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Purpose
The purpose of this evidence-based scholarly project was to 
discern the best practices through existing research and to 
identify interventions through mentor-mentee relationships.  
These relationships would enrich the new hire experience to 
promote job satisfaction through the application of Watson’s 
Caring Theory. 1

Background

Introduction

Results

Mentoring can:

Guiding Scholarly Research Question

• Lack of formal mentoring for new hire NPs that are new to the 
  organization or to the role of the NP

• Risk of job dissatisfaction with loss of provider

• Desired mentoring characteristics
  • Positive support in the form of encouragement
  • Competence in special skills and expertise
  • Openness to mutual learning and growth

NPs in this study were most satis�ed with level of autonomy, social contact at work, percentage of time 
spent in direct patient care, patient mix, sense of accomplishment, status in community, challenge in 
work, and lastly, ability to deliver quality care.  These are factors in line with the qualities of a caring nurse.  
Likewise, the items least linked to satisfaction included: monetary bonuses that are available in addition 
to salary, opportunity to receive compensation for services performed outside of normal duties, reward 
distribution, evaluation process and policy, and input into organizational policy.

In the cross tabulations, 100% reported they found a mentor to be bene�cial and a mentor positively 
in�uenced job satisfaction.  Those participants who had a mentor upon hire were more satis�ed as 
evident with a higher mean on the MNPJSS, than those who did not have a mentor upon hire. 

Cross tabulations of “did you have a mentor through your university (33.33%)” and “did you have a 
mentor upon hire (60.00%)” resulted in only six participants or 16.2% having a mentor through their 
university as a student and upon hire.  For cross tabulations of “did you have a mentor upon hire as 
Advanced Practice Nurse” (72.97%), with “would you have preferred to have a mentor?” yes was reported 
100% of the time.  Further inquiry revealed 10/10 or 100% of those which had a mentor upon hire stated 
they found this mentor bene�cial.

Respondents (n=9) all stated having a mentor upon hire positively in�uenced job satisfaction. 

Methods
• Non-experimental mixed methods utilizing an online survey, 
  administered through Qualtrics survey platform
 
• Population
  Convenience sample of NP’s, with national certi�cation, 
    licensed to practice in Indiana

• Setting
  Large, urban healthcare setting in central Indiana

• Tools
  Survey of demographic and mentoring variables   
  Job satisfaction results obtained from the Misener Nurse  
     Practitioner Job Satisfaction Scale (MNPJSS) 3  Use of   
   open-ended questions regarding mentoring

A mentoring experience4 can provide a positive environment, 
which can lead to increased job satisfaction. 5  In turn, a higher 
level of satisfaction in the work environment can be associated 
with reduced turnover and improved retention and patient 
outcomes.   Ultimately, a safer healthcare system will evolve and 
improve patient care and outcomes.

• Signi�cantly in�uence job satisfaction
• Alleviated NP shortage through improved provider retention
• Improve role transition, recruitment, and retention 
• Improve professional growth, “community building” of NPs and 
  job satisfaction
• Reduce frustration, decreased feelings of isolation, and reduced 
  NP �ight risk leading to retention of highly quali�ed NPs
• Improve patient outcomes and organizational stability

   Mentoring is a crucial part of the new hire experience to  
     ensure increased job satisfaction and retention. 2

• In nurse practitioners at a large, urban healthcare setting, does 
  mentoring, based on Watson’s Caring Model, compare to the 
  current orientation process positively in�uence participants' 
  job satisfaction?

Characteristics Frequency (%) Count

Race Caucasian/Non-Hispanic
African American/Non-Hispanic
Hispanic/Latino
Asian/Paci�c Islander
Native American/Alaskan

83.78% 31
5
1
0
0
29
3
3
2
0
0
34
3
0
0
0
27
6
4
25
7
1
3
0
0
2
3

3
3
12
5
8
1
5

8
10
8
1
5

13.51%
2.70%
0.00%
0.00%

Highest level of 
education

Employment 
status

NP clinical 
practice setting
Total hours as NP 
worked per week

Time in current 
position (specialty) 
as NP

MSN

Full time
Part time
Per Diem
Hourly
Other
Outpatient
Inpatient
Both
40+
32-39
24-31
16-23
8-15 hours
1-7 hours
1-6+ months
7-11+ months
1-2+ years
3-5+ years
6-10+ years
11-15 years
>15 years
1-6+ months
7-11+ months
1-2+ years
3-5+ years
6-10+ years
11-15 years
>15 years

Post Master's Certi�cate
DNP/DNSc
Other
PhD
EdD

78.38%
8.11%
8.11%
5.41%
0.00%
0.00%
91.89%
8.11%
0.00%
0.00%
0.00%

73%
16%
11%
69.44%
19.44%
2.78%
8.33%
0.00%
0.00%
5.41%
8.11%

8.11%
8.11%
32.43%
13.51%
21.62%
2.70%
13.51%

1
0
1
4

4

8
8
5

40,000-49,999
50,000-59,999
60,000-69,999
70,000-79,999
80,000-89,999
90,000-99,999
100,000-109,999
>110,000

3.23%
0.00%
3.23%
12.90%
25.81%
25.81%

12.90%
16.13%

17
7
7
3

1

2
1
1

Family
Adult
Women's Health
Acute Care
Neonatal
Gerontological
Pediatric

Oncology
Psychiatric/Mental Health

47.22%
19.44%
19.44%
8.33%
5.56%
2.78%
2.78%
2.78%

0

12
Yes
No

0.00%

34.29%
2365.71%

21.62%
27.03%
21.62%
2.70%
13.51%

Time in current 
organization as NP

Annual salary

NP specialty

Did you serve 
as a preceptor?

Conclusion

• Future clinical inquiries and follow up projects can further 
  enhance research with a mentorship focus, as mentored NPs 
  experience has shown increased job satisfaction with 
  positive outcomes.
• As E-mentoring is a newer topic in nursing literature, further 
  research is needed. 6
• Further studies aimed at development of one-on-one 
  mentoring programs.  Identifying individual mentors with 
  mentees and establishing a more formal ongoing relationship 
  with formative and summative evaluation of the experience 
  and reporting the results. 
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Table 1.  Demographics Table 2. Mentoring Questions

Table 3.  Mean Values by Factor for 
the 44 Items in Descending Order 
in the Misener Nurse Practitioner 
Job Satisfaction Scale

Characteristics Frequency (%) Count
No
Yes

No
Yes

No
Maybe
Yes

No
1- 3 months
3+ months
6+ months
Ongoing. Plans to 
mentor for a lifetime
12 months
Assigned
Chosen
Both

Yes
Both
Formal
Informal

51.35% 19
18

27
10
16
10
0
6
3
1
10
0
3
2

6
3
1

2
2

1

48.65%

If no:  Would you have preferred 
to have a mentor?

Was the mentor relationship 
formal or informal?

Did you �nd this 
mentor bene�cial?

Did you choose a mentor or was 
this individual assigned to you?

72.97%
27.03%
61.54%
38.46%
0.00%
60.00%
30.00%
10.00%
100.00%
0.00%
30.00%
20.00%

60.00%
30.00%
10.00%

10
3
2
2
0

100.00%
30.00%
20.00%
20.00%
0.00%

9
0
0

100.00%
0.00%
0.00%

20.00%
20.00%

10.00%

How long did the mentoring 
experience last?

Form of mentoring interactions: 
(Check all that apply)

Did this experience/relationship 
positively in�uence your 
job satisfaction?

Did you have a mentor, as described 
by de�nition above, through your 
university while obtaining your 
nurse practitioner degree?
Did you have a mentor upon hire 
as Advanced Practice Nurse?

Face to face
Phone call
Text
Email
Other

34

33

32

31

30

27

21
2

91.89%

3491.89%

89.19%

86.49%

83.78%

81.08%

72.97%

56.76%
5.41%

What do you consider as excellent 
qualities/characteristics 
of a mentor? (Check all that apply)

Positive support in the 
form of encouragement
Competence in special 
skills and expertise
Openness to mutual 
learning and growth
Generosity of spirit and a 
sincere willingness to share
Self-con�dence and 
Self-respect
Commitment, passion, 
and energy to inspire
Caring/Human 
connection
Behaviors to imitate
Other

Yes
No
Somewhat

20
15
1

55.56%
41.67%
2.78%

Are you willing to serve 
as a mentor?

Yes
Maybe
No

16
15
6

43.24%
41.67%
16.22%

Would you agree to a 
virtual or E-mentor? 

Maybe

No
Yes

Mean Std. Deviation Count
4.76

5.35

1.19 34
34

34

1.11

Level of autonomy
Percentage of time spent in 
direct patient care

0.54

5.09 33Patient mix 0.67
5.09 35Sense of accomplishment 0.77

5.06 35Ability to deliver quality care 0.89

4.4 35Sense of value for what you do 1.34

4.5 34Expanding skill level/procedures 
within your scope of practice

0.98
4.56 34Flexibility in practice protocols 0.88

4.5 34Opportunities to expand your 
scope of practice and time to 
seek advanced education

1.01

5.09 34Challenge in work 0.78

5.11 350.71

Your immediate supervisor
Amount of consideration given 
to your personal needs
Opportunity to develop and 
implement ideas
Process used in con�ict resolution

Respect for your opinion

Amount of administrative support

Factor 1:  Intrapractice
Partnership/Collegiality

Factor 2:  Challenge/Autonomy

5.26 35Social contact at work 0.55

4.82 34Social contact with your 
colleagues after work
Professional interaction 
with other disciplines

0.95

4.8 350.82

Status in the community

4.4 35Recognition of your work from peers 1.34

4.63 35Interaction with other NPs 
including faculty

0.99
4.76 34Quality of assistive personnel 1.16

4.5 34Acceptance and attitudes of 
physicians outside of your practice 
(such as specialist you refer patients to)

1.01

5.09 340.61

Factor 3: Professional Social, and Community Interaction

4.97 35Support for continuing education 
(time and $$)

0.97

Time o� to serve on 
professional committees

4.4 351.13

4.24 34Opportunity to expand your 
scope of practice

0.91

Factor 4: Professional Growth

Factor 5: Time

Factor 6: Bene�ts

4.65

341.064.53

Consideration given to your opinion 
and suggestions for change in the 
work setting or o�ce practice

351.264.34

Opportunity to receive compensation 
for services performed outside of 
your normal duties

331.172.82

3414.38

Input into organizational policy 3314.38

Reward distribution 341.033.65
Evaluation process and policy 331.14

Freedom to question decisions 
and practices

351.174.31

Recognition for your work 
from superiors

351.064.2

Monetary bonuses that are available 
in addition to your salary

341.192.5

351.054.11

351.214.29

Opportunity for professional growth 4.71 351

Time o� to serve on 
professional committees

4.27 330.99

4.74 34Time allocation for seeing patient (s) 0.98

Time allotted for answering messages 4.4 351.13

4.24 34Patient scheduling policies 
and practices

0.91

Time allotted for review of lab and 
other test results

4.36 331.01

5.03 35Vacation/Leave Policy 0.81

Bene�t package 4.4 351.13
Retirement plan 4.71 350.94

Time o� to serve on 
professional committees

4.31 321.07

Survey was sent to 69 subjects who met criteria the Qualtrics survey link, consent to participate was obtained and all responses were anonymous.  The 
survey contained three sections: demographics, mentoring, and the Misener Nurse Practitioner Job Satisfaction Scale (MNPJSS).

Response rate of 54% �nal sample consisted of 37 participants (n = 37), statistical signi�cance set at p<.05.

All or 100% of participants reported the mentor experience/relationship positively in�uenced job satisfaction.  Scores from the MNPJSS ranged from 
141-246 with a mean of 195.26 (SD = 28.29) corresponding to “minimally satis�ed” or a mean of 4.44 on the 6 point scale.  These results are similar to 
original MNPJSS with a mean of 4.39. 


