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Abstract

+ THE IMPACT OF JOB SATISFACTION, STRESS AND CAREER NEEDS ON
NAVY NURSES INTENT TO STAY ON ACTIVE DUTY

! Claire M. Pagliara, RN, BSN, MSN
George Mason Univefsity, 2003

Dissertation Director: Dr. James Vail

The nursing profession is experiencing a shortage of registered nurses that is only
expected to escalate. The Navy Nurse Corps (NC) takes the shortage seriously and would
like to prevent a shortage from occurring in the Navy. Beginning in 1998 and continuing
annually an Organizational As‘sessment Questionnaire (OAQ) is mailed to a random
sample of Navy Medical Department personnel. The OAQ addresses several variables
that could be related to intent to stay on active duty. The purpose of this study was to use
the OAQ data to examine the levels of job satisfaction, job stress, and career needs,
including the importance and how satisfying career needs are, as perceived by Navy
nurses. In addition, the study explored the relationship among job satisfaction, job stress,
importance of career needs and how satisfying career needs are with the impact on intent
to stay on active duty. Finally the study determined which of the following four predictor

variables: job satisfaction, job stress, importance of career needs, and degree of
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satisfaction with career needs were most influential in predicting Navy nurses’ intent to
stay on active duty.

Secdndary data analysis of 1998, 1999, and 2000 surveys occurred. Descriptive
statistics and multiple regression analysis were used to help provide the best prediction
possible. Data from the 1998 survey was referred fo‘ as the calibration sample. Because
there were data from 1998 through 2000, three samples from the same population, a
double-cross validation study determined how wéll the regression equation obtained from
the original study in 1998 performed in another sample from the same population in 1999
and 2000.

The findings of this study indicated an overall intent to stay on active duty, a
moderate level of job saﬁsfaction, and that Navy nurses are not especially stressed on the
job. The purpose of multiple regression is to model or group variables that best predict a
criterion var{able. The correlations between the predictor variables and intent to stay were
all positive except for job stress, which was expected. While an increase in job stress is
associated with intent to stay, when the other predicté)r‘ variables are held constant, an
increase in job stress is related to a decrease in inteﬁt to stay in the Navy.

Thorough analysis of the data specifically for the Nurse Corps provided a solid
base to ground strategic planning for the Corps. This study provided a reliable benchmark
and accessibility for subsequent studies annually. Knowing their input is being
thoroughly analyzed, published, and used for decision making may encourage NC
officers to continue to complete the survey annually. Other Navy Medical Departments

such as the Navy Dental Corps, which is currently experiencing a shortfall of dentists,
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may use this methodology to establish a relationship among the same variables for their

community.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



CHAPTER 1

t

INTRODUCTION

In the past the nursing shortage seemed to be related to wages and the
unwillingness of nurses to work for those wages that were no longer compatible with
the increasing market demands (Berliner & Ginzberg, 2002). Today’s problem is
more complex. The most important factors contributing to the shortage are the
declining interest in nursing due to other career opportunities, working conditions,
salary compression and the overall decrease in individuals born after '1955 (Buerhaus,
Staiger, & Auerbach, 2000; Bednash, 2000; Nelson, 2002; Berliner & Ginzberg,
2002). Natio;rl wide the nursing shortage is predicted to reach a 20% deﬁcit by 2020
(Nelson, 2002). |

Other factors that might influence the nursing shortage are regulatory
mechanisms, credentialing and ambiguity regarding the profession itself. To add to
the complexity, it is worth considering if there really is a nursing shortage at all. In
2000, almost 494, 727 or 18.3% registered nurses were not employed in nursing,
indicating that there are alternative career choices outside of traditional nursing
assignments (USDHHS, (n.d.). In the old model of the health care delivery system the
provision of patient care was a revenue center. In the new system of healthcare
delivery, the provision of patient care is an expense center.

Despite the duration, rationale and volumes of documentation, as well as the
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increase in nationwide publicity, we as a ’countly have yet to find thé key to reverse
'Ehe shortfall of nurses. Neither quality nor cost of health care are more important than
the shortfall of nurses. Neither quality nor cost of heqlth care are more impottant than
the other. Because the growing shortage of nurses is putting patient lives in danger
the Joint Commission on Accreditation of Healthchré Organizations (JCAHO)
presented a whitevpaper‘, a product of their Public Policy initiative, as a call to action.
The JCAHO Expert Roundtable identified the following three strategies for all those
who will lead the way to resolving the nursing crisis: transforming the workplace,
bolster nursing education, and making new federal money available (Joint
Commission on Accreditation of Healthcare Organizations [JCAHO], 2003).

The Navy Nurse'Corps accesses fnost of its nurses upon completion of their
baccalaureate program. Unlike the Uniformed Services University of the Health
Sciences (U SUHS) that trains physicians, the military does not have a trai‘ning
program for entry-level nurses. Therefore the pipeline of accessions is dependwent on
nurses who graduate from schools of nursing within the civilian community outside
of the military. The Navy is interested in not only the enrollment of students in
nursing programs but also in recruiting and retaining those ever diminishing numbers
of nurses upon graduation. It becomes paramount to identify the job satisfiers,
stressors and life career needs that impact Navy nurses’ intent to stay in the Navy, not
only to retain them but also to attract them as they graduate from nursing school.

With the dominant emphasis on curing, most discussion of health care
neglects the concept of caring (Backer, 1993). Since the nursing profession can

neither promise nor provide a labor force for the current health system, the choice
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facing nursing is whether to work toward a health care system that approximates
nursing’s values or to manipulate itself into a system that is increasingly removed
from the profession’s concerns and expertise (Moccia, 1988). To care and to curé are
not mutually exclusive, neither are ministration and administration. Fifteen years have
passed since Moccia wrote about the nursing crisis but not rﬁuch has changed and
today's high tech values are cure, cost-benefits, specialization, and development of
science and technology (Backer, 1993). Wolf (1989) refers to the unseen work of
nursing that makes it a profession: caring, system maintenance, safety, comforting,
privacy, and sacred work. Reverby (1987) identified professional ambiguity from the
onset, noting that nurses have been given the duty to care but they are forced to act as
if altruism and autonomy are separate ways of being (Reverby, 1987). Reverby
(1987) concluded that this dilemma of a nursing shortage is related to the fact that
nursing is a caring profession and yet society no longer seems to value caring. In
other words the nursing profession does not need to look inward at some failure of
commitment but rather to the external problem, healthcare and society. Technology
and chronic illness offer conflicting values for ﬁurses as evidenced by the ambiguity
of life and death at any cost co-‘existin;g in the same patient and displayed in do not
resuscitate/resuscitate decisions which nurses are involved (Wolf, 1989). There are no
quick fixes but systems must be carefully built‘ and maintained. George Santayana
(1906) once wrote, “Those who cannot remember the past are condemned to repeat
it” (p.284).

The United States health care system is being restructured from an earlier

emphasis on hospital-based acute care facilities, where the vast majority of registered
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nurses provided nursing care, to a focus én disease i)revention and m‘odiﬁcation of
lifestyle. The population itself is undergoing significant changes. Not only is there a
significant increase in the elderly population but in a 1"ecent study by the US
Department of Health and Human Services Division of Nursing, the census bureau
projects that by the end of the first quarter of this ¢entury, 38 percent of the
population will céme frbm racial/ethnic minorities (U SDHHS, n.d. 2002). These
changes may have a profound effect on the roles of registered nurses and may affect
the shortage. Not only will the need for continuing education in the technology of the
medical profession be in the forefront, but also the need for edugation on the care of
elderly and for a culturally diverse population as well. Evidence based practice,
outcomes effectiveﬁess and multidisciplinary team-based practices present another
educational and implemental challenge. The key Will be in finding a balance that
keeps the science and the art of nursing at its core. |

The Navy Nurse Corps (NC) had an endstrength of 3157 nurses as of 30
September 2002. In fiscal year (FY) 1999 and FY 2000, the NC had fewer losses of
lieutenant commanders (LCDR), lieutenants (LT), and lieutenant junior grades (LTjg)
as compared to FY 1998 and FY 1997. This pattern continued throughout FY 2002.
The Nurse Corps has remained at its end strength every year since 1998. In other
words, Navy nurses are being recruited and they are not leaving the Navy in a manner
other than anticipated. Navy nursing is unique in its responsibility for professional
nursing care during peace and war times. They choose to come and they are choosing
to stay. However this does not imply that the Navy should become cavalier and think

that the nursing shortage will not eventually affect them. More than ever the Navy
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needs to identify what are satisfiers, and dissatisfiers, as well as job stressors and life
career needs so they can recruit nurses from an ever-dwindling supply.

Purpose

The purpose of this study was to examine the relationships between job .

satisfactioﬁ, stress, and career needs upon Navy nurses and tﬁeir impact on intent to

! stay on active duty. Generic information was obtained from an annual Organizational
Assessment Qu;astionnaire (OAQ) that was mailed by the Personnel Division of the
Bureau of Naval Personnel to a random sample of Navy Medical Department
personnel for the years 1998, 1999, and 2000. The OAQ was used to examine
organizational alignment, job/career issues and organizational assessment. Although
the demographics clearly separated each Corps, specific variables such as job
satisfaction, job stress and career needs were not thoroughly analyzed for the Nurse
Corps data. Because the OAQ is mailed annually and as opposed to composing'a new
assessment tool, thus burdening its members with another survey that would measure
the same variables, the former Deputy to the Admiral of the Nurse Corps, Céptain
Virginia Beeson, wanted to use the data from the OAQ to establish a firm baseline for

\ which future decisions regarding recru‘iting and retention of the Nurse Corps could be

rhade.

This study was not guided by a theoretical framework or model because the
data used for this study were secondary data and there was no report that the authors
of the OAQ used a framework in guiding their survey.

Research Questions

1. What are the levels of job satisfaction, job stress, and career needs, including
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the importance and how satisfying careér needs are, as perceived by; Navy nurses?
2. What is the relationship between job satisfaction, stress and importance of
career needs and how satisfying career needs are with their impact on intent'to stay on
active duty?
3. Which of the following four predictor variables: job satisfaction, job stress,
importance of cafeer néeds, and degree of satisfaction with career needs are most
influential in predicting Navy nurses’ intent to stay on active duty?
Conceptual and Operational Definitions

There are various definitions for intent to stay, job satisfaction and job stress
in the literature while a definition for life career needs is absent from the literature.
Therefore it is impbrtant to specify precise meanings for these variables. Following
are conceptual and operational definitions for the variables in this study.
Intent to Stdy

Conceptual definition: the estimated likelihood of continued member§hip in
an organization (Price & Mueller, 1981). Organizational commitment reflects
attachment to the organization and not just to the profession (Lee & Henderson,
1996). Retention is affected by the interaction of multiple internal and external factors
that are difficult to predict based on their complexity (Curran & Minnick, 1989).

Operational definition: intent to stay will be synonymous with organizational
commitment and retention. Intent to stay will be measured by 7 questions in a Likert-

type scale that refer to different feelings individuals may have about remaining in the

Navy.
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Job Satisfaction

Conceptual definition: the degree to which a person reports satisfaction with
intrinsic and extrinsic features of the job (Warr, Cook, & Wall, 1979). Job satisfaction

can also be defined as positive attitude toward one’s employment though it varies

from person to person and within any one person from time fo time (Ma, Samuels, &
Alexander, 2003).

Operatiénal definition: seventeen statements using intrinsic and extrinsic
features in a Likert-type scale that could be used to describe different aspects of job
satisfaction will measure this variable:

Job Stress

Conceptual definition: a negative emotional or psychological response to job-
related factors called stressors (DePew, Gordon, Yoder & Goodwin, 1999). Stress is a
dynamic and reciprocal relationship between the person and the environment
(Lazarus & Faulkman, 1984). Stress can range from major catastrophes to daily
| hassles that encompass the often small but irritating problems that people deal with

on a daily basis (Healy & McKay, 2000).
Operational definition: job stress is defined as situations that are appraised as
~exceeding one’s resources. The OAQ measures job stress with 17 different aspects of
professional work life. Each individual is asked to indicate how much stress they feel
because of those aspects. Answers are in a Likert-type scale ranging from no stress at
all to an extreme amount of stress.

Life Career Needs

Conceptual definition: Little is written in the literature about life career needs
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of nurses. Adults move through sequenti;cll developmental stages, in‘gerspersed with
Fransition periods (Gould, 1972). Energy and drive that employees exhibit probably -
reflect the major tasks of their developmental period (IMcNeese-Smith &
vanServellen, 2000) and job stages. Job stages are levels of identification with the job
environment, including work values, symbols (e.g. uniforms and tools), standards,
skills, and rewarcis (Graham, 1970). |

Operational definition: the relationship of the phases of an individual's growth
and development and the levels of identification with the job environment. From a list
of 28 issues suggested as career needs as an individual progresses through different
stages of their career, each participant is asked to rate how “important” each of the
career needs are. They are also asked to rate how “satisfied” they are in achieving
those same career needs within the Navy.

Signiﬁcance‘

Several statistical reports and studies nationwide provide a compreherasive
picture of the current state of the national nursing workforce and strategies for
improving nurse retention and recruitment in the face of impending shortage.
However, issues specific to the NC workforce and strategies for improving nurse
retention have remained unexplored. This study examined the relationship of job
satisfaction, stress, and career needs upon Navy nurses and their impact on intent to
stay on active duty. Knowledge obtained from this study may help senior Navy Nurse
Corps executives with their strategic planning for the future. By identifying the
impact of job satisfaction, job stress and life career needs as they relate to the intent to

stay on active duty, they will have built a foundation to model the strategic plan for
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acquisition and retention. Because this questionnaire is sent out annually to the same
population, it will be easier to track and trend changes. By using 1998 as the
calibratioﬁ sample it will be more productive to identify these variables in the 2062
survey and years following to ascertain if world events have an effect on those same
, variables. Information obtained might also lead executive administrators of the
Medical, Dental and Medical Service Corps to examine the data for-similar issues in

their respective corps.
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CHAPTER 2 '

REVIEW OF THE LITERATURE

Supply and Demand

Buerhaus, Staiger, and Auerbach (2000) forecasted that the future sufficient
availability of RNs is not ensured given the continued aging of the RN workforce and
the decreased propensity for potential students to choose vnursing as a career. Their
findings are based on a report by the American Association of Colleges of Nursing
(AACN) that found that enrollments in entry-level baccalaureate nursing programs
decreased in 1999 for five consecutive years (Buerhaus et al., 2000). The most
important factor contributing to the aging of the nursing workforce is the declining
interest in nursing due to other career opportunities and the overall decrease in
individuals born after 1955 (Bednash, 2000; Buerhaus et al., 2000). Providing three
different levels of nursing programs with the same license and role expectations
creates a major disincentive to attracting an adequate supply of BSN-educated RNs '
for the future (Bednash, 2000). The Navy only commissions nurses who hold a
baccalaureate degree in nursing. There have been studies documenting lower
mortality rates in hospitals where higher numbers of BSN-educated nurses were
employed, suggesting that greater autonomy and control afforded those nurses have a
positive impact on the nurses behavior on behalf of the patients (Aiken, Havens, &

Sloan, 2000). Other factors that might influence the nursing shortage are salary,

10

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



11

career life stages, and credentialing. An alternative would be to follow the model used
by physicians to develop a certification process that validates the different
competencies acquired by specialty training (Bednash, 2000). Perhaps some reasons -

why the nursing shortage has not had such a negative effect on the military is that

changes in patient characteristics that affect patient needs in lcivilian hospitgls are not
f as significant as in military hospitals because of the selective nature of military
inpatients (Cooi)er & Parsons, 2002). Patient load in military hospitals tends to be
more stable, at least during peacetime, thus enabling managers to more accurately
forecast futﬁre nursing neéds (Cooper & Parsons, 2002). Brigadier General William
T. Bester, Chief, US Army Nurse Corps (2001), testified before the Committee on
Appropriations Subcommittee on Defense, United States Senate, on February 28,
2001 that the Army Nurse Corps was experiencing a decline in scholarship requests
and in ROTC accessions. Direct accessions of nurses aged 40 years and over became
much more common thus creating an older, limited-term, non-career track force.

Brigadier General Barbara Brannon (2001) testified that for the third'
consecutive year the Air Force experienced shortfalls in accessions. The Air Force
was 85 nurses, or 30 percent, short of recruitment goal in FY 99. In spite of revising
tﬁe goal from 300 to a "remotely achievable" 225, only 205 new nurses joined the Air
Force in FY00 by direct commissioning. Similar reports projected an even more
serious shortfall of nurses in 2001 despite several initiatives implemented to enhance
recruitment. Brannon (2001) reported that at the end of FY0O, there were 4048 nurses
on active duty, 165 nurses below authorized endstrength. This was the first time in

over a decade that the Air Force had been below endstrength.
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Rear Admiral Martin (2001) testified that the Navy continues to be successful |
in making effective use of niilitary personnel but that there is a need to increase the
number of civilian support staff in order to make optimizatio‘n work. Contract sta|ff
command salaries that far exceed those of their military counterparts thus creating
additional‘ dissatisfaction for military members, Compensation is a powerful driver in

- the decision to remain on active duty or to leave the service (Martin, 2001). In
partnership Wifh the Navy Recruiting Command, the Navy Nurse Corps created a
multi-step-recruiting plan that seeks the best-qualified candidates for the Nurse
Corps. The current nurse accession bonus is a key component of the recruiting
strategy. Recruiting success depends heavily on the continuation of the accession
bonus and educatidnal stipend programs (Martin, 2001).

Navy nurses voluntarily assume an additional role as Naval officers that
mandate the successful integration of compassion with discipline, individuality with
conformity, and health promotion with wartime readiness. They are lifelong learners
who are opefationally ready who will recruit, train and retain the right people to meet
the mission of Navy medicine (Office of the Navy Nurse Corps Bureau of Medicine
and Surgery, 2003). That is their treas‘ure. Navy nursing is a calling and the nurses’
fesponses are significant not only in terms of rewards but in their trials and obstacles
endured, none of which can be encountered if the supply of nurses trained in the
civilian co@nunity is 1es§ than adequate.

Intent to Stay
Organizational commitment is defined as the strength of an individual’s

identification with and involvement in a particular organization (Porter, Steers,
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Mowday, and Boulian, 1974). O’Reilly aﬁd Chatman (1986) have a éimilar definition,
adding that this attachment reflects a psychological state more than an overt behavior.
Retention is affected by the interaction of multiplg internal and external factdrs that
are difficult to predict based on their complexity (Curran & Minnick, 1989).
Organizational commitment carries several characteristics: a strong belief in the goals
and values of an organiiation; a willingness to work hard for the organization; and a
desire to remain in the organization (McNeese-Smith, 1995). Leadership makes a
difference to employees particularly in times of change (McNeese-Smith, 1995).
Military nursing experiences change on a continuing basis. Therefore it is important
for managers to behave in their leadership roles in a manner that will increase job
satisfaction and their subordinates’ intent to stay. McNeese-Smith (1995) wrote about
five behaviors that she considered essential for leaders to adopt: challenging the
process; insﬁiring a shared vision; enabling others to act with that shared vision;
modeling their own behavior; and encouraging heart. Encouraging heart means that
leaders are supportive and caring of their employees (McNeese-Smith, 1995).
Organizational commitment is evidenced by members who exhibit high
performance and productivity, as well as lower turnover, absenteeism and tardiness
(Porter et al., 1974). Organizational commitment can be better understood as a
multidimensional concept (Cohen, 1996). The results of a study examining the
relationship between perceived job empowerment and organizational commitment
suggested that nurse administrators could empower thefr staff and improve
organizational commitment by manipulating the structure in the work environment

(Wilson & Laschinger, 1994). Historically a nurse’s commitment was driven by
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altruism and the practicing nurse in the early and mid-twentieth century did not
expect much in terms of wofldly rewards for her efforts (O’Brien, 1999). Nursing was
a calling. Meyer and Allen (1984) proposed a two-dimensional aspect of
organizational commitment: affective commitment and continuance commitment.
Depending upon the organization and the individual level of dedication a nurse could
- meld organizational commitment with commitment to the profession.
This is mSt an easy time to be a nurse when healthcare systems are operating
with financially constrained budgets and when cost reductions affect nursing services
(O’Brien, 2001). Upon interviewing former students who became nurses O’Brien
(2001) learned that those nurses began to question if they entered the right, caregiving
profession because the institution became more task-oriented than caring for patients.
Those same nurses worried about moral and ethical issues associated with
technological advances (O’Brien, 2001). In a replication study new employees'in an
organization whose value profile is close to that of their employing organization are

more likely to stay with it during the early employment period (Vandenberghe, 1999).

Job Satisfaction

Literature on job satisfaction e;itends throughout the fields of business,
fnanagement, sociology, organizational behavior, medicine and nursing. Until
recently most of the knowledge about job satisfaction in nursing hés come from
descriptive research within hospitals (Cumbey & Alexander, 1998). In a study dating
as far back as 1940, what differentiated satisfied from dissatisfied nurses were:
interest and adjustment to work; relationship with supervisors, family and social;

hours of work; income and opportunities for advancement (Nahm, 1940). A number
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of studies have evaluated nurses’ satisfaétioh. While numerous facto}s have been
linked to nurse’s high turnover rates, job satisfaction is the most often mentioned
(Blegen, 1993). Job satisfaction is studied by other cu}tures. In a study in North
Wales, job satisfaction is based on Herzberg’s Motivational Theory (Grant, Nolan,
Maguire, & Melhuish, 1994). These authors argued that job satisfaction is intrinsic
and can counterbe‘dance‘stress (Grant, et al., 1994). in a combined quantitative and
qualitative study in a brain injury rehabilitation center, intrinsic satisfaction was
significantly related to feelings of being valued by the organization, organizational
support, and training provided in the workplace (Wittig, 'Tilton-Weaver, Patry, &
Mateers, 2003). The Price-Mueller Model is best described as one that incorporates
arguments from ecénom‘ics, organizational psychology, and sociology - the three
disciplines that have been the most interested in explaining employee turnover (Priée
& Mueller, 1'981). The key assumptions of the model are that employees yalue certain
conditions of work, and if these valued conditions are found in the workplacei the
employees wili be more satisfied and attached and less likely to leave (Yoder, 1995).
Individuals will give their time, energy, and effort to the employing organization if
what they receive in exchange is what they desire or value (Yoder, 1995).

Several factors positively affect nursing satisfaction: organizational policies,
career development and mentoring relationships (O’Rourke, Allgood, VanDerslice &
Hardy, 2000). In another study, organizational and professional commitment, work
environment, and adequate staffing were all correlated with job satisfaction (Cumbey
& Alexander, 1998). In a qualitative study, Yonge and Molzahn (2002) used

grounded theory to discover the nurses in their study crossed the boundaries of the
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standard nurse-patient relationship and they reported being very satisfied with their
job. Those nurses, through the process of giving, preserving dignity, being present for
their patients, teaching, and caring for co-workers fit the descriptions of caring fr‘om
the literature (Yonge & Molzahn, 2002).
‘ Demographic factors such as job characteristics, longér professional experience,
4‘ | and educational background affect job satisfaction (O’Rourke et al., 2000). However,
results are not ;:onsistent. For example, newer nurses were more satisfied than more
experienced nurses (Baggs & Ryan, 1990). Barriers to nurse satisfaction in the
military include the military’s lack of bonuses and other compensation and nurses
having to take more administrative tasks (O’Rourke et al., 2000). In their most recent
survey of 399 acti\;e duty military and civil service nursing personnel, respondents
rated professional status as the most important job factor: Organizational polices were
rated as the least important factor. Professional status, autonomy, and staff interaction
received the highest raw satisfaction scores. Pay was only rated as moderately
important (O’Rourke et al., 2000). There were no differences in overall job
satisfaction among the following subgroups: military vs. civil service, professional VS.
nonprofessional nurses, and specialty |c:are vs. general care (O’Rourke et al., 2000).
Those results lead one to begin to think that it is not just being in the military that
promotes job satisfaction but that military nursing promotes job satisfaction. Group
cohesiveness was an important aspect of job satisfaction and retention within a
hospital setting (Hinshaw, Smeltzer, & Atwood, 1987). Other satisfiers were
professional growth, continuing education, research development and projects, tuition

reimbursement, professional recognition for achievements, committee responsibility
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and mobility within the institution (Hinsﬁaw et al., 1987). Those cha;acteristics just
?amed reflect the organizational structure of Navy nursing. In order to remain in the
Navy one has to achieve certain promotions within a §peciﬁed number of reviews.
Incentives such as continuing education and tuition reimbursement are prevalent
though tuition reimbursement is not available to all nurses. Committee responsibility
and recognition of achiévement are part of Navy nu’rsing, especially the recognition
for achievements as reflected by the ribbons and medals Navy nurses wear.

It could be that in order to determine what satisfies nurses one can look at the
causes of job dissatisfaction. In hospitals with high patient-to-nqrse ratios, nurses are
more likely to experience job dissatisfaction (Aiken, Clarke, Sloane, Sochalski, &
Silber, 2002). Irviﬁe and Evans (1995) found a consistent relationship between job
dissatisfaction and turnover in a meta-analysis. Job satisfaction is derived from a
variety of faétors over time for each individual that can be eliminated by ;he
frustrations of another part of the job (Horne, 1988).

Decentralization has been linked to an increase job satisfaction
(Przestrezelski, 1987; Shouksmith, 1994). Decentralization brings decision making to
the unit and bedside level, thus increasing decision-making abilities and possibly the
autonomy of nurses. The expected positive impact of decentralization on job
satisfaction supports the literature (Przestrezelski, 1987). Organizational research
shows that employees who are experiencing job satisfaction are not only more likely
to be productive but they are more likely to stay on the job (Hinshaw et al., 1987, Tett

& Meyer, 1993).
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Job Stress o

Stress is a dynamic and reciprocal relationship between the person and the
environment (Lazarus & Faulkman, 1984). Stress has been attributed to the *
worsening nursing shortage (Muscroft & Hicks, 1998). Stressors can range from
major catastrophes to daily, small, bﬁt irritating hassles that people deal with on a
daily basis. Stresé is only experienced when situati;)ns are appraised as exceeding
one’s resources (Healy & McKay, 2000). Job stress is individualistic and often
attributed as a source of burnout, however not all research supports that burnout and
stress correlate (DePew, et al., 1999). Their study examined hardiness asa
personality disposition that tends to facilitate successful coping in response to
stressful situations‘ (DePew, et al., 1999). Hardiness functions as a negative predictor
of burnout and hardiness decreases the influence of stressful life events (DePew, et
al., 1999). In order to deal with job stress four aspects are worth exploring: its nature,
prevalence, causes, and efforts. It should be noted that this study does not address
burnout. As described by vanWijk (1997), burnout, a state of phyéical emotional and
mental exhaustion, is associated with work that entails emotional involvement with
people over long periods of time and from job related stress indicating that prolonged
and persistent job stress may lead to burnout.

Job stress and job satisfaction are inversely proportional in that as stress levels
rise, job satisfaction decreases (McGowan, 2001). McGowanfs (2001) study also
found that the only significant contribution to job satisfaction scores was stress
perceived by a lack of organizational support. Similar studies show that the behavior

of managers, staffing levels, working shifts versus a fixed schedule and
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.powerlessness were direct causes of stress (Taylor, White, & Muncer, 1999; Jamal & |
Baba, 1992). From the qualitative aspect of their research, workload, lack of control
over own work and the nature of nursing work were all considered major sourceé of
stress (Taylor et al., 1999).

Stressful situations are ones in which the person peréeives that it is important
to respond but an appropriate response is not available (Cohen & Wills, 1985). Cohen
and Wills (1985) link stress with feelings of helplessness and the possible loss of self-
esteem. The literature reveals that higher status confers higher stress but that more
experienced nurses tend to make use of stress coping styles (Tyler & Cushway, 1995;
Ehrenfield & Bar-Tal, 1995). The list of job stressors is long and varied, including
professional status, enjoyment of one’s position, ability to deliver quality nursing
care, control over practice, and availability of resources, to name a few.

In a study on retention,‘ anticipated turnover was only moderately predicted by
organizational and professional job satisfaction, group cohesiveness, and initial
expectations on tenure (Hinshaw et al., 1987). While job satisfaction buffered stress,
job stress had no direct effect on anticipated turnover but only on job satisfaction. In
other words, job stress was the strongeist predictor of job satisfaction but not of
retention (Hinshaw et al., 1987). It might be easier to identify job stresses and correct
those deficiencies in order to affect job satisfaction. For example, a surprising result
of a high incidence of job stress occurred among the 19-25 year group of military
nurses from the South African National Defense Force. They attributed the perception
of stress as being more related to the phase of life they were in vice the actual job

itself (vanWijk, 1997). Being new to the military with the associated uncertainties as
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well as adapting to the demands of adultilobd, new living and work énvironments and
new relationships were all named as contributing to the vulnerability of reporting
increased job stress (vanWijk, 1997). |

In literature that is more recent the focus of studying stress has been to relate
stress at work and family stress simultaneously. This is based on the proposition that
one must undersgand wﬁat affects attitudes, percepﬁons, behaviors and health in
spheres other than work (Fox & Dwyer, 1999). One explanation of the relationship
between stressors and conflict may be due to one domain or the other (Frone, Russell,
& Cooper, 1992). Three work sfressors: quantity of workload, Work variability, and
frequency of stressful events were significantly related to the presence of work-family
conflict (Fox & DWyer,' 1999). However, supervisor support was not found to have a
significant association with work-family conflict (Fox & Dwyer, 1999). Clearly
associated v;Ias that as nurses were exposed to higher levels of work and family
stressors, the nurses who were more involved both actually and emotionally With
family and job, experienced more interdomain conflict (Fox & Dwyer, 1999). This is
an important finding for military nursing especially if a deployment is in the forefront
for the military member.

Although the literature assigns nursing as a caring profession, the only study
that attributed one of the two causes of stress as being the caring element of nursing
work was by Taylor, et al., (1999). Caring and organizational factors, the other cause
of stress, would interfere with effective and efficient care and therefore the authors

suggested that future studies on job stress should primarily address the effects of

stress (Taylor, et al., 1999). Other researchers distinguished stress between external
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and internal stressors. External stressors are located in th¢ work environment while
internal stressors involve inner experiences and personal characteristics (vanWijk,
1997).

Limitations in measuring job stress are that measurement is at one point in
time and the perception of stress can change rapidly. One of the advantag;as in using
the OAQ for this study is that it is mailed to the Nurse Corps population annually.
Although stresé might not significantly affect one’s intent to stay on active duty, a
pattern of stress and how it affects nurses’ intent to stay on active duty should
develop over time.

In summary, whether it is job satisfaction or job stress studied in and out of
the nursing profession and among several different fields of nursing, it can be
concluded from the literature that job stress and job satisfaction are inversely
proportional. Many of the variables that contribute to job satisfaction are the same
variables that affect job stress, inversely. It also appears that measuring job stress is
more reflective of a snapshot in time as opposed to a feeling over a long period.

Life Career Needs

An examination of life career ;1eeds is absent from the literature. The
felationship between work and other aspects of our lives is not well understood (Near,
Rice, & Hunt, 1980). McNeese-Smith and vanServellen (2000) examined the extent
to which life and job cycle influences are related to outcomes of job satisfaction, job
productivity, and organizational commitment. Reshlts showed that controlling for
developmental stage indicated age-group differences for productivity and

@
organizational commitment (McNeese-Smith & vanServellen, 2000).
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Life cycle is an ithportant influence in tﬁe relationship to career—rela‘ted processes
(Isabella, 1988). Nurses pass through life changes as they mature and how much they
value their relationship to the organization might depend on the significance of the
organization to the issues and concerns of their life changes (McNeese-Smith &
vanServellen, 2000). Thus the OAQ tries to captuire this by asking the same questions
two times: once for the‘ importance of each of the nleeds and the other how satisfied
one is that those needs are being met by the Navy. In an attempt to redefine success in
nursing Buscherhof and Seymour (1990) incorporate some of the same variables used
in the life career needs construct of the OAQ e.g. clinical competence, recognition,
altruism, autonomy, achievement of personal goals and level of position.

Job stages provide another way of conceptualizing life cycle influences that may
impinge on employee performance and attitudes (McNeese-Smith & vanServellen,
2000). Chaﬁges that occur during life stages required incorporation of new knowledge
and skills, re-definition of personal expectations, and planning for interactionwbetween
the person and the environment (Hutchison, All, Loving, & Nishikawa, 2001).
Personal values are integrated into plans for career or life goals and are altered to
achieve a satisfactory outcome (Hutchison, et al., 2001).

In a study from Taiwan where the main objective was to examine the
relationships between turnover intention and professional commitment, many of what
could be considered life career needs were important factors for nurses in career
commitment (Lu, Lin, Wu, Hsieh, & Chang, 2002). For example, marital status,
family support and age of the youngest child were correlated with professional

commitment and job satisfaction (Lu et al., 2002).

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



23

Career commitment is defined as one's attitude toward one's profession (Blau,
1985). Commitment to a career is distinguished from commitment to a job or
commitment to an organization (Gardner, 1991) and that career commitment appéars
to be susceptible to organizational factors (Gardner, 1992). There appear to be |
different stages to a career and different individual styles or épproaches us.ed to
,; reconcile the interactive needs of work, self, and family (Gardner, 1991, 1992). ‘
Gardner (1991)\also notes that the profession of nursing primarily attracts women
who also assume responsibility for shaping family roles simultaneously with a paid
career, seeking work and family satisfaction.
Conclusion
Understandiﬁg Generation X employees, those born between 1961 and 1981
are essential if they are to be recruited and retained in nursing (Kupperschmidt,
1998). Generation X is a work force whose work values and ethics are vastly different
from the values and ethics of previous generations (Kupperschmidt, 1998). The
modern day workforce does not encourage lifelong employees but great managers
| will treat and groom them as if they will stay (Buckingham, & Coffman, 1999). They
are more likely to change jobs and caréers if their demands are not met and they view
each job as a stepping-stone to something better (Kupperschmidt, 1998). Special care
should be given to the social adjustment of young members to help them adjust in
their new work environment (vanWijk, 1997). Whenever possible, younger nurses
new to the military should be given the opportunity to first serve in a larger center
where more support is available while they come to grips with the basic principles of

the military system (vanWijk, 1997). Leaders and managers can have a significant
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impact on employee’s intent to stay (McNeese-Smith, 1995). Stress, job satisfaction

and intent to stay are complicated variables that demand the attention of Nurse Corps

executives for all age ranges in order to produce and retain the highest caliber of |

Navy nurses. .

The ‘American culture is becoming kno;vn for its peopie desiring instant curing

- and medicinal practices. With the dominant emphasis on curing, most discussions of
health care or ciuality of care neglect the concept of caring. Kreuter (1957) reflected
upon caring as an attitude or disposition, prompting nursing action to provide for
needs. To obscure the caring behaviors is unfortunate as they play an important role
in curing (Backer, 1993; Leninger, 1977).

Perhaps what brings us to nursing is our belief in people, our ability to hold
them in esteem and see them as persons of dignity and worth (Swanson, 1991). As
stated in their scope of practicg, Navy Nurse Corps officers share a historical
camaraderie of caring for others under ordinary, extraordinary, and often unusual
circumstances who voluntarily assume an additional role as Naval officers which
mandates the successful integration of compassionk with discipline, individuality with
conformity, and wellness promotion v&;ith wartime readiness. Navy nursing is a shared
éxperience in which the nurse brings self as a caring person to the nursing situation
and comes to know the other as a caring person, whether it is the patients or a co-
worker. The uniqueness of the military nurse is that dual role of officer and nurse.
When operational those officers not only work in their nursing roles together but they

also defend the country, live and recreate as officers together. The role of the nurse in

facilitating authentic community self-determination, as with individuals, involves
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making professional knowledge, expertise, and judgment available £0 the community,
‘thereby enabling it to express and achieve health goals, and facilitating its
empowerment {0 assume as much responsibility for hgalth as it deems appropriate.
(Falk, 2000). The independent variables of this study, job satisfaction, job stress and

life career needs may contribute to the effectivenéss of maintaining these roles.
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CHAPTER 3

METHODOLOGY .

Research Design

Using éecondary data analysis from the Organizational Assessment
Questionnaire (OAQ) surveys that were mailed annually to a random sample of Navy
medical department personnel, the purpose of this study was to examine the
relationships between job satisfaction, stress, and career needs upon Navy nurses and
their impact on intént to stay on active duty. The OAQ was initiated in 1998 and the
data for this study were taken from the surveys in 1998, 1999, and 2000. An ex post
facto non—éxperimental study using correlational and descriptive statistics was used to
éxamine these variables. In non-experimental research, the researcher collects data
Without introducing any treatment or changes (Polit & Hungler, 1999). The'purpose
of descriptive studies is to document aspects of a situation as they appear naturally
and perhaps serve as a starting point to generate a hypothesis or develop a theory
(Polit & Hungler, 1999). Ex post facto research attempts to understand relationships
as they naturally occur without any researcher intervention (Polit & Hungler, 1999).
The basic purpose of ex post facto research is the same as that of experimental
research: to understand relationships among variables. In ex post facto research the
investigator does not have control of the independent variable because it has already

occurred. Examination of the independent variable is done after the fact.
26
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R

Sample

Aspartofa largber study of the United States Navy Medical Department, a
‘random sample of 1,536 was selected from 3189 Nurse Corps (NC) officers in.1998.
The OAQ was mailed to the 1,536 NC officers and 522 respondents returned the
surveys for a 33.98% return rate. Precision is largely affected by sample size;
therefore, it is irﬂportaﬁt to have a sufficient samplc;, size to give randomization.a
chance to work (Pedhazur & Schmelkin, 1991). Power analysis is a method for
reducing Type II errors and for estimating their occurrence (Polit & Hungler, 1999).
The probability of committing a Type I error is established by the investigator as the
level of significance or alpha. In this study alpha was set a priori to = .05. The
probability of a Tybe II'error is designated as Beta, the probability of failing to reject |
the null hypqthesis when it should be rejected. Power is defined as (1-Beta), the
probability of correctly rejecting the null hypothesis when i£ is false. In using
secondary data analysis the sample size was already predetermined. Thereforg the
investigator must work backward from the sample size. A general rule is that a study
should have a power of 80% or greater to detect a reasonable effect size (Hulley,
Cummings, Browner, Grady, Hearst & Newman, 2001). According to Cohen (1988),
effect size (ES) refers to the degree to which the phenomenon is present in the
population or the degree to which the null hypothesis is false (pp. 9-10). Given alpha
= .05, N = 504, and a moderate effect size of .4, using Cohen’s (1988) Sample Size
Table the study has the power of greater than .95.

To validate the results obtained from the data set, additional samples were

taken from 1999 and 2000 data using 1998 data as the calibration sample. In 1999,
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1434 surveys were mailed, 379 responded for a return rate of 26.43%. In 2000, 1138
surveys were mailed and 392 returned for a return rate of 34.45%. Cross validation is
‘the process of verifying the results of an analysis done with a sample from one

population by replicating the analysis with a second (and in this case, third) sample

from the same population.
] Instruments
The OAQ contains 133 items. Questions were answered usfng either a S-point
or 7-point Likert rating scale (i.e. the higher the score, the more positive or favorable
the response). For purposes of this study items 1-7, 10-26, 43-59, and 85-118 were
used. Items 1-7 measure retention that is one-dimensional and assess whether or not
an individual would remain in the Navy (regardless if the respondent was serving in
the Navy under an obligatedilength of time) if given the opportunity to leave. Items
10-26 measure job satisfaction. Job satisfaction covers areas such as job security, pay,
personal growth, supervisor and overall job satisfaction. Ttems 43-59 measure job
{ stfess. The types of stress addressed are supervisor stress, promotion, job préssure and
job opportunities. Finally, items 85-112 measure career needs. Career needs address
family, retirement planning, personal growth, advancement/promotion, education &
tfaining, and geographic community items.

All of the items for this study use a Likert-type scale. Items 1-7 (intent to stay)
are measured on a S-point scale ranging from 1, definitely leave, to S, definitely stay.
Items 10-26 (job satisfaction) range from 1, extremely dissatisfied, to 7, extremely
satisfied. Items 43-59 (stress) scale from 1, no stress at all to 7, an extreme amount of

stress. Items 85-112 have two components. Importance of career needs is rated from
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1, not at all impoitant, to 5, very important. Satisfied with career needs is rated from 1

very dissatisfied to 5, very satisfied.

Estimation of Reliability

Because reliability is important to any measurement method, investigation of
reliability should be made when measuring instruments are used. Internal consistency
reliability, nameiy alpha coefficient was used for tﬁe Organizational Assessment
Questionnaire. The internal consistency approach to the estimation of reliability is
based on the notion that the items of the instrument measure the same phenomenon
(Pedazur & Schmelkin, 1991). The alpha coefﬁcients for the OAQ are reported in
Table 1. Results show that the alpha coefficient for intent to stay is lower compared
with other instmﬁents.‘The number éf items (i.e. 7) may have contributed to the
lower reliability of intent to stay. The alpha coefficient for the other scales is

substantially higher.
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Table 1.

Rgliabilitv - Alpha Coefficients for the CAQ

Scales # Items 1998 1999 2000
Intentto Stay 7 6102 8126 7607
Job Satistaction 17 3892 9376 9220
Job Stress 17 - .8454 .8623 8534
Career Needs, 28 - 8759 8770 8774
Importance |
Career Needs, Satisfied 28 9050 9141 .8984
Validity

[

Content validity, which is relevant for both affective and cognitive measures,
is concerned with the sampling adequacy, the actual content of the instrument being
measured (Polit & Hungler, 1999; Gliner & Morgan, 2000). Content validity is basked
on judgment, knowing that there are no completely objective methods of ensuring
adequate content of the instrument (Polit & Hungler, 1999). Wynd and Schaefer
(2002) suggest using a two-step model to obtain content validity: identiﬁéation of the
domain of content and review of the instrument by experts. This researcher did the
content validity study using the following procedure. A questionnaire was developed

and sent to five nurses to establish content validity after an explanation of the purpose
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and significance of the content validity questionnaire were explained (Appendix A).
Those nurses were experts in either the field of research and/or the topic of study.
After a review to see how each concept is represenfced in the literature, five questions
addressed each of the variables in the study: intent to stay; job satisfaction; job stress;
career needs, importance; and career needs, satisfied. The content validity
questionnaire asked if the content that comprises the OAQ is representative of the
concepts being measured. Questions were asked in terms of appropriateness, clarity,
and relevancy. Each item was measured on a 5-point scale ranging from 1, strongly
agree, to 5, strongly disagree. 100% of the respondents reported either 1 or 2, strongly
agree or agree. Therefore content validity was established.
Procedure

Permission to conduct this study of secondary data was obtained from the
Human Subject Review Board at George Mason University and the Internal Review
Beard from the National Naval Medical Center. The research packet consisted of a 6-
page questionnaire (Appendix B), a pre-addressed stamped envelope for participants
to return the questionnaire, a cover letter explaining the purpose of the study, and the
Privacy Act Statement and Report Control Numbers issued from the Bureau of Naval
Personnel. The cover letter, which was printed on organizational letterhead and
signed by the Chief, Bureau of Medicine and Surgery, explained the purpose of the
study, provided motivation to complete it, described random selection, and ensured
participant anonymity.

One week after the initial mailing, a reminder card was sent to all participants

to complete the questionnaire. If a participant had already returned the questionnaire,
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the card thanked him/her for participation and no further action was required.

Participants also had the option of requesting a new copy of the questionnaire via an

email address. To ensure participants had adequate time to receive, complete, and

return their questionnaires from potentially remote rrﬁlitarylocations, data collection
, continued for a total of 8 weeks every year.

Data Analysis

Data fof the original studies were analyzed using Statistical Package for
Social Science (SPSS), version 10.0. SPSS, version 10.0 for Macintosh was used to
analyze all data for this study.

Research question 1 used descriptive statistics, mean and standard deviation.
Research question 2 used descriptive statistics: mean, standard deviation, and Pearson
correlation coefficients. To answer research question number three multiple
regression analysis was used to identify the most influential predictors in preditting
intent to stay. Predictive research aims at developing systems that predict criteria of
interest by utilizing information from one or more predictors (Pedhazur & Schmelkin,
1991). The hierarchical regression method was used to control the orders of
predictors and predictor variables are édded one at a time. Therefore, hierarchical
method was performed. Job satisfaction was entered first, followed by job stress,
career needs, importance, and finally career needs satisfied. The multiple regression
equation is:

Yi =Bo+BiX1+BXp+BsXs T BXyt g
Y’;=Bo + BiXji +B2X; + B3X3 + BaXy

Y’ = Predicted score on Intent to Stay for Person;
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Y, = Criterion variable = Score on Intent to stay for Person;
Predictor Variables:
- Xi =Job satisfaction

X, = Job stress

X3 = Career needs, importance
X4 = Career needs, satisfied
) = Error for Person; = Y;- Y’

This equation states that intent to stay (i.e. the criterion variable) is a function
of those predictor variables. The regression coefficients of the predictor variabvles, Bs,
are a numerical value that indicates the amount of change that occurs in the criterion
variable for each unit change in the associated predictor variable. Regression
coefficients indicate that they are optimal linear estimates for the criterion variables
when used in‘ combination with specified other predictor variables (Cohen_ & Cohen,
1983). If adding extra variables increases the amount of variance accounted fqr in the
criterion variable, the accuracy of prediction will also increase (Munro, 1997). The
outcome of a multiple regression is a R? value (Burns & Grove, 2001). R? represents
the proportion of the variance of the criterion variable explained by the predictor
variables. For each predictor variable, the R? changes and the significance of the
regression coefficients will be reported in chapter 4.

The first time this survey was sent to the Navy medical department was in
1998. It has been used annually since then. Data from the 1998 survey will be
referred to as the calibration sample. Cross validation will estimate how well an

equation developed in one sample (1998) will predict in other random samples (1999
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and 2000) from the same population. According to Tate (1998) there are four steps
involved with cross validation:

1. Draw at least two random samples from th e population (In the
present study, 3 samples are drawn: 1998, 1999, and 2000),

, 2. Develop a prediction equation in one of tﬁe samples (1998, the
J ~ calibration sam}ﬁle).
The pre‘diction‘ equation is: Y’ =B, X, +B;X2 +B3X3+ B4X4 (Y1 = Intent to stay;
X = job satisfaction; X; = job stress; X3 = career needs, importance; X4 = career
needs, satisfied).

3. Apply the prediction equation from the calibration to the cross
validation samples (1999 and 2000), computing predicted score for
intent to stay using predictor variables, and

4. Compute the R? for the 1999 and 2000 samples. R?is the square of
the bivariate correlate between the observed intent to stay and the
predicted intent to stay for 1999. The process was repeated for
2000.

In predictive studies, variables should be designated as predictor variables and
ériterion variables, whereas in explanatory studies variables should be designated as
independent variables and dependent variables (Pedhazur, 1997). Required input
includes data for the criterion variable and each of the potential predictor variables.
Because there are data from 1998, 1999, and 2000, a total of three samples from the
same population, a double-cross validation study will determine how well the

regression equation obtained from the original study in 1998 performs in another
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sample from the same population in 1999 and 2000. The regression equation obtained
from the 1998 sample was applied to the other samples. The purpose of cross
validation is to determine how well a regression equa'fion obtained in one sample
performé in another sample from the same population (Tate, 1998; Pedhazur, 1997).
If R? obtained from cross validation are close to the calibration sample, Pedhazur
(1997) suggests tilat a régression equation calculateld for the calibration sample can be
used for prediction.

There are three assumptions in multiple regression analysis that need to be
satisfied: normality, linearity, and homoscedasticity (multivariate normality).
Normality is assumed when the sample is representative of the population to which
the inferences will ‘be made and the variables being correlated each have a normal
distribution (Munro, 1997). Linearity is achieved when two scores are graphed and
tend to formv a straight line (Munro, 1997). The assumption of homoscedgsticity is
achieved when for évery value of X, the distribution of Y scores must have
approximately equal variability (Munro, 1997). The assumptions were assessed
through examining graphs of standardized residuals (i.e. error term) and standardized
predicted scores. A scatterplot will depict the standardized predicted values of the
criterion variable and the standardized residuals. Examination of these residual
scattefplots provides a test of all three crucial assumptions (Polit, 1996). If the
assumptions of linearity, normality and homoscedasticity are met, expect to see points
cluster along the horizontal line in a somewhat rectangular pattern.

Summary

The purpose of this study was to examine the relationships between job
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satisfaction, stress, and career needs upon Navy nurses and their impact on intent to

stay on active duty. Secondary data from the OAQ, which had been sent to a random

number of Nurse Corps officers annually since its inception in 1998, and including
1999 and 2000 were used. More thorough analysis of the data specifically for the

. Nurse Corps will provide a solid base to ground strategic planning and provide a

reliable benchmark for subsequent surveys annually.
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CHAPTER 4

PRESENTATION and ANALYSIS OF DATA

The purpose of this study was to examine thevrelationships between job

| satisfaction, stress, and career needs upon Navy nurses and their impact on intent to
stay on active duty. These variables were measured using the Organizational
Assessrhent Questionnaire (OAQ) from 1998, 1999, and 2000. The OAQ is mailed to
a random sample of Navy Medicgl Department personnel. This researcher examined
the data specifically from Nurse Corps respondents for each of those three years.
Statistical Package for the Social Sciences (SPSS 16.0 and 11.0) was used to analyze
the data and an alpha level of .05 was selected as the level of significance for all
analyses.

Description of Sample

Beginning in 1998 and continuing annually thereaﬁer? the OAQ was mailed to
a randomly selected number of Medical Department personnel (Medical, Dental,
Medical Service and Nurse Cofps officers) who were stationed within the United
States and at overseas duty stations. Assignments range from large to small medical
treatment facilities (MTF), branch clinics, administrative offices, training and non-
traditional billets. Only Nurse Corps officer data were analyzed for this study with

1998 being used as the calibration sample.

37
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Demographic data from the OAQ: gender, rank, marital and promotion status,

were gatheréd from questions 113, 117, 118 and 120 and are presented in Table 2.

Table 2

Description of Samples

Descriptor

Gender

Missing
Total

Rank

Missing
Total

Marital
Status

Missing
Total

Failed to
Promote
to Next
Rank

Missing
Total

Female
Male
Total

coococooon
L T R S | '
R - NV AF N

—3
o

=3
&

Single
Married
Separated/
Divorced
Widowed
Other
Total

Yes, One Time
Yes, Two Times
Yes, More Than
Two Times

No, I have not
Failed to be
Selected

Not Eligible for
Promotion

Total

1998

Frequency Percent

326
196
522

51
175
87

76
34

522

124

333
55

314

160

514

522

62.5
37.5
100.0

bt et ()
B YW WL O
SR O WV O -] WD X

100.

30.7

98.5
4.5
100.0

1999

Frequency
274

103

377

2

379

90

37

245

97
377

379

Percent
72.3
27.23
1995
5
100.0

— e o) e
[« SN RV S S

CmUwlooheo N ®

O

Pt
[l
O - 00

25.6
99.5

100.0

2000

Frequency
277

114

391

1

392

26
41
133
75
76
33
0

0
384
8
392

W

97
249
44

247

109
388

392

Percent
70.7
29.1
997

3
1060.0
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Both males and females participated in this study. From the years 1998-2000,
the range of female respondents was 62.5-72.3% and the range of male respondents
was: 27.2-37.5%. During the years of 1998-2000 the actual pércentage of female

active duty Nurse Corps officers ranged from 65.2-67.6%. Male active duty Nurse

Corps officers ranged from 32.3-34.8% during 1998-2000. F.rom 1998-2000, almost
f two-thirds of the respondents were married, 63.5-64.9%. Single nurses comprised
23.7-24.7%, foliowed by divorced, 9.8-11.2%, widowed, .3-.8% and other, .3-.8%. In
the area of promotion, 60.2 - 64.6% nurses have not failed to be selected for
promotion. Nurse Corps officers who were not eligible for promotion at the time they
completed the OAQ ranged from 25.6 -30.7%. Officers who failed to select for
promotion one time ranged from 4.6 - 5.3% while 1.1 - 1.6% failed to select two
times. Only 1.7 - 2.4% failed to select for promotion greater than two times.
There was more variability among the ranks of respondents compared t6 the
endstrength of the Corps for those years as presented in Table 3 (McDonald, 2003).
| The calibration sample of 1998 best represented the population. Lieutenants'(0-3)
who comprise the largest rank in the Nurse Corps also had the largest percentage of
respondents to the OAQ calibration sax,nple, 33.5%; followed by Lieutenant
Commanders (0-4), 16.7%, Lieutenant, junior grade (0-2), 15.9%, Commanders (0-5),

14.6%, Ensigns (0-1), 9.8%, and finally Captains (0-6), 6.5%.
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Table 3
Rank Comparison .
FY 98 ‘ FY 99 FY 00
ES# ES% R% ES# ES% R% ES# ES% R%

0-1 436 137 . 98 411 13.1 « 1.8 418 13.4 6.6
0-2 674 21.1 15.9 540 172 4.0 471 15.1 10.5
0-3 993 311 33.5 1147 36.5 12.7 1191 38.2 339
0-4 615 19.3 16.7 555 17.7 34.8 556 17.8 19.1
0-5 341 10.7 14.6 361 I11 19.5 355 11.4 194
0-6 129 4.0 6.5 128 4.1 19.0 130 4.2 8.4

ES# - number on active duty
ES% - percentage of number on active duty ,
R% - percentage of respondents to CAQ ‘ ‘

Major Findings
The following section presents the results of the study as they pertain to each
of the research questions.
Research Questibn One:
What are the levels of job satisfaction, job stress, and career needs, iﬁcluding the
importance and how satisfying career needs are, as perceived by Navy nl;rses?
The OAQ was used to measure job satisfaction; job stress, and life career
needs as perceived by Navy nurses. The job satisfaction items were comprised of
questions 10-26. Job stress comprised questions 43-59. Life career needs comprised
questions 85-112. The respondent was asked to answer each life career needs
question twice, first to rate how important each of the career needs was to the
respondent. The second scale for life career needs was to rate how satisfied the

respondent was in achieving those career needs while in the Navy.
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Analysis of the data (Table 4) revealed the level of intent to stay in 1998
ranged from 1.71 - 5.14 on a scale of 1 to 5 for questions 1 through 7. Question 7
ranged from 1 to 6 with 1 being most unlikely to stay and 5/6,¥ either very likely orl
definitely will stay in the Navy. The mean level for the 1998 participants was 3.7846
. indicating that Navy nurses are likely to stay in the Navy. Si?nilar statistics are
| reported for 1999. The range for intent to stay on the same scale waé 1.67 - 5.17 with
a mean of3.94.’3"2. In 2000, the range was 1.50 to 5.17 with a range of 3.9650.

The range for job satisfaction was 1 through 7 with 1 being extremely
dissatisfied to 7, extremely satisfied. The range for job satisfaction for the calibration
sample 1998 was 1.88 - 7.0 with a mean of 5.1493, meaning that the nurses were
slightly satisfied to satisfied with the overall aspects" of job satisfaction. In 1999, the
range was 1.29 - 7.0 with a mean 5.1843. In 2000, the range was 1.7 - 7.0 with a
mean of 5.3192.

Job stress was rated on a scale of 1 through 7 with 1 being no stress at all and

‘ 7, ‘an extreme amount of stress. In 1998, the level of job stress ranged from 1.12 -
6.82 with a mean of 3.622 meaning that the nurses rated amount of stress they felt in
their jobs as being a fair but tolerable amount. In 1999, the range for job stress was
1..0 - 7.0 with a mean of 3.6094. In addition, in 2000 the range of job stress was 1.06 -
6.06 with a mean of 3.4427.

Career needs, important, was rated from 1 through 5 with 1 being not at all
important and 5, very important. In 1998, the range of career needs, important was
1.39 - 5.0 with a mean of 4.3681 indicating that career needs as they progressed

through different stages of their career was important to them. In 1999, the range was

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



42

2.45-5.0 with a mean of 4.3142. Moreover, in 2000 the range for career needs,
important, was 1.0 - 5.0 with 2 mean of 4.3132.

Career needs, satisfied, was rated from 1 through 5 with 1 being very’
dissatisfied with achieving those career needs within the Navy to 5, very satisfied in
achieving those career needs in the Navy, In 1998, the range for career needs,
satisfied, was 2.040 - 5.6 with a mean of 3.4324 indicating that the nurses were not
sure to satisfied with how they were in achieving their career needs in the Navy. In
1999, the range was 1.14 - 5.0 with a mean of 3.4099. In 2000, the range was 1.39 -
4.78 with a mean of 3.4477. (Refer to Appendix C for item level descriptive

statistics.)

Table 4.
Levels of Intent to Stay, Job Satisfaction, Job Stress, and Career Needs

v

Intent to Job Stress Career Career

Stay Satisfaction , Needs- Needs-

Im portant Satisfied
1998 Minimum 1.71 1.88 1.12 1.39 2.04
Maximum 5.14 7.00 6.82 5.00 5.00
Mean 3.7846 5.1493 3.622 4.3681 3.4324
Std. Deviation 76543 .95344 97105 4486 58114
N 522 522 522 512 511
1999  Minimum 1.67 1.2% 1.00 2.45 1.14
Maximum 5.17 7.00 7.00 5.00 5.00
Mean 3.9452 5.1843 3.6094 43142 3.4099
Std. Deviation .84923 1.14250 1.02701 43893 58552
N 379 379 378 3757 374
2000 Minimum 1.50 1.71 1.06 1.00 1.39
Maximum 5.17 7.00 6.06 5.00 4.78
Mean 3.9650 5.3192 3.4427 43132 3.4477
Std. Deviation 80812 1.01414 97288 46980 55902
N 388 388 391 386 380
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Research Question Two:

‘What is the relationship among job satisfaction, job stress, importance of career
needs and how satisfying career needs are with thleir impact on intent to stay on
active duty? -

Prior to conducting data testing, screening led to the elimination of 1 case
from the 1998 détabasé and 1 case from the 2000 ciatabase“The data from the 1998
database were also evaluated for the test of assumptions of linearity, normality and
homoscedasticity.

Pearson r reflects the magnitude and direction of the lingar association
between two variables. Also, discrepant data points, or outliers, affect the magnitude
of the Pearson r. Bivari‘ate distribution of the variables were examined to see if the
linearity assumption was met. (The assumption was met and no outliers were
detected.) |

The Pearson correlation. coefficients (r) are more precise than scatterp}ots
because of their numeric value ranging from —1.00 through .00 to +1.00. Table 5

summarizes the information about the relationships between variables including the

correlation coefficients for all three years, 1998 —2000.
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Table 5

Correlations Table

Year Intent Job Job Career Career
0 ‘Satisfaction Stress Needs,'  Needs,
Stay : Import  Satisfied

1998 Pearson Correlation
Intent to Stay 1.000 * 457 *-261 - *.132 * 379
Job Satisfaction * 457 1.000 *-520.  *080 * 658
Job Stress *.261 *.520  1.000 017 *. 453
Career Needs, * 132 * 080 017 1.000 * 132
Important
Career Needs, * 379 * 658 *-453 *132 1.000
Satisfied

N=504

1999 Pearson Correlation {
Intent to Stay 1.000 * 621 *-343 * 165 *550
Job Satisfaction * 621 1.000 *-565 * 089 * 662
Job Stress *.343 *. 565 1.000 0145 *..495
Career Needs, * 165 * 089 045 1.000 107
Important
Career Needs, * 550 *662 *-495 107 1.000
Satisfied

N=371

2000 Pearson Correlation :
Intent to Stay 1.000 *563 *-318 .031 * 541
Job Satisfaction * 563 1.000 *-550 * 105 * 649
Job Stress *.318 *..550 1.000 051 *..510
Career Needs, 031 * 105 .051 1.000 071
Important ,
Career Needs, 541 . *649  *.510 071 1.000
Satisfied

N=372

* significant at p<.05

There are four correlations for each year. For 1998, the calibration sample,
and for 1999, all four correlations were statistically significant. For 1998, the

strongest correlation existed between intent to stay and job satisfaction. The reported

Pearson correlation coefficient was .457, indicating a moderately positive correlation.

This coefficient can be squared to produce the coefficient of determination which is
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the measurement of practical signiﬁcancé. In this case, (457)* = .209, or 20.9%.
‘,I‘Therefore, 20.9% of the variance of the criterion variable, inteﬁt to stay can be
attributed to job satisfaction (r > = coefficient of d‘eterlmination). This relationship
makes sense because those nurses who are satisfied with their job are more likely to
stay in the Navy.

The second highést correlation existed between intent to stay and career needs,
satisfied (r = 379, r 2 = .144). This relationship is not quite as strong as the one
between intent to stay and job satisfaction: The coefficient of determination is 14.4%.
Approximately 14% of the variance in career needs, satisfied can be attributed to
intent to stay and vice versa. A significant relationship exists between intent to stay
and career needs, satisfied (p<. 05). There is a tendency for nurses who are satisfied
that the Navy is meeting their career needs will stay in the Navy.

The tﬁird correlation was for the variables intent to stay and job stress. This
value is lower than fhe previous two and it is negatively correlated (r = -.261, 2=
.068). The coefficient of determination is 6.8% indicating that job stress shares
approximately 6.8% of common variance. A significant relationship exists between
the;e two variables (p<. 05) and there is a tendency as job stress increases Navy
nurses will not intend to stay in the Navy.

The lowest correlation was found between intent to stay and career needs,
important (r = .132, r > =.017). The relationship between the importance of career
needs and intent to stay in the Navy is the weakest sharing only 1.7% of the common

variance indicating that < 2% of the variance in career needs, important can be
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attributed to intent to stay and vice versa. All correlations in this matrix for 1998 were
statistically significant (p<. 05).
Similarly, for 1999, all correlations in the matrix weré statistically significant
(p<. 05). Once again, job satisfaction had the strongest correlation with intent to stéy
, (r=.621r 2= .386). For the variance of the criterion variabie, intent to stqy, 38.6%
B can be attributed to job satisfaction. Second highest correlation for the 1999 data
existed betwee\n inten’; to stay and career needs, satisfied, (r =.550, r 2= 302). The
relationship between intent to stay and career needs, satisfied was stronger this year
than in 1998. Approximately 30.2% of the variance in career needs, satisfied can be
attributed to intent to stay in the Navy and vice versa. The third correlation, job stress,
again negatively correlated (r =-343, r 2= 118), accounted for approximately 11.8%
indicating that job stress shares approximately 11.8% of the common variance. Not
unlike the results from the calibration sample, career needs, important, had the'loWest
correlation (r =.165, r 2 = .027) with intent to stay.
The year 2000 yielded different results. Only job satisfaction (r = .563, ri=
.317) and job stress were statistically significant (p<. 05) and correlated with intent to
stay. Of the variance of intent to stay e;nd job satisfaction, 31.7% were in common.
j ob stress, still negatively correlated, (r =-.318, r = .101) accounted for 10.1% of
the common variance with intent to stay. Career needs, important, and career needs,
satisfied, were not statistically significantly correlated with intent to stay in the year
2000 meaning that neither the importance of career needs or whether their career
needs were satisfied while being in the Navy affected the nurses intent to stay in the

Navy.
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The results of this data summarizéd the linear relationships between intent to
stay and job satisfaction, stress, career needs, important and career needs, s‘atisﬁedA ,
- Sequential multiple regression approach was condpctqd to determine the degree of
accuracy of the predictor variables: job satisfaction, job stress, career needs,
important and career needs, satisfied in predicting the criterion variable, Navy nurses

intent to stay.

Research Question Three: a ' |
Which of the following four predictor variables: job satisfaction, job stress,
importance of career needs, and degree of satisfaction with career needs are
most influential in predicting Navy nurses’ intent to stay on active duty?

Prior to using multiple linear regression the data were examined to determine
the extent to.which they met the assumptions required for linear regressiop. Tests

were run to address linearity of the relationship between the criterion and predictor

variables.
Figure 1 depicts the scatter plot of the standardized residuals and standardized
predicted variables obtained from the regression analysis of the callibration sample,
1998. Examination of this scatterplot provided a test of all three assumptions. When
the assumptions of linearity, normality and homoscedasticity are met the points
cluster along the horizontal line in a somewhat rectangular pattern. The assumptions
of homoscedasticity, or equality of variance, linearity, and normality were met.
Multiple linear regression, using the Enter method in SPSS, was performed for

each of the four predictor variables (job satisfaction, job stress, career needs,
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importance and career needs, satisfied) to determine which variable, if any, were
predictors of intent to stay in the Navy. The variables were entered into the equation
sequentially and examined for the proportion of the variance of the criterion variable

for the predictor entered into the equation. : ~
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Figure 1. Scatterplot with assumptions of linearity, normality and homoscedasticity

for the callibration sample, 1998.
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A summary of the regression model is presented in Table 6. At each step, the
R, R?increases in R? are reported. In the first step, the regression model contains one
predictor, job satisfaction, R? = 209 (21% of the variability of intent to stay is

explained by job satisfaction). An additional predictor, job stress, is added to the:

regression model in step two. R? does not change therefore there is no variability of
» intent to stay that is explained by job stress. The third predictor added to the
regression m(;d;:l is career needs, importance, R = 219 (1% of intent to stay is
explained by the variability of career needs, importance). Finally, the fourth predictor,
‘career needs, satisfied, R* =. 227, explains less than 1% of the variability of intent to

stay.

Table 6

Regression Model Summary

Step R R? Increase in R°
Job Satisfaction 457 209 209
Job Stress 458 .209 001
Career Needs, 468 219 010
Im portant
Career Needs, 476 227 008
Satisfied

R? for 1999 and 2000 samples are displayed in Table 7.
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Table 7

Regression Coefficients for the Model

Predictor b Beta t " Bivariate
Variables e Correlation
Job Satisfaction 291 359 **6.477 457
Job Stress -010 -.020 -.434 -.261
Career Needs, 150 .087 *2.184 132
Important ‘ !
Career Needs, 162 122 ! *2.284 ‘ 379
Satisfied
Note: ** Indicates significance at p< .01 Criterion Variable = Intent to Stay
* Indicates significance at p< .05
a =1.133 ‘

Cross validation sample of 1999, R? = 322
Cross validation sample of 2000, R* = .336

The regression coefficients (b = unstandardized and Beta = standardized
regression cbefﬁcients) and associated test of significance are reported in Table 6.
Resuits indicate that only three predictor variables, job satisfaction, career net?ds,
important, and career needs, satisfied are statistically significant to predict intent to
stay in the Navy. Reporting both unstandardized (b) and standardized (B) regression
coefficients are recommended by Pedhazur & Schmelkin (1991). The b, which is the
unstandardized regression coefficient are not comparable. Whereas the B’s are
population specific; meaning that although the effects of the predictor variable on the
criterion variable, as reflected by the b’s, may be relatively stable across population
and settings, the B’s may vary greatly because they are sensitive to fluctuations in
variances and covariances across populations. Consequently, comparisons across

groups and settings should be based on b’s, not B’s.
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Cross validation R* estimates how well the equation from the calibration
sample (1998) will predict for other subjects of the same population. For 1998, the
model accounted for 22.7% of variance in intent to stay (Table 6). For 1999, the

model accounted for 32.2% of variance in intent to stay. For 2000, the model

accounted fot 33.6% of variance in intent to stay (Tablé 7). Therefore the predictio‘n
! equations obtained from the calibration sample were validated using additional
samples and it could be used to predict for other subjects in the Nurse Corps
population.
;Summagy
This chapte; analyzed and explained the findings concerning the relationship
between the criterion variable, intent to stay in the Navy and the predictor variables:
job satisfaction, job_stress, career needs, importance and career needs, satisfied as
expressed by Navy nurses. Secondary data analysis was completed on data that were
collected in 1’998, 1999, and 2000. In 1998 and 1999, all fbur independent variables
' wére significantly correlated with intent to stay. Job satisfaction was most highly
correlated with intent to stay for all three years. However, with the 2000 data only job
satisfaction and job stress were correlated with intent to stay in the Navy. The 1998
survey results were used to develop a regression equation to predict Navy nurses
intent to stay given the variables of job satisfaction, stress, career needs, important
and career needs, satisfied. The 1999 and 2000 data were used as the cross validation
samples. The regression equation obtained from the calibration sample could be used

to predict the subjects’ intent to stay in the Nurse Corps population.
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CHAPTER 5
DISCUSSION, CONCLUSIONS, LIMITATIONS, IMPLICATIONS AND

RECOMMENDATIONS

Introduction
This study examined the relationship between job satisfaction, job stress,
: career needs, importance, and career needs, satisfied with intent‘to stay in the Navy
\ for three consecutive years, 1998 - 2000. A descriptive correlational design was used
to assess the relationship among intent to stay, job satisfaction, job stress, career
needs, importance and career needs, satisfied. Multiple linear regression was used fo
determine which of the four variables, if any, were significant predictors of intent to
stay in the Navy. The 1998 sample was used as the calibration sample and cross
validation was calculated for the 1999 and 2000 samples.
This study was not guided by a theoretical framework or model because the
data analyzed were secondary data and there was no evidence that the authors of the
OAQ used a framework in guiding their research. However, the researcher recognizes
that in designing studies that emphasize particular measures, it is important to draw
on theory and the underlying analysis of constructs as much as possible. Of the many
controversies that accompany the growth of the nursing profession few can be

debated as much as the question of which paradigm to use to guide the nursing
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science (Monti & Tingen, 1999). Paradigms are often described as a set of
assumptions, concepts, values, and practices that constitute a way of viewing reality
for the community that shares them. Paradigms direct the persi)ective from which |
research questions are asked, inveétigated and designed (Monti & Tingen, 1999)."
~ Career success in the Navy Nurse Corps depends on a\ number of faqtors
including ongoing professional growth and development, assignment’ flexibility, |
career counseling, and a commitment to the primary mission of delivering quality
health care while ensuring self and subordinate growth and development. In the future
it would be wise to consider an integration of qualitative and quantitative methods as
each nursing paradigm presents itself. The Nurse Corps Strategic Plan is a pragmatic,
dynamic document that guides the operation of the Nurse Corps and could be
considered as the framework of reference for studies especially when issues of
retention are being considered. Qualitative methods could describe phenomenon of
interest and generate theories that propose relationship.s between concepts while
‘ quéntitative methods could test those relationships (Monti & Tingen, 1999). |

An extensive literature review was conducted and variables in this study were
reviewed: intent to stay, job satisfaction, job stress, career needs, importance, and
career needs, satisfied, in the military and civilian nursing communities. The review
also covered the current issue of supply and demand regarding the nursing workforce
and the universal shortage of professional nurses working in the field of nursing. The
term intent to stay can be associated with organizational commitment that entails
affective and continuance commitment. Intent to stay can also be associated with

behavioral characteristics especially of the leadership within the organization. The
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