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APPENDIX E
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APPENDIX F

Descriptive Analysis

QUESTION Pre/post Pre/post Pre/post Pre/post
MEAN MEDIAN MODE S.D.
1. 3.358>2.321 3.000->2.000 3.00~>2.00 .618->.602
2. 2.567->1.803 3.000->2.000 2.00>2.00 .820->.813
3. 2.741>1.173 3.000—->1.000 3.00->1.00 .787->.380
4. 3.062->1.383 3.000->1.000 3.0~>1.00 .659->.603
5. 1.605->1.407 1.000->1.000 1.00-1.00 .801->1.292
6. 3.222->2.062 3.000->2.000 3.00>2.00 .707->.857
7. 2.975>1.222 3.000—->1.000 3.00->1.00 547> .474
8. 3.012->1.222 3.000->1.000 3.00~1.00 581->.474
9. 3.457->1.580 4.000->1.000 4.00>1.00 .725->.788
10. 3.432->1.802 4.000->2.000 4.00>1.00 .688->.813
11. 3.432>2.691 4.000->3.000 4.00>3.00 .651->.944
12. 3.457>3.259 4.000->4.000 4.00->4.00 .633->.985
13. 2.679>2.037 3.000->2.000 3.00~>2.00 .755->.843
14, 3.272>1.827 4.000->1.000 4.00~>1.00 .936>1.104
15. 3.457>3.012 4.000->3.000 4.00>3.00 .852->.968
16. 3.482->3.419 4.000->4.000 4.0024.00 .635->.892
17. 3.432>2.012 4.000->2.000 4.00>2.00 .651->.733
18. 2.543->1.457 3.000->1.000 3.00~1.00 .708->.549
19. 1.691->1.346 1.000->1.000 1.00->1.00 917->.635
20. 3.383>2.840 4.000->3.000 4.00>4.00 .930->1.066
21 3.380>2.840 4.000->3.000 4.00>4.00 .966>1.112
22. 1.765->1.593 1.000->1.000 1.00->1.00 .952->.848
23. 1.926->1.926 2.000->2.000 2.00->2.00 .739->.608
24, 2.580->1.938 3.000->2.000 3.00->2.00 .687->.556
25. 1.988->1.580 2.000->1.000 1.00->1.00 1.006->.705
26. 1.975>1.432 2.000->1.000 1.00->1.00 1.036->.706
27. 2.172->1.901 2.000->2.000 2.00->2.00 771->.561
28. 2.000->1.889 2.000->2.000 2.00->2.00 .8372>.725
29. 2.790>1.444 3.000->1.000 3.00->1.00 .666->.652
30. 2.630>1.210 3.000->1.000 3.00~>1.00 .641->.467
31. 3.321>2.099 3.000->2.000 3.00>2.00 .668->.717
32. 2.629>2.124 3.000->2.000 4.00>1.00 1.112->1.053
33. 2.000~>1.617 2.000->1.000 2.00>1.00 .791->.784
34. 3.765>3.012 4.000->3.000 4.00>3.00 .618->.968
35. 3.482->2.000 4.000->2.000 4.00>2.00 .673->.652
36. 3.630>2.012 4.000->2.000 4.00>2.00 .642->.661
37. 2.469->1.765 2.000->2.000 2.00~>2.00 .867>.676
38. 3.630>1.642 4.000->2.000 4.00>2.00 .660->.639
39. 2.444->1.691 2.000->2.000 2.00->2.00 671->.682
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40. 3.099->1.260 3.000->1.000 3.00->1.00 .831->.543
41. 3.284->2.037 3.000->2.000 3.00~>2.00 .656->.715
42. 3.642->1.173 4.000->1.000 4.00->1.00 .645->.441
43. 2.877->1.383 3.000->1.000 3.00->1.00 .872->.538
44. 3.543->1.510 4.000->1.000 4.00-1.00 142> .635
45. 2.333->1.901 2.000->2.000 2.00->2.00 775>.735
46. 2.432->1.790 2.000->2.000 2.00->1.00 .865->.958
47. 3.012->1.988 3.000->2.000 3.00->2.00 .661->.749
48. 2.136>1.605 2.000->1.000 2.00->1.00 .905->.753
49. 3.728->3.210 4.000->4.000 4.00->4.00 671->1.021
50. 2.469->1.654 3.000->2.000 3.00->2.00 .726->.574
51 3.284->1.877 3.000->2.000 3.00~>2.00 .729->.812
52. 3.049->1.728 3.000—->2.000 3.00->2.00 123->.725
53. 1.457->1.198 1.000->1.000 1.00->1.00 142> .534
54. 3.037>1.432 3.000—>1.000 3.00-1.00 .7198->.632
55. 2.025>1.457 2.000—>1.000 2.00->1.00 .894->.593
56. 2.161->1.716 2.000->2.000 2.00->1.00 .858->.729
57. 2.716—>2.062 3.000—>2.000 3.00-1.00 1.075->1.029

APPENDIX G
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Conceptual Model

j Step I: Problem
d Recognition

Step XI: Results
Reporting

Step I1: Needs
Assessment

Step I11: Goals,
Objectives,
Mission Satement

Step VIII: Data
Interpretation

Step 1V
Theoretical
Underpinnings

Sep VII:
Implementation

Sep VI:
Evaluation
Planning

Step V: Work
Planning

Using Zaccagnini and White DNP Project Process Model

APPENDIX H



FLOAT POOL NURSE RETENTION

Budget and Resources
 Site Provisions:
Staff wages and scheduling provided by Float Pool department
IT room locations
Education supplies (white boards, easels, ppt, markers, etc)
Advertising and recruiting related costs
* Researcher Provisions:
Educational handouts
Participant booklets
Time and effort to arrange course offerings
* Budget:
IT room locations (in house function): Free
Education Supplies: White board ($75), easel ($25), markers ($3): $103.00
Advertising/Recruiting fees: $150.00 (County journal publication)
Handouts: ream of paper $13.00
Booklets/binding: $275 (for 20 coil bound with tab dividers)

* Total: $541.00

54
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In order to replicate this particular study, the following budget and resource needs can be

anticipated:
« Staff: (plus cost for benefitted employees) $4,288.00
» Wages for new hires:(based on 20 new hires) $47,360.00
» Researcher supplies/materials: $541.00

Total $52,189.00
*Funding for staff and new hires came from Float Pool department allocated annual
budget for orientation costs. Supplies for project (handouts/materials) came from research

student. No other funding sources were utilized for this project.
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APPENDIX |

IRB Approval Letter

REGIS %UNIVERSITY

REGIS.EDU

(natitutional Review Board

DATE: March 28, 2017

TO: Mandy Kautz, RN, MSN

FROM: Regis University Human Subjects IRB

PROJECT TITLE: [1028965-1] Implementing a Nurse Residency Program to Impact Nurse
Retention Rates

SUBMISSION TYPE:  New Project

ACTION: DETERMINATION OF EXEMPT STATUS
DECISION DATE: March 28, 2017
REVIEW CATEGORY:  Exemption category # (1)

Thank you for your submission of New Project materials for this project. The Regis University Human
Subjects IRB has determined this project is EXEMPT FROM IRB REVIEW according to federal
requlations 45.CFR46.101(b).

This is a well-written doctoral project application. It identifies a serious problem in acute care and
addresses it with a well-developed curriculum. There are two missing items that need to be submitted:

+ Information on the validity and reliability of the study instrument.
+ CITl verification for Dr. Jackson.
We will retain a copy of this correspondence within our records.

If you have any questions, please contact the Institutional Review Board at irb@regis.edu. Please include
your project title and reference number in all correspondence with this committee.
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APPENDIX J

Agency Support Letter

Dignity Health.
St. Joseph's Medical Center 1300 N. Cabifornia S1.
direct  (209) 4676331

fax (209) 4616831
StloscphaCares crg

August 10, 2016
To: Regis University Institutional Review Board (IRB),

I am familiar with Mandy Kautz's research project entitled Implementing a
Residency Program to Affect Float Pool Nurse Retention Rates. | understand St.
Joseph's Medical Center’s involvement to be: providing archival data on retention
records, allowing employees to attend/participate in such a residency program,
allowing employees to be surveyed at set intervals both during and after
completion of residency program, allowing residency program to be held on site
at this facility, and to utilize teaching resources such as Educators and Clinical
Nurse Specialists in carrying out such residency program.

I understand that this research will be carried out following sound ethical
principles and that participant involvement in this research project is strictly
voluntary and provides confidential data, as described in the proposal.

Therefore, as a representative of St. Joseph's Medical Center, | agree that Mandy
Kautz's research project may be conducted at our agency/institution.

Sincerely,

Dr. Anitra Williams, DNP, RN, HACP, CCRN

Director of Nursing Operations, Education, and Medical Library
St. Joseph's Medical Center

1800 N. California Street

Stockton, California 95204

Office: (209) 467-6300

Fax: (209) 461-6881
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