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Factors influencing new nurses' recognition of turnover
intention : Content analysis

Song-Hyun Lee
Adjunct Professor, Dept. of Nursing, Seoul Women’s College of Nursing
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Abstract The purpose of this study is to provide basic data for training professionals and reducing turnover
through content analysis of the intended factors of turnover intension recognized by new nurses. For data
collection, the study surveyed 80 nurses who have less than 12 months working experiences in the
advanced hospital of B city, and conducted a self-filled questionnaire survey with open questionnaire form
from Nov 20 2020 to Feb 10 2021. The content analysis method is used for the research, as a result, the
study found 7 cateogories of reason for leave as work, organizational culture, training, personal tendency,
relationships, bullying, dissatisfied benefit. It is meaningful to present evidence data on effective human
resource management and measures to reduce the turnover of new nurses. Based on this study, we propose
a study for specific institutional improvement according to the factors influencing each derived turnover
intension.
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Table 1. The causes of turnover intention recognized by new nurses (N = 80)
Sub - category n(%) Category n(%)
Overwhelming workload for new nurses 13(13.3)
Strength of work compared to ability 10(10.2)
Independence and burden of work 6(6.1) Work
Patient with serious status 4
3 shits 3 40408)
Work competency that falls short of the work load A
Difficulty on work environment A
Organizational atmosphere within department 8
Atmosphere that considers new nures as troublesome A -
- — Organizational culture
Closed nursing organizational culture 1
Vertical hierarchy on nurses 1 130133)
Atmosphere used like mechanical parts 1
Not enough training system 6(( Training
Lack of knowledge A(
QOccupational stress and burden on the new nurse’s education 1 "
Lack of understanding and experience in the desired department A(
Lack of self esteem from mistake and under performing A( Personal tendency

Not fit for aptitude on nursing

1(11.2)

Lack of stamina
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(
Difficulties in human relations 6(( Relationships
Conflict between colleagues 3 99.2)
Nursi.ng Bully.ing . 3 Bullying
Emotional point from senior nurse 3
Blunt words over new nurse 2 882)
Low level salary compared to work strength A
No overtime allowance. 2 Dissatisfied benefit
Lack of benefit compare to work strength 1( 6(6.1)
Not guaranteed leaves 1
Total 98(100) 98(100)
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