualified faculty within 

schools of nursing is imperative.   

The projected nurse retirements emphasize the need to recruit and hire new educators 

while retaining existing educators as long as possible. However, job dissatisfaction is one reason 

cited for “younger” nursing faculty leaving the academic role (AACN, 2005, p. 5).  Additional 

reasons faculty leave the role included workload and role expectations, changing student 

populations, faculty expectations beyond those of clinical practice, and more appealing career 

options (AACN, 2005).   The MU Sinclair School of Nursing (MU SSON) average faculty 

retention rate during 2011-2016 was 96% with a turnover rate of 4% (Appendix A).  Twelve 

resignations were received during 2011-2016. Among these resignations included six faculty 

who retired, and six who cited various reasons from personal factors to returning to the clinical 

environment as reasons for leaving. Additionally, four faculty reduced their appointment from 

full-time to part-time, however the reason is unknown. The number of part-time and full-time 

faculty at MU SSON has ranged from 36-44 between 2011 and 2016 (personal communication, 

Chelsea Carlton, SSON Human Resources Representative).  The fact that over half of those who 

left SSON were for reasons other than retirement indicates a need for focused attention as faculty 

shortage issues are likely to impact future hiring capabilities.  Currently new faculty orientation 

includes assigning each new faculty member to an existing faculty mentor with no specific 

guidelines or structure for the mentoring process, leaving room for improvement. Therefore, 

identifying ways to support and retain faculty through improved mentoring practices may be one 

strategy schools of nursing, including the MU SSON, should focus. 

Purpose Statement& Objectives 

The purpose of this DNP project was to evaluate the effectiveness of the current 

mentoring process at the University of Missouri Sinclair School of Nursing through 

administration and analysis of the Mentor Effectiveness Scale (MES) to faculty mentors and 

mentees hired between 2011-2016.   
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Project objectives to be achieved included: 1) 75% of faculty who have been hired by the 

MU SSON within the last five years will identify how effective they perceived their assigned 

peer mentor relationship to be or have been as evidenced of scores on the MES by November 30, 

2016.  2) 75% of faculty who self-select as having served as a peer mentor within the last five 

years will identify how effective they perceived their role was or is as a peer mentor as 

evidenced by scores on the MES by November 30, 2016.  3)  The MU SSON Policy Committee 

will be provided a structured faculty-mentoring proposal integrating survey feedback and 

evidence based mentoring practice principles to be voted on and approved by April 1, 2017.  

Review of the Literature 

Job satisfaction and retention hinges on mentoring skills of leaders to not only show 

interest in new faculty, but to assess individual faculty need for professional development and 

support of a healthy work environment for all involved (Gutierrez, et al., 2012; McAllister, 

Oprescu, & Jones, 2014). Nurses moving from the clinical setting to the academic setting need 

preparation, professional growth, and the development of a social network to make the transition 

a lasting one (Grassley & Lambe, 2015; Schoening, 2013; National League of Nursing [NLN], 

2005).  Not only do mentoring relationships improve the work environment, there is also 

indication that it improves organizational commitment by achieving a sense of accomplishment, 

autonomy in role, support for professional growth, and atmosphere of academic freedom (Bittner 

& O’Connor, 2012). In fact, some would argue the process of not mentoring new faculty, by way 

of not acculturating them as new staff, is a form of horizontal violence and incivility (Dunham-

Taylor et al., 2008; Peters, 2014).  In response, mentoring and building relationships between 

faculties should be the guiding framework to secure prosperous faculty members (Gazza & 

Shellenbarger, 2005).  Regardless of whether or not mentoring is correlated to job satisfaction, 

efficacy, or productivity, they all have a common result of academic success and retention 

(Bruner, Dunbar, Higgins, & Martyn, 2016; Eby, Allen, Evans, Ng, & DuBois, 2008; Felmdan, 

Arean, Marchall, Lovett, & O’Sullivan, 2010; Shollen, Bland, Center, Finstad, & Taylor, 2014).  

Mentees report higher self-confidence in professional development (α= .68) and satisfaction with 

their career overall as a result of mentoring relationships (van der Weijden, Belder, van 

Arensbergen, & van den Besselarr, 2015).   Likewise, Gardiner, Tiggerman, Kearns, & Marshall, 

(2007) showed mentoring greatly contributed mentee’s self-perception of their efficacy and 

performance (p = 0.718).  Gardiner, et al. (2007) uncovered the connection between mentoring 

and retention with 14% attrition of mentored faculty compared to 33% attrition of non-mentored 

faculty.  

 Literature offers several suggestions to promote successful mentoring experiences.  An 

over-arching theme is meaningful mentor-mentee dyad pairing results in personal connections 

that solidify over time and become meaningful for both members of the dyad (Cangelosi, 2014; 

Grassley & Lambe, 2015; McAllister, et al., 2014; Sawatzky & Enns, 2009; White, Brannon, & 

Wilson, 2010).  Another important contributor is to match mentors and mentees based on goals, 

interests, age range, etc. (Grassley & Lambe, 2015; Lasater, et al., 2014; Nick, et al., 2012; 

University of California, San Francisco, 2012; University of North Carolina at Chapel Hill, 

2008).  Career interests and gender matching has shown to be helpful for female mentees.  

Additionally, race/ethnicity, age, and personal chemistry has shown to be important but they are 

hard to predict (University of California, San Francisco, 2014).  Additionally the need to create 

different experiences for tenure or research based faculty and non-tenure or clinical faculty is 

also important to consider (Franko, 2016). 
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Methodology 

Research Design 

This quality improvement project utilized a cross-sectional design to assess the need for 

and development of a mentoring program for the MU SSON. The project occurred at MU SSON 

in Columbia, Missouri; a state based, public school of nursing that offers nursing degrees at the 

baccalaureate, master, and doctorate levels.  Between the years of 2011 and 2016, there were on 

average 40.9 faculty employed with approximately 37.4 full-time and 3.5 maintaining part-time 

employment (Appendix A).  Gender, ethnicity, and racial demographics of faculty was not 

available.  Eligibility criteria included all assistant/associate/full professor and 

assistant/associate/full teaching professor and full-time (9-month or 12 month calendar year) or 

near full-time (>6-month calendar year) faculty within the SSON.  Faculty eligible for 

participation were identified as MU SSON faculty hired between August 15, 2011 and 

September 1, 2016. Exclusion criteria included faculty who did not identify as a mentor or 

mentee during the specified timeframe.    

Tool and Intervention 

The MES was selected to measure how effective mentors and mentees perceived their 

mentoring relationship to be or have been (Berk, Berg, Mortimer, Walton-Moss, & Yeo, 2005).  

Reliability of the MES was examined with test-retest (0.89, 2 weeks apart) as well as internal 

consistency (Cronbach Alpha coefficient, 0.936) methods that suggest the tool is reliable and 

valid (Yirci, Karakose, Uygun, & Ozdemir, 2016).  The MES includes 12 statements focused on 

desirable characteristics of mentoring relationships and are set on a 6-point Likert scale where 1 

equals strongly agree, 6 equals strongly disagree, an no neutral position (Berk, et al., 2005). 

Additional items regarding roles and responsibilities, resources, and sufficient time were 

included on the survey as suggested by the Policy Committee.  A Qualtrics survey link 

containing the MES questionnaire and Policy Committee items was sent by email to all faculty 

of SSON during the fall of 2016 for self-selection and participation.  Participants had 6 weeks to 

complete the survey. Reminders were sent at 3-week intervals with final survey collection 

occurring November 1, 2016. An important note is participant demographics other than years of 

experience were not collected due to voiced concerns of threat to anonymity related to faculty 

body size and demographic correlation.  

Evaluation 

From the convenience sample, 15 mentors and 6 mentees completed the MES survey. 

Data from the MES were entered into Statistical Package for Social Sciences (SPSS) version 23, 

categorized as ordinal level data, and evaluated using the Mann-Whitney rank-sum test. The 

level of significance was set at p ≤ .05.  Years of experience was evaluated using a Chi-square 

test of independence. Overall survey response rate of 35% was achieved.  Some faculty served as 

both mentor and mentee within the five year time span and could have completed the survey 

from the perspective of each role.  

A Mann-Whitney test indicated mentors provided motivation to mentees was greater for 

mentors (Mdn = 6) than for mentees (Mdn = 3.5), U= 18.50, p = .036.  Additionally, the 

perception that mentors were helpful in providing direction and guidance on professional issues 

was greater for mentors (Mdn = 6) than for mentees (Mdn = 5), U= 19.50, p = .045.  

Furthermore, mentors (Mdn = 6) perceive they suggest appropriate resources where mentees 

(Mdn = 4) feel there is room for improvement (U= 15.50, p = .018).  For these items, mentors 

(Mdn = 4) felt they discussed roles and obligations while mentees (Mdn = 2.5) results indicate 
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otherwise (U= 12.50, p = 008).  Lastly, mentors (Mdn = 5) reported having sufficient resources 

while mentees (Mdn = 2.5) perceptions conflicted (U= 17.50, p = .029) (See Appendix B).   

The first project objective was perceived to be unmet. Because there was no record of 

who served as mentors over the last 5 years, the survey was emailed to all faculty to self-select 

for survey eligibility and participation. Additionally, turnover of both mentors and mentees may 

have occurred during 2011-2016. As 46 were anticipated to have served as either a mentor 

(N=23) or mentee (N=23), only 65% of potential mentors and 26% of potential mentees 

responded (not including those who may have left the university). 

The final objective of this project was to analyze data from faculty who participated in 

the survey, review literature for best practices in mentoring, and present recommendations to the 

Policy Committee for the creation of a structured of mentoring program.  This objective was met. 

Data was analyzed as noted above.  Meetings were held with the Policy Committee to review 

results and discuss recommendations, and with key stakeholders to support the creation of a 

structured mentoring program.  In meeting with the Policy Committee, a workgroup was formed 

to further review findings and personalize recommendations to SSON based on findings and 

evidence.  The process proceeded providing suggestions for how the recommendations may be 

carried out. Suggestions included using a questionnaire for intentional and evidence based 

matching of dyads, utilizing a structured mentor session guide to help mentors facilitate 

personalized and meaningful interactions, mid-year surveys and repeating the MES annually to 

continue the evaluation and improvement of the mentoring process at SSON (Feldman, 2012; 

Grassley & Lambe, 2015; Lasater, et al., 2014; Law, et. al., 2014; Nick, et al., 2012; University 

of California, San Francisco, 2012; University of North Carolina at Chapel Hill, 2008) 

Conclusion 

Findings in this project are consistent with current literature on mentoring in academic 

settings.  While SSON has many positive outcomes of their current mentoring activities, there 

are some areas where the perception of mentors and mentees do not align.  However, with a 

sample of 6 mentees compared to a sample of 15 mentors, equal representation could have 

produced skewed results.  The discrepancy in representation as well as the removal of 

demographic questions from fear of loss of anonymity are small indicators that political powers 

may play a role in faculty willingness to share experiences.  Political dynamics in academia is 

another factor noted in literature that has a large impact on mentoring outcomes (Franko, 2016; 

Grassley & Lambe, 2015; Law, et al. 2014). The primary strength of this project is the size of 

faculty involved in the updated mentoring process. To sustain the proposed changes, the Policy 

Committee will either solicit or appoint people for the on-going required tasks of assuring 

mentor mentee matches occurring in a meaningful way, bi-annual survey distribution, bi-annual 

survey data analysis, and maintenance of the Canvas Faculty Mentoring site created to house all 

mentoring documents and resources for this project.  An additional strength of this project is the 

tangible product to be utilized that includes on-going evaluation for continual improvement.  

While time and energy are required by the MU SSON to keep the program running, suggestions 

and recommendations for a reasonable evidence-based mentoring program have been provided in 

an effort to support and retain SSON faculty.   
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Appendix A 

SSON Faculty Retention and Turnover Rates 2011-2016 

Date 

Number 

of 

Faculty 

New 

Hires Separations 

Beginning # 

Faculty 

Minus 

Resignations 

(x) 

Beginning 

# of 

Faculty 

(y) 

Retention 

Rate 

(x/y*100) 

# of 

faculty 

Leaving 

(L) 

Beginning 

# of 

Faculty 

(y) 

Turnover 

Rate 

(L/y*100) 

9/11 41 3 5 36 41 88% 5 41 12% 

6/12 37 2 0 37 37 100% 0 37 0% 

9/12 41 4 2 39 41 95% 2 41 5% 

6/13 40 1 0 40 40 100% 0 40 0% 

9/13 41 1 5 36 41 88% 5 41 12% 

6/14 36 0 0 36 36 100% 0 36 0% 

9/14 44 8 2 42 44 95% 2 44 5% 

6/15 41 0 0 41 41 100% 0 41 0% 

9/15 45 4 2 43 45 96% 2 45 4% 

6/16 43 0 0 43 43 100% 0 43 0% 

 Average Total  Averages 

 40.9 23 16   96% Retention 4% Turnover 
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Appendix B 

 

Mentor Effectiveness Scare Survey Item P value 
Median 

Mentor Mentee 

1. My mentor was accessible. .622 5 5 

2. My mentor demonstrated professional integrity. .569 6 6 

3. My mentor demonstrated content expertise in my area of need. .424 6 5.5 

4. My mentor was approachable. .470 6 5.5 

5. My mentor was supportive and encouraging. .622 6 5.5 

6. My mentor provided constructive and useful critiques of my 

work. 

.267 
6 5 

7. My mentor motivated me to improve my work product. .036 6 3.5 

8. My mentor was helpful in providing direction and guidance on 

professional issues (e.g., networking). 

.045 
6 5 

9. My mentor answered my questions satisfactorily (e.g., timely 

response, clear, comprehensive). 

.677 
6 5.5 

10. My mentor acknowledged my contributions appropriately (e.g., 

committee contributions, awards). 

.733 
6 5.5 

11. My mentor suggested appropriate resources (e.g., experts, 

electronic contacts, source materials). 

.018 
6 4 

12. My mentor challenged me to extend my abilities (e.g., risk 

taking, try a new professional activity draft a section of an 

article). 

.569 

6 4.5 

 

 

Survey Item Posed by Policy Committee P value 

Median 

Mentor Mentee 

My mentor and I discussed the mentor/mentee roles and obligations. .008 4 2.5 

My mentor and I had sufficient resources. .029 5 2.5 

My mentor and I had enough time to work together. .095 5 3 

 


