
A nurse faculty shortage has been established by the 
According to the American Association of Colleges of Nursing 
(AACN) and factors contributing to the shortage include aging 
faculty, lack of doctoral prepared faculty and the economic 
cost of pursuing an academic career (AACN, 2017).  
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Background

Nurse Faculty Needs

References

This was a descriptive and exploratory study.  Data was gathered with the 
use of an anonymous online survey after IRB and ethics approval was 
obtained.  The target population included nurse faculty in a BSN or higher 
degree granting program.  Participants were encouraged to rank 10 items 
related to retention from least important to most important.  An open-
end question regarding development and retention needs in the 
academic setting was presented to participants.  A content analysis was 
completed to describe the characteristics of the data obtained from 
Nurse Faculty.   A thematic analysis approach was used to identify, 
analyze, and report patterns from the data obtained by Nurse Faculty.

Methodology

Purpose

The basis of this study was to solicit nurse faculty 
perceived needs for development and retention in the 
academic setting.   

The goal of this study was to investigate nurse faculty 
development and retention needs from a qualitative 
perspective. 

• Examine the nurse educator curriculum and consider the inclusion of 
hands on teaching experiences and internships.

• Examine formal and informal education methods best suited to meet 
Nurse Faculty needs.  

• Further examine and explore the support needs of Nurse Faculty. 
Specifically, administrative support.

• Examine the salary and workload requirements of Nurse Faculty.  
Compare Nurse Faculty salary and workloads to various academic 
disciplines and clinical settings.

Recommendations

Participant demographics revealed the respondents were 
Caucasian (89.9%), female (96.6%), 52 years of age (M=52.47, 
SD=9.79).  The participants were evenly distributed between 
the Master’s (45.1%) and doctoral (53.7%) prepared nurse 
faculty.  The participants reported a 4.5% higher rate of 
certification 32.1%, compared to the U.S, national certification 
rate of 27.6% as reported by the Evaluating Innovations in 
Nursing Education Initiative.  

The nurse faculty sample of this study identified the following 
ranks; 14.7% Professor, 16.7% Associate Professor, 36.9% 
Assistant Professor, 27.5% Instructor and 4.1% indicated other.  
Only 8.5% of the participants reported teaching in a doctoral 
nursing program and 19.6% achieved tenure status. 

Demographic Results

Support
“One thing that has been so important is having an administrator who has positive communication skills.” 
“Positive and supportive working environment.”
“Administration "having your back" at all times.”
“I believe that a strong mentor program is essential for new faculty.  I was not mentored at all in my position and it was 
extremely difficult for me to adjust.  The culture in academe can be quite brutal, which is very similar to the "eat your own" 
with nurses in the hospital.  We have got to do better if we want to address the nursing faculty shortage.”

Salary
“Salary that reflects your knowledge and responsibilities.”
“I am seriously considering a departure from nursing education based on my pay.  I have not received a pay raise in 5 years.”
“Salary commensurate with skills/knowledge of PhD level nurse researcher - PhD faculty in nursing are grossly underpaid and 
overworked.”

Students
“Although lip service is given to undergraduate education, the truth of the matter is that it is not valued, nor are those who 
teach in the undergraduate program. There is no time to appropriately pace teaching to accommodate differences among 
students.”
“The student is most important to me, when they make positive steps and they say "thank you", that's worth more than pay!
“Watching the students begin with no knowledge then advance to graduation and finally meeting them in the workforce as a 
nurse.”

Workload
“Our workload is so high, there is no time for completing research or scholarship which is needed for promotion, very 
frustrating.”
“Being given enough time to accomplish goals. I work 50+ hours a week just to get the minimum done.”
“Realistic expectations of work load.”


