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ABSTRACT 

Kristie E. Davis-Collins 

Exploring the Relationship Between Job Satisfaction and Intent to Remain Within an 

Organization Among Millennial Nursing Faculty 

 

 

The nursing faculty shortage continues to grow with time with impending detrimental 

effects. Several factors influence the nursing faculty shortage, including inadequate 

compensation to clinical areas, low pool of potential nurse educators in graduate 

programs, and a faculty wave of retirements. Based on this information, it is vital for 

nursing institutions to improve job satisfaction and the intent to remain among millennial 

nursing faculty. The purpose of this study is to evaluate the relationship between job 

satisfaction and intent to remain within an organization among millennial nursing faculty. 

A cross-sectional, correlational research design was used to test the hypotheses of the 

study. Data were collected electronically from 188 participants using the Nurse Faculty 

Job Satisfaction and Intent to Remain in the Academic Organization instrument. The 

findings revealed a statistically significant relationship between job satisfaction, 

compensation, opportunities for advancement, recognition, and interpersonal 

relationships and intent to remain in an organization among millennial nursing faculty. 

The content analysis identified several themes including overall job satisfaction, 

inadequate compensation, lack of leadership support, and positive relationships with co-

workers. The information gained from this study has significant implications for nursing 

education, practice, and policy. The study aims to enhance the knowledge surrounding 

essential elements for millennial nursing faculty to feel satisfied with the job and remain 

with an organization.  
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CHAPTER I 

INTRODUCTION 

Technologically savvy, confident, socially active, and reliant on the community 

are unique attributes of the millennial generation (Clark, 2017; Sherman et al., 2015). 

Millennials need recognition and praise in the workplace, seek career advancement and 

diversity, and require adequate compensation for work. Therefore, nurse administrators 

must consider these attributes when preparing the next generation of nursing leaders, the 

millennial generation. Millennial nurse leaders provide a fresh perspective to advance the 

nursing education, administration, and practice fields (Sherman et al., 2015). The 

increasing age of nursing faculty prompts the development of the latest generation of 

nursing faculty. The millennial nurse faculty's success profoundly relies on the perception 

of job satisfaction and the work environment. Job satisfaction or dissatisfaction can 

determine the intent to remain in nursing education (Tourangeau et al., 2015). Leaders in 

the nursing profession must be willing to understand the factors influencing the 

millennial nurses' intent to remain employed (O'Hara et al., 2019). The purpose of this 

study is to evaluate the relationship between job satisfaction and intent to remain within 

an organization among millennial nursing faculty. The findings from this study may 

influence the expansion of strategies to improve job satisfaction for millennial nursing 

faculty and the intent to remain with the organization.  

Statement of the Problem 

According to the American Association of Colleges of Nursing (AACN, 2022), 

nursing schools are operating at limited capacity due to the looming nursing faculty 

shortage. The AACN reports that approximately 91,938 qualified nursing applicants were 
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denied admission in 2021 due to deficient faculty, lack of clinical sites, lack of clinical 

preceptors, limited classroom space, and budget cuts. However, faculty shortage is the 

top reason for the denial of admission. The AACN (2020) attributes the nurse faculty 

shortage to the increasing age of nurse educators, a wave of faculty retirements across the 

United States, higher compensation in clinical areas, and the small pool of master’s and 

doctoral degree programs producing nurse educators.  

Nurses older than 65 years old account for nearly 19% of the registered nursing 

workforce, an increase of 5.1% since 2017 (Smiley et al., 2021). With the increasing age 

of faculty, the AACN (2020) reported that approximately one-third of United States 

nursing faculty expect to retire by 2025. The impact of the COVID-19 pandemic has 

accelerated the faculty retirement rate (Smiley et al., 2021). Higher compensation in 

clinical areas shifted the desire for advanced education to focus on clinical degrees. 

Although both are prepared with advanced education, the average salary for advanced 

clinical nurse specialties is $110,000, while a nurse educator's average salary is $79,444 

(AACN, 2020). Now, more than ever, millennials are seeking to pursue higher education. 

According to American Mobile Nurses (2018), approximately 71% of millennials aspire 

to pursue a higher degree, with 49% of millennials planning to obtain an advanced 

clinical nursing degree. The small pool of academically prepared nursing faculty can 

impact the future of nursing education. The AACN (2022) reports that 14,743 applicants 

were denied admission to graduate programs, which further limits the pool of future nurse 

educators. Approximately 14.9% of registered nurses report a master’s degree as the 

highest obtained level of education. About 0.7% and 1.4% of registered nurses report a 

doctoral degree, Doctor of Philosophy (PhD) and Doctor of Nursing Practice (DNP) 
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respectively, as the highest level of education (Smiley et al., 2021).The need to invest in 

the development of millennial nursing faculty is ever-growing and drastically crucial. 

Understanding factors influencing job satisfaction and intent to remain among millennial 

nursing faculty is essential for the sustainability of nursing and health care delivery.  

There is significant nursing literature reviewing job satisfaction and intent to 

remain for nurses in the clinical environment, millennial nurse managers, and nursing 

faculty noted in the literature review. However, a gap in the literature is present regarding 

job satisfaction and the intent to remain among millennial nursing faculty. Examining the 

millennial nurse faculty’s characteristics, job satisfaction, and the intent to remain may 

provide valuable data for nurse leaders in retaining millennial nursing faculty.  

Significance of the Problem 

Job Satisfaction 

Job satisfaction is "a pleasurable or positive emotional state resulting from the 

appraisal of one's job or job experiences" (Saari & Judge, 2004, p. 36). The ability to 

enjoy and experience fulfillment from a job nourishes faculty, producing feelings of 

relief, happiness, and a sense of belonging. Researchers suggest that higher levels of job 

satisfaction correlate with productivity and commitment to the organizational culture 

(Worthy et al., 2020). The characteristics of nursing leaders, including personality, 

physical characteristics, and leadership style, can influence the employee's job 

satisfaction. When individuals in authority possess a transformational leadership style, 

nursing faculty tend to experience more job satisfaction. Limited job satisfaction can lead 

to burnout, decreased productivity, pessimistic attitude, and isolation, resulting in 

attrition, increased turnover, and widening of the nurse faculty shortage.  
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Intrinsic factors improve job satisfaction among millennial nurses, including 

autonomy, meaningful work, and professional development and advancement (O'Hara et 

al., 2019). Extrinsic factors, including safety, work relationships, communication, 

leadership, and work environments, can influence job dissatisfaction. Lee and colleagues 

(2017) revealed that a healthy work environment is essential to nursing faculty's job 

satisfaction. The National League for Nursing (NLN) recognized nine elements 

indicating a healthy work environment. The elements include a collaborative practice 

culture, a culture of accountability, a culture with visible competency, communications 

with rich culture, presence of visible experts, an adequate number of qualified nurses, 

shared decision making, encouragement of advancement and recognition of contributions 

to the team, and acknowledgment of nurses in meaningful practice. The maintenance of a 

stable work environment is essential for the recruitment of nursing faculty. Healthy work 

environments contribute to job satisfaction, retention and recruitment, and decreased job 

stress and burnout (O'Hara et al., 2019). Increased levels of job satisfaction correlate with 

productivity and commitment to the organizational culture (Worthy et al., 2020). 

Intent to Remain 

Intent to remain explains the likelihood of an individual remaining in the 

organization (Boyle et al., 1999). Intent to remain directly connects to the retention and 

recruitment of nurses and is a critical aspect of nursing education. The satisfaction a 

faculty member feels with workload can influence organizational commitment and 

opinions on leaving the organization (Candela et al., 2015). Role conflict, transparency, 

distributive justice, and autonomy have a significant bearing on the intent to remain. As 

stress levels rise, it decreases the probability of intent to remain within an organization. 
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Job satisfaction, incivility, workload, collegiality, work-life balance, health, and the work 

environment can influence the intent to remain (Lee et al., 2017). Ferron and Tourangeau 

(2017) supported this conclusion by stating that age, tenure, the opportunity for better 

career opportunities, job satisfaction, leadership, recognition, and distributive justice 

influence intent to remain among part-time nursing faculty. Analyzing intent to remain 

among millennial nursing faculty can generate new knowledge about retaining this 

specific population in nursing academia.  

The Millennial Nurse 

Millennials are people born between 1981 and 2000, commonly referred to as 

Generation Y (Clark, 2017). Millennials are the largest generation ever to enter the 

workforce (O’Hara et al., 2019). Millennials are technologically savvy and have used 

tablets, computers, laptops, and mobile phones for most of their lives (Clark, 2017). The 

close interaction between parents and millennials produced less independence, more 

reliance on the community, instant gratification, a short attention span, greater ambition, 

and a greater sense of meaning. Millennials are more social, more confident in work, and 

utilize critical thinking to devise solutions for complex problems. Acknowledgment and 

support, supervision and precise feedback, and a sense of validation and belonging are 

necessary for this generation. Millennials are intrigued by technologically advanced 

organizations that have a strong mentorship focus. As an entrepreneurial generation, 

millennials have diverse career paths, seek work-life balance, and do not stick with one 

career and one job (Clark, 2017). Millennials have unique expectations for the work 

environment, including transparency, positive culture, advancement opportunities, and 

supportive leadership (American Mobile Nurses, 2018).  
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There has been a surge in the choice of nursing as a career for millennials. The 

Bureau of Labor and Statistics reports that people born in the late 1980s are 65% more 

likely to enter nursing school than ever before (O'Hara et al., 2019). The employment of 

registered nurses will increase by seven percent between 2020 and 2029 (Bureau of 

Labor Statistics, 2021). After 2020, millennial nurses will occupy most of the nursing 

workforce (O'Hara et al., 2019). The NLN (2019) Faculty Census Survey indicates that 

millennials make up a small portion of nursing faculty. Approximately 1.6% of nurse 

educators are under the age of 30, and 28.4% are between 30 and 45.  

Millennials are engaged in the workforce. However, the rates of burnout, 

compassion fatigue, stress, turnover, and dissatisfaction are higher among millennials 

than any other generation in the nursing workforce; these issues can impact productivity, 

morale, recruitment, and retention (O'Hara et al., 2019). Therefore, an organization needs 

to understand the elements affecting job satisfaction and intent to remain at the current 

place of employment for millennials.  

Purpose of the Study 

The purpose of this study is to evaluate the relationship between job satisfaction 

and intent to remain within an organization among millennial nursing faculty. Four 

specific aspects of job satisfaction including compensation, recognition, opportunities for 

advancement, and interpersonal relationships, will be used to evaluate the relationship to 

intent to remain in an organization. It is evident that job satisfaction and intent to remain 

among nursing faculty have substantial effects on nursing education, research, and 

practice. Examining these variables within the millennial nursing faculty population is 

critical to aid in the national nurse faculty shortage.  
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Null Hypotheses 

The following null hypotheses were used to guide the study: 

H01: There is no statistically significant relationship between job satisfaction and intent to 

remain within an organization among millennial nursing faculty.   

H02: There is no statistically significant relationship between compensation and intent to 

remain within an organization among millennial nursing faculty.  

H03: There is no statistically significant relationship between recognition and intent to 

remain within an organization among millennial nursing faculty.   

H04: There is no statistically significant relationship between opportunities for 

advancement and intent to remain within an organization among millennial nursing 

faculty.   

H05: There is no statistically significant relationship between interpersonal relationships 

and intent to remain within an organization among millennial nursing faculty.   

Theoretical Framework 

Herzberg's motivation and hygiene theory provided the theoretical framework for 

this study to explain the phenomenon of job satisfaction. The hypothesis behind 

Herzberg's theory was that some factors connect to job satisfaction and others connect to 

job dissatisfaction (Herzberg et al., 1959). The theory suggests that certain factors 

influence people's attitudes and feelings toward the work. It is important to note that the 

inverse of job satisfaction is not job dissatisfaction, and the inverse of job dissatisfaction 

is not job satisfaction. According to Alshmemri et al. (2017), Herzberg's motivation and 

hygiene theory is derived from Maslow's hierarchy of needs. In 1959, Herzberg tested the 

theory on more than 200 accountants and engineers working in the United States to 
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analyze factors that influence the work environment and cause job satisfaction 

(motivation factors) and job dissatisfaction (hygiene factors). Figure 1 Effects of 

Increases in Motivation and Hygiene Factors displays the subsequent effects when the 

motivation and hygiene factors are increased in the workplace. Figure 2 Effects of 

Decreases in Motivation and Hygiene Factors depicts the subsequent effects when the 

motivation and hygiene factors are decreased in the workplace. An explanation of 

motivation and hygiene factors continues in the following sections.  
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Figure 1 

Effects of Increases in Motivation and Hygiene Factors 

 

Figure 2 

Effects of Decreases in Motivation and Hygiene Factors 
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Motivation Factors 

Motivation factors in Herzberg's motivation and hygiene theory strongly correlate 

to job satisfaction (Herzberg et al., 1959). Motivation factors generally lead to optimistic 

attitudes regarding the job to reach self-actualization. Motivation factors refer to the 

factors that are intrinsic to the job. Motivation factors include advancements, the work 

itself, the possibility of growth, responsibility, recognition, and achievement. These 

motivation factors are primarily used to improve job satisfaction and must be sustained to 

enhance job satisfaction (Alshmemri et al., 2017). As the motivation factors increase, job 

satisfaction ensues; job satisfaction diminishes when the motivation factors decrease. The 

motivation factors emphasize an active growth and human need for the employee's 

psychological growth within the workplace (Herzberg, 1965). Millennials view the 

opportunity for advancement and recognition in the workplace as a necessary component 

of the workplace (Clark, 2017). In this study, the motivation factors, explicitly focusing 

on advancements and recognition, are evaluated with the intent of millennial nursing 

faculty to remain within the organization.  

Advancement reflects an upward progression in a position. A downward 

progression can lead to an employee not achieving job satisfaction (Alshmemri et al., 

2017). The work itself constitutes the assignments and workload of the position. If the 

workload is light or challenging, it can influence job satisfaction. The professional 

development and growth of an individual within the job title describes possibilities for 

growth. Responsibility refers to the authority and duty of the job. Increased responsibility 

leads to more accountability and autonomy, indicating job satisfaction. If gaps are present 

between authority and responsibility, job satisfaction will not occur. Recognition is 
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receiving acclaim or rewards based on achieving work outcomes. Criticism or blame can 

be considered negative recognition and lead to a lack of job satisfaction. Lastly, 

achievement relates to attaining success at the job, as evidenced by meeting deadlines, 

completing challenging tasks, and exceeding job standards. A negative achievement, such 

as procrastination and decreased productivity, can lead to a lack of job satisfaction.  

Hygiene Factors 

In Herzberg's motivation and hygiene theory, hygiene factors primarily affect job 

dissatisfaction (Alshmemri et al., 2017). When the hygiene factors deteriorate to an 

unacceptable level, job dissatisfaction occurs. Deficient hygiene factors can lead to 

increased job dissatisfaction. When hygiene factors increase, job dissatisfaction 

decreases, but without causing job satisfaction. Hygiene factors are considered extrinsic 

and relate to the conditions affecting the job. The hygiene factors include interpersonal 

relationships, salary, policies and administration, supervision, working conditions, and 

job security. The hygiene factors are utilized to prevent job dissatisfaction, avoid 

unpleasantness, and can be used to maintain the employee (Herzberg, 1965). The study 

will analyze how the hygiene factors of compensation and interpersonal relationships 

affect a millennial nursing faculty member’s intent to remain within an organization.  

Interpersonal relationships encompass the relationship between the employee and 

the supervisor, colleagues, and assistants (Alshmemri et al., 2017). Salary includes 

compensation for the job, including wages, bonuses, commission, benefits, and the like. 

The description of an organization's policies, procedures, and administration can affect 

job dissatisfaction. Supervision links to the direct observation of employee performance. 

A competent supervisor can decrease job dissatisfaction, but inadequate supervision 
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increases job dissatisfaction. Working conditions incorporate the physical environment of 

the job, including workspace, safety, temperature, equipment, and ventilation. Poor 

working conditions can lead to increased job dissatisfaction. Job security includes the 

state of having and maintaining a job, which can directly affect job dissatisfaction.  

There are a few limitations noted with Herzberg's motivation and hygiene theory. 

Ozsoy (2019) emphasizes that the theory is not generalizable. The theory may produce 

different findings depending on the profession, geographical location, salary, and 

employee personality. Even with the potential limitations, the theory continues to be a 

valuable guide to examine job satisfaction in the workplace.  

Nursing literature across disciplines incorporates Herzberg's motivation and 

hygiene theory related to job satisfaction. The theory best describes the aspects of job 

satisfaction and job dissatisfaction. The motivation factors reflect the elements of the job 

that provide satisfaction reflective of the employee. The hygiene factors focus on the 

aspects that influence employees' intent to remain in the current place of employment 

(Alfayad & Arif, 2017). Therefore, this theory will be used to further investigate the 

relationship between motivation and hygiene factors on job satisfaction and intent to 

remain among millennial nursing faculty.  

Definition of Terms 

The operational definition of the following terms are as follows: 

1. Job Satisfaction: The feeling of pleasure and accomplishment associated with a 

job.  

2. Intent to remain: The willingness of the nursing faculty member to stay with the 

current organization.  
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3. Nursing faculty: Any full-time, part-time, or adjunct teacher working in an 

accredited nursing school at a college or university level teaching in an associate, 

bachelor, master’s, or doctoral nursing program.  

4. Millennial nursing faculty: A nursing faculty member born between January 1, 

1981 and December 31, 2000 (Clark, 2017). 

5. Nursing education: The theoretical and clinical training to prepare individuals for 

the nursing profession in a school of nursing or nursing program. 

6. Nursing academia: The environment of learning nursing at an institute of higher 

education, such as a college or university.  

7. Nursing institution: A nursing program or school of nursing providing nursing 

education to students at the college or university level.  

8. Full-time: A nursing faculty member meeting requirements set by the institution 

of employment designating full-time status.  

9. Part-time: A nursing faculty member meeting requirements set by the institution 

of employment designating part-time status. 

10. Adjunct: A nursing faculty member meeting requirements set by the institution of 

employment designating adjunct status. 

11. Associate Degree Nursing faculty: A nursing faculty member teaching nursing at 

the associate degree level.  

12. Bachelor of Science in Nursing degree faculty: A nursing faculty member 

teaching nursing at the bachelor’s degree level.  

13. Advancement: The upward career progression within an organization. 
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14. Recognition: The formal and informal acknowledgment, praise, and accolades an 

employee receives based on work performance. 

15. Interpersonal relationships: The interactions between the faculty member and 

students, supervisor, colleagues, and assistants in the workplace. 

16. Compensation: The earnings for the job, including salary, benefits, rewards, 

bonuses, and commission.  

Assumption 

For this study, the assumption is that the participants responded to the survey 

honestly.  

Summary 

Utilizing Herzberg's motivation and hygiene theory, the study examined the 

factors influencing job satisfaction and the influence on the intent to remain in an 

organization among millennial nursing faculty. The hypotheses focus on testing the 

predictors of job satisfaction, opportunities for advancement, recognition, compensation, 

and interpersonal relationships with the intent to remain. The current gap in the literature 

supports the need to explore job satisfaction regarding the intent to remain upon 

millennial nursing faculty in nursing academia. Understanding factors influencing job 

satisfaction and intent to remain for this population is crucial for the sustainability of 

nursing and health care delivery and circumventing the nursing faculty shortage. The 

operational definitions provide a perspective of the terms concerning the study. The 

assumption of this study is necessary to conduct the research study accurately. The focus 

of Chapter I was the problem statement, the significance of the problem, purpose, 

theoretical framework, hypotheses, definitions of terms, and assumption for this study. 



15  

The next chapter will review the current literature related to job satisfaction, intent to 

remain, the millennial nurse, and generational differences among faculty.  
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CHAPTER II 

LITERATURE REVIEW 

 Chapter II provides a synthesis of the literature on job satisfaction and intent to 

remain among millennial nursing faculty. The first section will describe the search 

methods. The following section reviews relevant literature on four major themes: job 

satisfaction, intent to remain, millennial nurses' characteristics, and generational 

differences among nursing faculty. A summary of the literature review findings and gaps 

in the literature support the proposed research.  

 The literature search focused on job satisfaction and intent to remain among 

millennial nursing faculty. The Cumulative Index to Nursing and Allied Health Literature 

(CINAHL), PubMed, and Google Scholar research databases provided primary research 

literature pertinent to the topic. The keywords identified for the literature search included 

job satisfaction, millennial or generation Y nursing faculty, intent to remain, and 

generational differences in nursing faculty. Date delimitations were from 2015 to the 

present to ensure the inclusion of the most up to date literature.  

 The search yielded a total of 36 articles. After the application of inclusion criteria, 

21 studies remained. The inclusion criteria were: articles relevant to job satisfaction, 

intent to remain, millennial nurses, and generational differences among nursing faculty; 

articles published between 2015 and the present; primary sources of research; and articles 

written in English. The inclusion criteria kept the research applicable to the independent 

and dependent variables and the population of interest. The inclusion criteria also ensured 

the use of the most up to date literature for the literature review. Exclusion criteria were 

studies focusing on mentoring, incivility, and retention; articles published before 2015 
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(excluding seminal articles); articles written in a foreign language; and secondary 

research sources. Articles for the review were evaluated based on the inclusion and 

exclusion criteria only to minimize researcher bias. A review of the reference lists of 

several articles occurred for potential undiscovered sources. 

Review of Literature 

 Four themes emerged from the literature search including job satisfaction, intent 

to remain, characteristics of millennial or Generation Y nurses, and generational 

differences among nursing faculty. Some of the articles recovered have overarching 

themes. This section will summarize the major themes, the literature supporting the 

theme, and a critique and synthesis of the literature.  

Job Satisfaction 

Job satisfaction has been explored in the literature in the nursing workforce; 

however, the literature on job satisfaction with nursing faculty is an evolving topic. There 

is scarce literature on the perceptions of job satisfaction among millennial nursing 

faculty. Anselmo-Witzel et al. (2017) sought to explore the perceptions of job satisfaction 

among millennial nurses using a qualitative descriptive phenomenological design. There 

was no identified research question, hypothesis, or theoretical framework to guide the 

study. The study took place in an urban setting in a Magnet-designated tertiary care 

teaching hospital. The sample included 10 registered nurses born on or after 1981 and 

employed at the organization for more than 1 year. The sample was purposively recruited 

from all nursing departments by invitation placed in the nursing lounge on each unit. 

Participant ages ranged from 23 to 31 years, with an average of 27 years. The range of 

tenure with the current position ranged from 1 year to 5 years and 11 months, with an 
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average of 2 years and 6 months. One hundred percent of the participants were women 

who held either an associate or bachelor’s degree in nursing. The sample was restricted to 

a single site and was homogenous for gender and race. The researchers conducted 

interviews in a secluded room on the hospital grounds and lasted between 25 and 50 

minutes. The researchers supported credibility through member checking of interview 

transcripts. Transferability may not apply to this study, as the sample size was small and 

not diverse. The potential for selection bias is high with purposive sampling techniques. 

The researchers used Colaizzi's seven-step method to classify themes supported by 

interview transcript extractions. Once the researchers outlined the meanings and themes, 

the researchers merged the topics to develop category schemes.  

When data collection was complete, the researchers synthesized the participants' 

statements and revealed four main themes and six subthemes (Anselmo-Witzel et al., 

2017). The four main themes included experiences of feeling good, relationships, job 

strain, and having choices. The subthemes for experiences of feeling good involve 

making a difference, feeling of value, and I found my calling; subthemes for relationships 

included connections, balancing life, and feeling devalued. All the participants visualized 

"feeling good" as a passion for nursing, having confidence in the role, advocating for 

clients, and feeling good about the decision to join the organization. Job satisfaction was 

related to making a difference in someone's life and establishing good outcomes. All 

participants were satisfied with the relationships formed in the organization. The 

participants identified job satisfaction as providing support to others and feeling 

supported by others. Ninety percent of participants reported job strain in the workplace. 

Ethical dilemmas, physical job strain, not getting much needed support, caring for 
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critically ill and young patients, and situations beyond the participants' control were 

examples of role strain expressed. Eighty percent of the participants discussed having 

choices to explore other opportunities. Participants expressed readiness to move to a 

different department within the organization, willingness to move to a different 

organization, change in schedules, or change professions to achieve job satisfaction.  

The lived experience of job satisfaction among Generation Y nurses encompasses 

nurses' experiences within the work environment (Anselmo-Witzel et al., 2017). Job 

satisfaction for Generation Y nurses forms through personal and professional 

relationships in the workplace; it is a good feeling that results from making a positive 

difference in someone's life. Teamwork and friendships with coworkers are essential for 

this generation. An organization with professional development opportunities and 

advancement is vital for job satisfaction and achieving work-life balance. The study 

findings indicated that Generation Y nurses seek feelings of job satisfaction within the 

organization. If these feelings are not met, Generation Y nurses will look for other 

opportunities to attain job satisfaction. Based on the findings, healthcare organizations 

can develop policies to make the work environment conducive for Generation Y nurses. 

Future research in this area could provide a more diverse sample to identify perspectives 

of job satisfaction, such as relationships in the workplace and advancement opportunities, 

among millennial nurses in any nursing setting, including academia. 

Most nursing literature predicts that the lack of life balance and burnout 

significantly impact the nurse educator shortage. Owens (2017) completed a convergent, 

parallel, mixed-methods study design to explore work-life balance amongst nurse 

educators and whether the balance leads to burnout. The article does not outline research 
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questions, hypotheses, or a theoretical framework. The author assumed the research 

question sought to determine a relationship between life balance and compassion 

satisfaction, compassion fatigue, and secondary stress. The study included a sample of 32 

nurse educators living in Washington via purposeful sampling. The researchers studied 

the participants' life balance using the Life Balance Inventory (LBI) and the Professional 

Quality of Life Scale (ProQOL 5). The ProQOL 5 assessed compassion satisfaction, 

compassion fatigue, and burnout behavioral indicators. A 5-point Likert-type scale 

evaluated whether the respondent experienced the manifestation within the past 30 days 

with scores ranging from never (1) to very often (5). The ProQOL 5 has demonstrated 

construct validity and internal consistency with a Cronbach's alpha level of .77 to .89. 

The LBI provides an overall life balance score and scores for each of the four needs: 

health, relationships, challenge, and identity. The researcher tested construct validity, and 

it successfully predicted what it hypothesized to predict. The internal consistency of the 

LBI was measured using Cronbach's alpha with a level of .89 to .97. 

 The LBI revealed data on health, relationships, challenge, and identity (Owens, 

2017). Results indicated that respondents have positive feelings toward colleagues, the 

ability to contribute to work, and the overall purpose of the work based on the 

compassion score. The researchers noted high risks for burnout, high workload, and an 

unsupportive work environment. Results indicated that participants reported secondary 

stress. Nurse educators reported feeling moderately balanced concerning total life 

balance. The researcher also examined the relationships between the two instruments. 

 The researcher noted a statistically significant positive relationship between total 

LBI and compassion satisfaction (Owens, 2017). The results indicate that as the 
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compassion scores increased, total LBI did as well. Additionally, there was a statistically 

significant strong negative relationship between total LBI and burnout. Therefore, as 

burnout rates decrease, the total LBI increases. The researcher identified a statistically 

significant relationship between health and compassion satisfaction. The finding indicates 

that improved health is related to improved compassion satisfaction. Additionally, the 

researcher identified a statistically significant negative relationship between health and 

burnout and health and secondary stress. Therefore, improved health correlated with 

decreased burnout and secondary stress.  

The research noted a statistically significant negative relationship between 

relationship and burnout (Owens, 2017). The findings indicate that stronger relationships 

correlated with decreased rates of burnout for nurse educators. The researcher also 

identified that challenge and compassion satisfaction demonstrated a statistically 

significant positive relationship. However, challenge had a statistically significant 

negative relationship between burnout and secondary stress. The researcher found a 

statistically significant relationship between identity and compassion satisfaction with the 

last subcategory. However, the researcher identified a statistically significant negative 

relationship between identity and burnout and secondary stress.   

 The qualitative data revealed four themes: support, demands, workload, and 

personal/time attributes (Owens, 2017). Regarding support, participants discussed 

varying levels of support from management ranging from lack of support to an 

abundance of support. Faculty believed that peers were unwilling to adjust to the role of 

new nursing faculty members. The respondents mentioned incivility and lack of respect 

from peers during the interview. A nurse faculty member must try to balance and 
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prioritize the many demands of the position. Respondents felt the needs of the students 

were of the highest priority. Accrediting standards, such as NCLEX-RN® pass rates, 

were another demand influencing life balance. Promotion, tenure, and professional 

development responsibilities also affected respondents' ability to feel balanced. The ever-

changing technology is a significant factor in lowered compassion satisfaction and role 

dissatisfaction. The theme of workload discusses low salary, faculty turnover, teaching 

models, and heavy workload. Other items discussed included clinical practice, the need to 

work overload, and an organization's inability to recruit and retain nursing faculty, 

contributing to the incapability to attain balance. Personal and time attributes reflected 

time management and time limitations. Self-care is essential to nurse educators' welfare 

and the basis for compassionate care.  

Further research is necessary to show how the life balance themes mentioned in 

the study can influence the nurse faculty shortage (Owens, 2017). The study does not 

explicitly state how the research would impact practice, policy, and education. However, 

the study could guide the development of approaches to lessen the nurse faculty shortage 

using retention strategies focused on life balance. Results from this study are not 

generalizable due to the small number of respondents and the qualitative design portion 

of the study. The purposive sampling method presents a limitation to the study and could 

be subject to researcher bias when the researcher handpicks the respondents. There were 

small sample sizes and a lack of diversity among the study respondents. The study 

successfully integrated strategies to decrease the aspects leading to burnout or job 

dissatisfaction and provided a unique insight into perceptions of work-life balance 

amongst nurse educators. Work-life balance can decrease the rate of job satisfaction. 
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Studying the factors that lead to work-life balance provides insight into job satisfaction 

for millennial nursing faculty. 

Waltz et al. (2020) sought to identify job satisfaction and work engagement 

factors among millennial nurses. To evaluate these variables, the researcher used a 

qualitative exploratory-descriptive approach. The article does not explicitly outline a 

research question, hypothesis, theoretical framework, or bias. Still, it can be inferred that 

the research question seeks to answer whether there is a relationship between job 

satisfaction and workplace engagement of millennial nurses. The population consisted of 

33 nurses, categorized as millennials, working in a metropolitan hospital in the southwest 

region of the United States for at least 6 months. The researcher used the convenience 

sampling method to recruit the participants and collect data over two months.  

Two doctorally prepared nurse researchers collected data with nine focus groups 

using interview questions focused on participants' opinions on job satisfaction and work 

engagement (Waltz et al., 2020). The researchers developed the questions using previous 

employee surveys, and then the nursing administrators modified the questions. The 

thematic approach analyzed the data from the focus group. Five themes emerged, 

including professional relationships, rewards, communication, workload and staffing, and 

professional development. Millennials viewed relationships with peers and supervisors as 

influential in staying with an organization. Some millennials revealed that the baby 

boomer population did not always respect the millennials due to a perceived lack of 

experience. Nurses employed in departments with high leadership turnover felt decreased 

morale, while nurses employed in departments with long-term leaders felt supported. 

Millennial nurses thrive on verbal and written recognition from the clients and hospital 
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administration, which leads to higher reports of job satisfaction. Many millennial nurses 

in the study preferred communication with a mix of technology and face-to-face 

interaction. While millennial nurses in the study understood the benefits of professional 

development activities, barriers included time constraints, financial burden, and low 

priority in the current career phase. Adequate staffing was of significant concern to the 

participants and the level of job satisfaction. Subthemes for staffing and workload include 

nurses' ratio to clients, client acuity levels, the number of tasks to be completed during 

the shift, and the number of nursing assistants available. 

Nursing research studies should reflect the implications of the research and how it 

will impact the profession. Based on the findings, the researchers implemented strategies 

to address the concerns of millennial nurses (Waltz et al., 2020). The researchers 

implemented leadership training for nurse leaders to create and improve communication 

strategies specific to millennial employees' needs. Ongoing mentorship can open a 

pathway for professional development. Nursing leadership addressed workload concerns 

by expanding the resource pool, designated a rapid response nurse in the emergency 

department, and created a discharge lounge. 

Regarding communication, nurse leaders used monitors to display employee 

accomplishments and disseminate information on upcoming organizational activities 

(Waltz et al., 2020). Nurse leaders developed policies for using social media sites such as 

Facebook and Crew to improve communication. There are no future recommendations 

for generating knowledge mentioned in this study. However, the findings from this 

research study provide descriptive information on items that influence job satisfaction for 

millennial nurses, especially the need for verbal recognition and relationships with peers. 
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Future research should focus on assessing if factors influencing job satisfaction for 

millennial nurse faculty are similar to the results of this study.  

Dalby and colleagues (2020) conducted a quantitative study to analyze nurse 

faculty characteristics such as demographics, job satisfaction, workload, intent to leave, 

and mentoring practices to apprise regulatory bodies on recruitment, role transition, and 

retention initiatives for New Hampshire nursing faculty. No identified research question 

or hypothesis was associated with this study; however, the researchers identified the 

research objectives. The potential research question was to identify demographic 

characteristics, workload, job satisfaction, intent to leave, and mentoring practices and 

compare the study findings to existing literature to provide recommendations for the 

nurse faculty workforce. Three main theories guided the study. Benner's model provided 

a framework to understand the complex transition from nursing practice to nursing 

education. Herzberg's motivation-hygiene theory helped examine factors relative to job 

satisfaction and dissatisfaction. Blau's theory provided insight on understanding factors 

leading to the intent to leave and faculty retention.  

The population included nursing faculty (full-time or part-time) working in one of 

the 18 schools of nursing in New Hampshire (Dalby et al., 2020). The sample included 78 

participants. The inclusion criteria included designated full-time or part-time 

(nonadjunct) status and working as a nurse educator primarily in New Hampshire. The 

mean age of the participants was 54. Approximately 96.2% of the sample identified as 

female, and over 96% identified as White. About 42% of participants had a terminal 

degree, while 13% were currently enrolled in a terminal degree program. Most 
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participants taught in the Bachelor of Science in Nursing (BSN) curriculum. The average 

tenure at the current place of employment was 7.7 years.  

The researchers modified the Massachusetts Nursing Faculty Workload Survey 

(2015) to evaluate nurse faculty work characteristics (Dalby et al., 2020). The survey 

included 20 questions focusing on demographic information, job satisfaction, workload, 

and intent to remain. The responses were recorded in yes/no, check all that apply, and 

Likert-style responses. Before dispersing the survey, the researchers completed a pilot 

study with six nurse educators. The six nurse educators provided feedback, and the 

feedback improved the survey tool. The researchers established content and face validity 

with a panel of experts. The researchers did not perform psychometric testing for 

reliability with the interview tool. Univariate descriptive statistics analyzed demographic 

data, job satisfaction, workload, and intent to leave. Frequency distributions analyzed 

mentoring and characteristics of the schools of nursing. Chi-square statistics examined 

the relationship between a formal mentoring program and intent to leave within one year.  

In the study, autonomy and independence caused the highest job satisfaction 

levels, while salary, compensation, and benefits caused the lowest job satisfaction levels 

(Dalby et al., 2020). Approximately 95% of faculty reported that teaching encompasses 

more than 43% of the workload, and 76% said administrative duties included 21% of the 

workload. Clinical practice incorporated 13% of the workload for 18% of the 

participants. About 24% of faculty in the survey identified leaving the organization 

within 1 year, while 41% of faculty identified leaving within 5 years. The reasons to 

leave included retirement, better benefits, and the need for more compensation. Sixty 

percent of respondents mentioned the employer had a formal mentorship program, but 
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only 39.7% reported participating in programs as a mentee. Approximately 44% of 

participants in a formal or informal mentorship program were less likely to leave the 

employer than those without a formal or informal mentorship process.  

There were a few limitations in this study. The survey demonstrated content and 

face validity, but the researchers did not report reliability measures (Dalby et al., 2020). 

There was also a low response rate with the survey (38%), which limited the 

generalizability of nurse faculty characteristics. The researchers did not address bias in 

the article; however, low response rates can cause response bias.  

Implications on education, practice, and policy strategies to improve job 

satisfaction provide a real-life application of the data. State-level support-for-services 

programs can recruit faculty through loan repayment and servicing programs for 

enrollment in nursing education programs (Dalby et al., 2020). Nursing academic 

institutions should increase measures to promote diversity in the faculty population. The 

development of partnerships between clinical agencies and nursing institutions can 

provide a recruitment strategy for nurses and increase enrollment in nursing education 

programs. Flexibility in workload, including scheduling and incorporating remote work, 

can improve retention and recruitment strategies and provide work-life balance. 

Involving stakeholders push the findings to regional boards of nursing, nursing 

associations, and nursing regulatory bodies. The researchers recommend more state-level 

research to address the nurse faculty shortage and factors influencing job satisfaction and 

intent to remain. Further research could establish targeted, evidence-based strategies to 

support nurse educator funding and initiatives in a particular region. The results from this 

study can further analyze factors influencing job satisfaction and intent to remain among 
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millennial nursing faculty. The findings can investigate new initiatives to improve 

nursing faculty retention and satisfaction, specifically in the millennial population.  

Factors Contributing to Job Satisfaction 

 Lee et al. (2017) conducted a quantitative retrospective study with secondary data 

to analyze nursing faculty's job satisfaction and intent to stay with demographic, 

personal, and professional variables related to the work environment. The research 

questions for this study focused on identifying differences between job satisfaction and 

intent to remain for nursing faculty regarding demographic factors, tenure status, 

academic rank, and institutional type. The researchers did not utilize a theoretical or 

conceptual framework for this study. The sample included 1,352 nursing faculty from 

more than 200 colleges, universities, or healthcare systems in North America. Most of the 

participants were female (92%) and predominantly White (85%). The professional rank 

of the participants included assistant professor (37%), associate professor (35%), and full 

professor (26%). The study analyzed tenure status, tenured faculty (41%), non-tenure-

track faculty (32%), and tenure track faculty (27%). The study concluded that most 

nursing faculty worked in research or doctoral programs (72%) than baccalaureate or 

master's programs (28%).  

The researchers used secondary data from the Collaborative on Academic Careers 

in Higher Education (COACHE) survey from Harvard University to assess job 

satisfaction levels and intent to stay using an online survey (Lee et al., 2017). COACHE 

evaluated demographic factors, tenure status, institutional type, academic rank, job 

satisfaction, intent to stay, personal and family policies, tenure clarity, collaboration, 

shared governance, institutional leadership, departmental engagement, and career 
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development.  The survey included Likert-style and open-ended questions. The 

researchers reported reliability with a Cronbach's alpha range of .75 - .95 for the items. 

The researchers did not address validity in the article. However, the researchers mention 

that the COACHE data was thoroughly reviewed and examined, possibly indicating 

content validity. An ANOVA test analyzed categorical independent variables (e.g., 

academic rank, race, institutional type, tenure status), followed by a post-hoc Fisher's 

LSD test. The institutional type was categorized as research/doctoral or 

master’s/baccalaureate and used an independent t-test to determine whether differences in 

job satisfaction and intent to stay existed within the institutional types. An independent 

means t-test analyzed gender. Correlation coefficients assessed how each variable relates 

to job satisfaction and turnover for noncategorical items (age, personal and family 

policies, tenure clarity, collaboration, shared governance, institutional leadership, 

departmental engagement, and career development). The outcome variables were the 

mean scores of three job satisfaction items and the score on the intent to stay item.  

The researchers evaluated the relationships between demographic information and 

job satisfaction, and intent to stay with demographic variables (Lee et al., 2017). The 

researchers discovered a statistically significant negative relationship between age and 

intent to stay, indicating that younger nurse faculty are more willing to stay with the 

current employer than older colleagues.  Regarding job satisfaction, Asians reported 

decreased job satisfaction scores than White, Black, and Hispanic colleagues. With intent 

to stay, Hispanic participants were more willing to stay with the employer than Asian, 

Black, and White participants.  
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The results indicate that non-tenure-track participants reported greater levels of 

job satisfaction than tenured participants (Lee et al., 2017). Tenured participants were 

less likely to stay with the current employer than non-tenure-track participants. 

Additionally, assistant professors were more inclined to stay at the current place of 

employment than associate or full professors. The researchers attribute this finding to the 

fact that assistant professors are focused on career development. 

The researchers demonstrated a statistically significant positive relationship 

between job satisfaction and departmental engagement, institutional leadership, shared 

governance, tenure clarity, collaboration, and personal and family policies (Lee et al., 

2017). Intent to stay showed statistically significant positive relationships with 

collaboration, institutional leadership, personal and family policies, shared governance, 

and departmental engagement. However, there were weaker correlations between the 

work factors and intent to stay than work factors and job satisfaction. Institutional 

leadership was the most significant work-related factor affecting job satisfaction and the 

intent to stay.  

The researchers mention that secondary data analysis served as a limitation 

because there could be issues with the original research questions or hypotheses and not 

correlate with the purpose of the secondary analysis (Lee et al., 2017). The researchers 

thoroughly analyzed the COACHE survey for congruency with the study's purpose to 

alleviate this potential issue, and it was deemed appropriate. Also, succeeding researchers 

can only analyze the primary researchers' data and cannot alter data collection or the 

findings. The previous research data also did not outline the response rates of the survey. 

The sample of the study could have over- or under-represented nursing faculty, both of 
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which can lead to sampling and non-response bias. The authors do not mention the 

generalizability of the study. However, it is not easy to establish generalizability if there 

is an overrepresentation or underrepresentation of the sample. Finally, the ethnic diversity 

in the sample is lower than the diversity reports of national nursing faculty data.  

The findings of this article called for recommendations in the nursing education, 

policy, and practice fields. The researchers recommend that nursing administration 

institute personal and family policies for faculty, embed a supportive culture, and 

communicate expectations clearly to faculty (Lee et al., 2017). The findings from this 

study can help identify the needs of nurse faculty and implement programs to improve 

satisfaction and intent to remain with the current organization. Nursing leaders should 

change policies and procedures to attract and retain qualified nursing faculty.  

The researchers recommend utilizing the demographic data collected from this 

study to examine diversity in nursing education and the underrepresentation of minority 

nursing faculty in the work environment (Lee et al., 2017). From the data collected, 

limited participants in the study were people of color. Nursing research can generate new 

knowledge to study these specific populations' perspectives and motivation on job 

satisfaction and intent to stay in the workplace. Further research could also explore 

gender and age differences in job satisfaction and intent to stay among nursing faculty. 

The study provides essential data on variables of demographic factors, tenure status, 

institutional type, academic rank, job satisfaction, intent to stay, personal and family 

policies, tenure clarity, collaboration, shared governance, institutional leadership, 

departmental engagement, and career development regarding job satisfaction and intent 
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to stay. The proposed study will further investigate the finding that younger nurse faculty 

are more willing to remain with the employer.  

Thies and Serratt (2018) conducted a national, quantitative study to identify 

factors causing job satisfaction and dissatisfaction among associate degree nursing 

(ADN) faculty. There was no research question or hypothesis identified for this study. 

However, the research question could examine the factors leading to job satisfaction and 

dissatisfaction among associate degree nursing faculty. Herzberg's motivation and 

hygiene theory guided this study. The population included nursing faculty working in 

associate degree nursing programs accredited by ACEN. A total of 2,479 nurse educators 

represented the study sample. The participants were mainly White females between 55 

and 64 years of age. Approximately 51.77% of participants lived in the central region of 

the United States, and about 26.49% lived in the middle and south Atlantic region. About 

81.35% of the faculty taught exclusively in an ADN program. Almost 95% of the faculty 

in the study attained a master's degree in nursing, and only 10.34% held a doctoral 

degree.  

The Index of Work Satisfaction scale measured job satisfaction among ADN 

nurse faculty (Thies & Serratt, 2018). The researchers mentioned it was a valid and 

reliable tool but did not describe the establishment of validity and reliability. The 

instrument included two parts. The first part of the instrument included 15 paired 

comparison items based on six factors in Herzberg's theory, including autonomy, task 

requirements, interaction, organizational policies, professional status, and pay. 

Participants could choose which two factors were an individual priority. The second part 

of the instrument included 44 items that allowed the participants to classify satisfaction 
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levels with certain aspects of the job. The second part used a Likert scale ranging from 

strongly disagree to strongly agree. The total score ranged from 5 to 70. Any score 

between 5 and 25 indicates job dissatisfaction, and a range of 28 to 70 indicates job 

satisfaction.  

The researchers used descriptive statistics to analyze the data for the study (Thies 

& Serratt, 2018). The researchers identified that autonomy (38.76), professional status 

(41.46), and interactions (49.56) represented factors that had the highest job satisfaction. 

Task requirements (24.16), interactions between administrators and faculty (23.85), and 

salary (19.22) were areas of least satisfaction.   

The researchers do not address the generalizability of the findings (Thies & 

Serratt, 2018). The researchers do not outline any limitations of the study. However, there 

is missing information within the study, including identifying the research design, 

discussion of generalizability and bias, validity and reliability with the instrument, and 

research question or hypotheses. Descriptive statistics do not present a strong argument 

for the statistical significance of the study.  

The study had implications for nursing education, policy, and practice. Nurse 

administrators can help faculty improve work-life balance and complete tasks (Thies & 

Serratt, 2018). The researchers note that a healthy work-life balance is essential, 

especially for millennials. Nurse administrators should effectively address factors leading 

to job dissatisfaction, which affect retention and intent to remain. Institutional policies 

should be developed collaboratively with faculty and must be transparent and equitable 

among faculty. The development of alternative approaches to improve the relationship 

between administration and faculty can increase retention and organizational 
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commitment. With the increased demand for nursing faculty, nursing administrations 

must exhaust all efforts to recruit and retain qualified faculty. The study adds to the 

dissertation by outlining the critical job satisfiers and dissatisfiers among ADN faculty. 

Providing this pivotal step lays the groundwork for future research of millennial nursing 

faculty teaching across the curriculum. 

Worthy and colleagues (2020) conducted a descriptive, correlational study to 

examine the relationship between dean leadership characteristics and nurse faculty job 

satisfaction. The research questions sought to determine the perceived leadership style of 

nursing deans, identify the level of faculty job satisfaction, determine whether a 

relationship exists between perceived leadership styles and nurse faculty job satisfaction, 

and the extent to which the perceived leadership style predicts faculty job satisfaction 

levels. The researchers used the Full Range Leadership model by Avolio and Bass as the 

study's conceptual framework. The model outlines and defines laissez-faire, transactional, 

and transformational leadership styles.  

The researchers used three instruments to test the hypotheses of the study (Worthy 

et al., 2020). The researchers collected demographic data of the faculty, including age, 

gender, educational level, primary job description, years of teaching at the institution, the 

dean's gender, the dean's tenure in the role, how long faculty have worked with the dean, 

and interaction with the dean.  

The researchers utilized the Multifactor Leadership Questionnaire 5x-short 

(MLQ-5x) to measure the first research question regarding the deans' leadership style 

(Worthy et al., 2020). The 45-item questionnaire has nine subscales: five subscales 

focusing on transformational leadership, three subscales focusing on transactional 
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leadership, and one subscale focusing on laissez-faire leadership. The items are scored 

from not at all (0) to frequently, if not always (4), with a range of 4 to 147. When the 

scores increase, it is indicative of a transformational leadership style. The researchers 

reported a Cronbach's alpha of .93 with a range of .74 to .90 for the subscales. The 

researchers did not report validity with this instrument; however, content validity with a 

panel of experts with experience in identifying leadership styles could establish validity.  

The researchers used the Minnesota Satisfaction Questionnaire (MSQ) by Weiss, 

Dawis, England, and Lofquist to measure the second research question concerning job 

satisfaction (Worthy et al., 2020). The 20-item questionnaire encompasses three 

subcategories: general satisfaction, intrinsic satisfaction, and extrinsic satisfaction. The 

questionnaire items are scored from very dissatisfied (1) to very satisfied (5). The 

researchers reported internal reliability using Cronbach's alpha with a range of .87 to .93. 

The researchers did not report validity with this instrument; however, construct validity 

with a panel of experts would enhance the study. A higher score on the questionnaire 

indicated a high level of job satisfaction.  

The population for the study focused on public universities in the United States 

associated with The Carnegie Foundation for the Advancement of Teaching: Carnegie 

Classification of Institutions of Higher Education with high research focus (Worthy et al., 

2020). The researchers collected data in 2015 from 24 institutions located in the five 

regions of the United States. The sample comprises nursing faculty from 24 institutions 

from different geographical regions (West, Midwest, Northeast, Southeast, and 

Southwest). Participants that were full-time nursing faculty (regardless of rank) and had 

earned a baccalaureate, master's, or doctoral degree in nursing were included in the study. 
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The sample included 303 participants. Approximately 89.4% of the sample were women, 

and 10.6% were men. Most of the participants have earned a doctoral degree (77.6%) 

with a rank of assistant (36.6%) or associate (27.5%) professor. The majority were 51 

years or older (62.4%), with about 12.4% below 40.  

Descriptive and inferential statistics were used to analyze the data (Worthy et al., 

2020). The categorical variables used frequency distributions; the continuous variables 

used measures of central tendency and measure of spread. The participants identified the 

predominant gender of the dean as female (90.4%). Most of the deans had experience 

ranging from 4 to 10 years, and the faculty had worked with the dean from 1 to 6 years. 

Approximately 65% of the participants reported rare interactions with the dean.  

The MLQ-5x mean from the participants was 129.7, indicating faculty perceived 

the dean of the institution demonstrated a transformational leadership style (Worthy et al., 

2020). The MSQ mean from the general satisfaction subscale was 75.5, 48.8 for the 

intrinsic satisfaction subscale, and 19.4 for the extrinsic satisfaction subscale. Percentile 

scores from the MSQ indicate varying levels of job satisfaction. A percentile score of 25 

or less indicates low job satisfaction, a percentile score between 26 and 74 designates 

moderate job satisfaction, and a percentile score greater than 75 indicates high job 

satisfaction. The general satisfaction subscale mean reports indicate a moderate level of 

job satisfaction (33.3%). The intrinsic satisfaction subscale mean reports indicate a 

moderate level of job satisfaction (33.3%). For the extrinsic satisfaction subscale, the 

mean reports indicate overall job satisfaction.  

Bivariate statistical tests, Pearson correlation, ANOVA, general linear model, and 

regression analysis were employed to explore the relationship between the dean's 
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perceived leadership style and nurse faculty job satisfaction (Worthy et al., 2020).  

Correlation coefficients were used to explore the relationship between leadership styles 

and nurse faculty job satisfaction.  

The researchers identified a weak to moderate, positive correlation between job 

satisfaction and deans’ leadership style (transactional and transformational), with a range 

of .30 to .72 (Worthy et al., 2020). The researchers identified a weak, negative correlation 

between job satisfaction and laissez-faire leadership style, ranging from –.38 to –.52. The 

correlation coefficients for all nine subscales were statistically significant with job 

satisfaction. However, idealized attributes were the highest statistically significant 

positive predictor of job satisfaction. Additionally, laissez-faire leadership style was the 

lowest statistically significant negative predictor of job satisfaction.   

The researchers identified a statistically significant relationship between instructor 

rank and tenure and the demographic variables (Worthy et al., 2020). Faculty with a rank 

of instructor had the lowest MLQ-5x scores. The researchers noted the fewer years of 

faculty tenure, the lower the occurrence of interactions with the dean.   

There were several limitations noted in this study. The study was cross-sectional 

and only studied the participants at one point in time, which does not comprehensively 

explore the dean's leadership style and faculty job satisfaction (Worthy et al., 2020). The 

study only focused on the faculty member's perception of the dean, not the dean 

explicitly. If there was limited interaction with the dean, it could have altered the 

participants’ perception and responses in the survey. The data from the study was 4 years 

old at the time of publication, and the nurse faculty shortage continued to increase. The 

results of this article are not generalizable. The study occurred within four-year public 
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institutions with a research focus and did not apply to private, community, or profit-

driven institutions. The researchers did not identify bias in the study. 

Regarding policy, the findings from this study can contribute to the body of 

knowledge on nursing leadership styles and develop policies and guidelines to decrease 

the nurse faculty shortage (Worthy et al., 2020). The findings from the study provide 

nurse administrators in academia with the necessary data to change leadership styles to 

increase job satisfaction. The findings can guide the establishment of an executive leader 

fellowship program for aspiring department heads, chairs, directors, and deans to improve 

ongoing professional development to support effective leadership styles, role modeling, 

counseling, and networking to retain qualified nurse educators. The authors did not 

identify how the findings would influence nursing practice. However, the findings can 

determine job satisfaction factors and how these measures will lessen the nurse faculty 

shortage, and indirectly, the shortage of practicing nurses in healthcare. The researchers 

hope that the findings from this study would help correlate leadership styles and faculty 

job satisfaction internationally. A longitudinal study can explore issues over a longer time 

frame. Future research can include comparing the dean's perceived leadership style and 

the faculty's perception of the dean's leadership style and the effect on job satisfaction. 

Future studies can focus on the dean's self-perception of the leadership style and the 

effect on faculty job satisfaction.  

The findings and data collection methods from this study identify additional 

factors influencing job satisfaction among nursing faculty. The researchers examined the 

motivation and hygiene factors of Herzberg's motivation and hygiene theory, such as 

supervision and interpersonal relationships. The data reveals how the leadership style of a 
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dean can impact the job satisfaction of nursing faculty (Worthy et al., 2020). Examining 

the interpersonal relationship between the millennial nursing faculty and supervisor can 

provide data on remaining in an organization.   

Barriers to Job Satisfaction 

Bittner and O'Connor (2012) conducted a quantitative, descriptive survey to 

determine factors influencing job satisfaction among nursing faculty. The researchers did 

not identify research questions or hypotheses. However, the probable research question 

would seek to outline barriers affecting job satisfaction among nursing faculty. The 

researchers did not identify a theoretical framework for the study. The population 

included nursing faculty employed at NLN member schools in Maine, New Hampshire, 

Massachusetts, Vermont, Connecticut, and Rhode Island in 2009. The sample included 

226 full-time and part-time nursing faculty. There were no exclusion criteria identified in 

the article. Approximately 92% of participants did not identify as a minority and 97% 

identified as female. The average age of the participants was 53. Around 82% of 

participants were considered full-time employees. The mean length of nursing education 

experience was 14 years, and employment with the current employer was 9.16 years. 

The researchers developed a 32-item tool to identify demographic variables, 

measure job satisfaction and intent to remain, identify barriers, and quantify workload 

(Bittner & O'Connor, 2012). The instrument used 5-point Likert-scale scoring, with 

responses ranging from very dissatisfied (1) to very satisfied (5). For the question 

identifying barriers, faculty were given 20 potential barriers and had to identify whether 

the item had no impact or significant impact on job satisfaction. The researchers achieved 

content validity with three doctorally prepared nurse educators. The researchers did not 
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report measures of reliability in the article. The researchers used descriptive statistics 

with measures of central tendency to fulfill the purpose of the study.  

Regarding workload, 71% of nursing faculty in the study stated the workload was 

higher than other non-nursing faculty in the academic institution (Bittner & O'Connor, 

2012). Sixty-five percent of participants felt the workload was more extensive than 

expected. About 58% believed the nursing shortage had impacted the workload. Sixty-

three percent of faculty reported that the use of technology increased the workload. 

Overall, 66% of participants were very or somewhat satisfied with the workload.  

Referencing job satisfaction and intent to remain, 87% of faculty in the sample 

reported overall satisfaction with the job (Bittner & O'Connor, 2012). Approximately 

54% were dissatisfied with the current salary. Eighty-four percent of participants were 

satisfied with the level of job security with the current employer. About 63% of 

participants reported achievement of work-life balance with the current employer. 

Although 19% of participants intend to leave the employer in 1 year, 52% intended to 

leave in 5 years. The identified reasons for leaving were improved salary and 

compensation, retirement, improvement in work-life balance, and professional 

advancement opportunities.  

Bittner and O'Connor (2012) mention the top 10 most significant barriers to job 

satisfaction reported from the participants included a sense of accomplishment, autonomy 

in the role, support for professional growth, relationships with colleagues, an atmosphere 

of academic freedom, full use of abilities, accurate assessment of performance, 

interactions with students in the classroom, the work environment, and feeling safe at 

work. If these factors were supported or present, it would improve job satisfaction.  
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The researchers do not note any limitations in the study (Bittner & O'Connor, 

2012). However, there is no reported information on the reliability of the study, which 

can impact the significance of the study. The researchers do not address the 

generalizability of the findings. However, the study may not be generalizable because the 

study focused on one section of the United States, and the sample was not diverse. The 

researchers did not identify bias in the study.  

The findings from this article can significantly impact nursing education, practice, 

and policy. Regarding education, supporting the transition from clinician to educator 

through mentorship programs can improve retention and job satisfaction (Bittner & 

O'Connor, 2012). Academic partnerships between healthcare organizations and academic 

institutions can provide opportunities for recognition, scholarship, and compensation. 

Nursing administration in an institution can develop policies for the evaluation of a 

mentorship program among faculty. A comparative salary assessment can provide 

administrators with appropriate compensation for nursing faculty. There are no future 

study recommendations noted within the article. However, future studies can build upon 

the knowledge from this article by exploring barriers to job satisfaction among varying 

subpopulations of nursing faculty. The findings from the article support the need to 

investigate factors affecting job satisfaction and intent to remain among millennial 

nursing faculty. With the identification of barriers, nursing leaders can tailor to millennial 

nursing faculty's needs to enhance faculty retention. 

Effects of Job Satisfaction on Intent to Remain 

Derby-Davis (2014) conducted a foundational, descriptive correlational study to 

identify how the motivation factors, hygiene factors, and select demographic variables 
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forecast nursing faculty's job satisfaction and intent to remain in academia. There were 

five hypotheses for this study. The hypotheses sought to examine whether there was a 

statistically significant difference between demographic variables and intent to remain, 

the motivational score and intent to remain, the hygiene factors and intent to remain, and 

the motivation-hygiene scores and intent to remain after controlling certain demographic 

variables. The researcher utilized Herzberg's motivation and hygiene theory to guide the 

study. Data collection occurred in Florida. The survey was available for 6 weeks in May 

and June 2010.  

The population for the study included full-time BSN and graduate nurse faculty 

working in nursing institutions accredited by the NLN or Commission of Collegiate 

Nursing Education (CCNE) in Florida (Derby-Davis, 2014). Inclusion criteria included 

participants that were full-time BSN or graduate faculty working in accredited nursing 

institutions in Florida. Exclusion criteria were part-time or adjunct faculty working in a 

diploma or ADN program. The sample included 127 useable surveys. The researcher 

used convenience sampling to recruit participants. The participants' average age was 

52.65 years old, and 90% of the participants were women. Approximately 86% of the 

participants were White, 8.5% were Black, and 4.7% identified as "other." Most of the 

participants held the assistant professor rank and reported 1 to 5 years of employment. 

Seventy percent of participants taught in a BSN program and about 20% in graduate 

programs. Approximately 42.6% obtained a master's degree, and 32.6% obtained a PhD 

degree.  

The researcher combined the Job Satisfaction Survey, Nurse Educator’s Intent to 

Stay in Academe Scale, and a demographic instrument into one survey to test the 
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hypotheses (Derby-Davis, 2014). The researcher developed the demographic instrument 

and described the characteristics of the sample. The demographic instrument included 

data on gender, ethnicity, level of education, years of teaching experience, years of 

employment at current institution, academic rank, type of program primarily teaching, 

and health and family responsibilities.  

The researcher utilized the Job Satisfaction Survey by Sluyter and Mukherjee 

(1986, as cited in Derby-Davis, 2014) to measure job satisfaction based on the six 

hygiene and six motivation factors with Herzberg's motivation and hygiene factor theory. 

The 24-item survey uses a 7-point Likert scale ranging from not satisfied (1) to 

completely satisfied (7) with a score range of 24 to 168. The researcher reported 

reliability with a Cronbach's alpha of .968. The researcher did not mention the validity of 

this tool.  

To measure intent to remain, the researcher developed the Nurse Educators' Intent 

to Stay in Academe Scale (Derby-Davis, 2014). The researcher developed the scale based 

on a literature review regarding the intent to stay of nursing faculty. The 13-item survey 

uses Likert-type scoring ranging from strongly disagree (1) to strongly agree (4), scoring 

from 13 to 52. The researcher established validity using face and content validity with a 

panel of four experienced nurse educators. The researcher reported internal reliability 

with a reported Cronbach's alpha of .898. 

Pearson's correlation test was used to evaluate the relationships between variables 

(Derby-Davis, 2014). The linear regression model was used to assess the hypotheses that 

examined predictions. The researcher identified that the motivation and hygiene factors 

had a moderate positive correlation to the intent to remain score. The statistical findings 
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suggest that the motivation and hygiene factors influence the intent to remain of nursing 

faculty in academia. “There was a significant relationship between the              

motivation–hygiene factor score and the intent to stay score, F(4, 94) = 13.196, p < .00” 

(Derby-Davis, 2014, p. 23). 

There are some limitations noted in the study. The convenience sampling method 

could introduce sampling bias (Derby-Davis, 2014). The participants could have 

completed the survey more than once, leading to inaccurate data. The responses could 

have been different if data collection occurred during the academic semesters. There 

could be a possibility that potential participants did not receive the email invitation due to 

internet or email issues. The findings from this study are only generalizable to nursing 

institutions like the nursing faculty and programs in the study. Sampling bias could have 

also decreased the generalizability of the study. The descriptive correlational design also 

limited the generalizability of the study.  

The findings from this study offer multiple implications for education, practice, 

and policy in nursing. Nurse administrators can prepare clinicians to transition to the 

nurse faculty role using formal mentorship and development programs (Derby-Davis, 

2014). The development of workload policies and procedures, improved work 

environment, and salary adjustments to match clinical practice should improve job 

satisfaction and intent to remain. Nursing leaders can collaborate with nursing 

institutions, community organizations, secondary schools, and healthcare organizations to 

recruit and retain nursing faculty. The state and the federal government can continue 

scholarship and grant efforts for the academic preparedness of nursing faculty. Nurses 

and nursing faculty must communicate with local, regional, and national legislators to 
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improve the nursing education community. The researcher recommends using 

triangulated data to explore further factors influencing nursing faculty members’ intent to 

remain. The researcher also recommend using a similar research design to replicate the 

study to focus on ADN nursing faculty, licensed practical nursing (LPN) nursing faculty, 

and international nursing faculty. The researcher also recommends using Web-based 

surveys for a future study.  

The study performed by Derby-Davis (2014) will help to support the proposed 

research study. The researcher used the same theoretical framework and research design 

to guide the study. The results provide evidence that the motivation and hygiene factors 

reflective of job satisfaction influence the intent to remain of nursing faculty in academia. 

Further research can focus on studying the factors leading to millennial nursing faculty 

job satisfaction and intent to remain.  

Westphal et al. (2016) conducted a quantitative descriptive study to evaluate 

workforce issues for nurse educators at a nursing program in the Midwest. The research 

question for the study sought to determine the workforce issues nurse educators 

experience that influence the decision to leave academic employment. Herzberg's 

motivation and hygiene theory provided a framework for the study. The population 

included 32 nurse educators teaching at the undergraduate and graduate levels at an 

unidentified school in the study. Of the 32 nurse educators in the study, the two age 

groups identified were 33 to 53 years old (n = 14) and 54 to 71 years old (n = 14). 

Approximately 69% of respondents were in a master’s program or had a Master’s of 

Science in nursing (MSN) degree; 28% completed a doctoral degree program. The 

researchers used the Faculty Satisfaction Survey created by Bittner and O'Connor (2012) 
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as the research instrument. The survey consists of 32 items focusing on demographics, 

workload, satisfaction, barriers to satisfaction, rewards, and intent to leave. The 

researchers do not mention the validity and reliability of this survey in the article. Data 

were analyzed using descriptive statistics. 

 The researchers discovered that 18 part-time nurse faculty and eight full-time 

faculty were somewhat or very satisfied with the job (Westphal et al., 2016). Part-time 

nursing faculty reported that autonomy, independence, and meaningfulness of work 

provided the most satisfying aspects of the job, while benefits, salary, and compensation 

were the least satisfying factors of the job for part-time nursing faculty. Full-time nursing 

educators identified feeling safe in the work environment and variety of work as most 

satisfying. Corresponding to part-time faculty, full-time faculty identified salary and 

compensation as the least satisfying aspect of the job. Job security and attainment of 

tenure were the least satisfying aspects of the position. Participants would not accept a 

lower salary for reduce workload (n = 23), better medical benefits (n = 26), better 

retirement package (n = 22), or tuition reimbursement (n=24). Part-time nurse faculty 

identified the top reasons for leaving academia: retirement, higher compensation, and 

flexibility to achieve work-life balance. Full-time nurse faculty identified the top reasons 

for leaving academia were retirement and higher compensation.  

Selection bias could be present as the researchers allowed the respondents to 

participate or not participate and answer or not answer specific questions (Westphal et al., 

2016). The survey was sent during the summer months and could have significantly 

affected the response rate. The small sample size and sole institution participation could 

not provide the findings' generalizability. Nursing administration in academia can use this 
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study to identify recruitment efforts for full-time and part-time nursing faculty. Nursing 

administration can also reinforce the satisfiers identified in the study with annual 

evaluations to improve retention. The researcher also mentions changing teaching 

assignments to provide work variety and improve the support system during the tenure 

process. The researcher recommended that future studies focus on the different satisfiers 

between part-time and full-time nurse educators. The researcher also identified that future 

research should focus on how to recruit and retain part-time nurse educators. It is 

currently unclear how hygiene factors can be dissatisfiers and whether motivating factors 

are inadequate to affect nurse educators' employment. When the job's dissatisfaction 

outweighs the motivating factors, job dissatisfaction can cause the nurse educator to leave 

employment and contribute to the nurse faculty shortage. The results from the study 

provide further analysis of job satisfaction and intent to remain in nursing education and a 

guide for the use of Herzberg's theory for dissertation development. The study can 

identify how hygiene and motivation factors influence job satisfaction and intent to 

remain for millennial nursing faculty.  

Intent to Remain 

 Tourangeau and colleagues (2015) sought to describe the work characteristics 

causing nursing faculty to leave or remain in academic positions and evaluate 

generational variances in nursing faculty work characteristics. The quantitative         

cross-sectional descriptive study used Chi-squared testing and descriptive statistics to 

analyze data collected from 650 full-time, part-time, and adjunct registered nurses in 

Ontario, Canada, employed with an Ontario college or university. Herzberg’s motivation 

and hygiene theory was the theoretical framework utilized for the study. The hypothesis 
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examined the importance of work-related incentives and disincentives of varying 

generations of nursing faculty to remain with the organization. The sample included 650 

nurse faculty from the silent generation, baby boomer generation, Generation X, and 

Generation Y working in Ontario, Canada. The age of the participants ranged from        

26 – 76 years, with a mean of 52.4. Approximately 4.9% of the sample identified as the 

silent generation, 69.4% identified as baby boomers, 23.1% identified as Generation X, 

and 2.6% of the sample identified with Generation Y. Results are only generalizable to 

institutions with similar policies and organizational settings as Ontario colleges and 

universities. 

The researchers collected data on nurse faculty characteristics and workplace 

characteristics that influenced the decision to remain employed (Tourangeau et al., 2015). 

The researchers created a 2-item instrument to collect data on the incentives and 

disincentives to remain employed. The incentives cause the nursing faculty to remain 

with the organization, while disincentives cause the nursing faculty to leave the 

organization. The researchers listed the incentives and disincentives and then asked the 

participants to select the items that would influence the decision to remain or leave the 

employer. The researchers established content validity with a pilot study of five content 

experts and the use of content analysis with focus groups. The researchers did not 

identify a specific measure to establish validity, as the instrument only included two 

items.   

Concerning incentives, several items were statistically significant to intent to 

remain (Tourangeau et al., 2015). Higher salary, the opportunity for advancement, paid 

education leave for school or conferences, reasonable workload, manageable class sizes, 
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flexible work hours, work/live balance, phased-in retirement plan, opportunity or 

leadership roles, opportunity to have clinical practice, additional vacation time, and 

external economic conditions were incentives to remain with the employer. Amongst the 

generations, some incentives were consistent, and some were not. There was a distinct 

difference in the selection rates for opportunities for advancement and leadership roles 

amongst the baby boomer and Generation Y participants. Generation Y participants felt 

opportunities for advancement were necessary.  

Numerous items reflecting disincentives were statistically significant (Tourangeau 

et al., 2015). Inadequate leadership, inadequate salary, inadequate opportunity for 

advancement, inadequate opportunity for leadership roles, health issues, mandatory 

retirement, and phased-in retirement plan were disincentives to remain with the 

employer. There were similarities and differences noted in the participant's responses 

based on generation. The silent generation participants expressed health issues as a 

significant disincentive; however, Generation X and Y participants did not express health 

issues as a significant disincentive. Mandatory retirement was a large disincentive 

(53.1%) of silent generation participants versus the baby boomer (26.2%), Generation X 

(10.7%), and Generation Y (5.9%) participants. The participants identified a lack of 

support from the organization, director or dean, and colleagues as significant 

disincentives across the generations. The participants also expressed inadequate 

opportunities for advancement and lack of compensation as disincentives.  

The research from this study generates new knowledge about variables nurse 

faculty recognize as influencing the choice to remain or leave the current organization 

(Tourangeau et al., 2015). The researchers identified generational differences in incentive 
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and disincentive factors. Consequently, when generational differences exist, 

organizations must tailor retention tactics to specific generations. From this study, 

nursing leaders can perform an environmental scan of the workplace to assess 

generational differences and implement policies to promote faculty retention. Nursing 

institutions can institute mentorship programs to improve retention and collegiality 

amongst faculty. Considering generation-specific incentives and disincentives can lead to 

developing and applying personalized strategies to adjust the work environment to 

promote millennial nursing faculty retention. The researchers recommend conducting a 

similar study to determine whether incentives and disincentives to remain employed are 

equivalent for nurse faculty populations in other countries and cultural frameworks. The 

lack of support from supervisors and colleagues identified in the article signifies the 

importance of interpersonal relationships on intent to remain. Future studies can utilize 

this article to analyze the incentives and disincentives of millennial nursing faculty in the 

United States. The disincentives of opportunities for advancement and lack of 

compensation provide the groundwork to study these variables within the millennial 

nursing faculty population. 

Anselmo-Witzel et al. (2020) use the quantitative, correlational research design to 

describe Generation Y nurses’ impressions of nurse managers' leadership characteristics 

and identify a relationship between these characteristics and intent to remain. The 

research questions for this study outlined Generation Y nurses' perceptions of the nurse 

managers' servant leadership characteristics, as measured overall and by the eight 

dimensions of the Servant Leadership Survey (SLS). The researchers also identified the 

relationship between Generation Y nurses' perceptions of the nurse managers' servant 
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leadership characteristics, measured overall and by the eight dimensions of the SLS, and 

intent to stay on the job. The researchers did not identify a theoretical framework for the 

study. The purposively selected sample included 116 Generation Y registered nurses 

(RNs) in a hospital in upstate New York, which increased the risk of researcher bias. The 

SLS assessed the samples' perception of the nurse managers' level of servant leadership. 

The tool evaluated the eight dimensions of servant leadership, including empowerment, 

standing back, forgiveness, courage, authenticity, humility, accountability, and 

stewardship, using a Likert-type scale from fully disagree (1) to fully agree (6). The 

researchers reported that the tool reported an internal consistency with a range of          

.69 – .91 for the variables. The researchers established validity using convergent validity 

and criterion-related validity (Anselmo-Witzel et al., 2020). 

The researchers in the study utilized descriptive statistics to describe the sample 

characteristics and used the Pearson correlation to determine statistically significant 

relationships (Anselmo-Witzel et al., 2020). Generation Y nurses rated accountability as 

the highest servant leadership characteristic valued by managers, followed by standing 

back, stewardship, empowerment, overall authenticity, and humility. Forgiveness and 

courage were the lowest ratings. The researchers discovered statistically significant 

positive relationships between the overall SLS score and intent to stay, as well as the SLS 

dimensions of standing back, empowerment, authenticity, humility, and stewardship, and 

intent to stay on the job. However, forgiveness and intent to remain were negatively 

correlated.   

In summary, statistically significant positive relationships were found for the 

overall servant leadership score and intent to stay and for six SLS dimensions and intent 



52  

to stay (Anselmo-Witzel et al., 2020). Forgiveness and intent to stay on the job were 

negatively correlated. Based on the findings of this article, nurse leaders can develop 

strategies to retain Generation Y nurses in the workplace. Corporate training for nurse 

managers on letting go of negative emotions could prove to enhance retention. Nurse 

leaders can educate nurse managers on strategies to support integrating new ideas and 

values into practice to support Generation Y nurses. Future research should include 

organizations evaluating interventions used to retain nurses. Millennial nurses want 

relationships, transparency, and excellent qualities of a leader. If millennials perceive the 

organization does not support values of the millennials, millennials will not be devoted to 

remaining in the current position. Millennial nurses look for attractive characteristics in 

nurse managers that increase the intent to remain on the job; if these characteristics are 

not visible or lacking, millennial nurses may leave. The results from this study help to 

understand the qualities millennial nurses wish to see in a nurse leader, improving job 

satisfaction with this population.  

Donovan and Payne (2021) conducted a cross-sectional study to analyze the 

organizational commitment of nursing faculty working in accelerated bachelor of science 

in nursing (ABSN) programs. The research question sought to determine whether the 

working experience of nurse faculty working in ABSN programs affects organizational 

commitment.  The Multidimensional Organization Commitment (MDOC) model guided 

the study. The model focuses on the psychological relationship between the employer and 

the organization. The researchers conducted a national study, but the article does not state 

a timeframe for data collection. The population for the study included nursing faculty 

teaching in an ABSN program. The researchers used random cluster sampling to select 
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the study participants from 255 ABSN programs across the United States. The inclusion 

criteria for the study were nursing faculty teaching in an ABSN program. There were no 

reported exclusion criteria in the study. There were a total of 104 participants in the 

study. Approximately 82% of the participants were women. The participants' ages ranged 

from 31 to 70; however, 65% of the participants ranged between 51 and 60. Seventy 

percent of the faculty taught in BSN and ABSN programs at the institution, and 20% of 

faculty taught only in the ABSN program.  

Three instruments were used to evaluate the research question of the study 

(Donovan & Payne, 2021). The Organizational Commitment Tool Questionnaire 

measured the affective, normative, and continuous aspects of organizational commitment. 

The 18-item questionnaire used a 7-point Likert-type scale with answers ranging from 

strongly disagree (1) to strongly agree (7) with four reverse items. Reliability using 

Cronbach’s alpha measured with a range of .69 to .88 for the subscales. The researchers 

did not mention measures for validity in the study.  

The Work Environment Conditions (WEC) Questionnaire measured the work 

environment and the effect on the worker (Donovan & Payne, 2021).  The five subscales 

of the questionnaire included general satisfaction, stress and experiences of shortcomings, 

communication and cooperation, managerial support, and professional development. The 

26-item used a 6-point Likert scale with responses ranging from not at all (1) to very 

much so (6) with nine items in reverse. Reliability was measured using Cronbach’s alpha 

of .9. The researchers did not mention validity measurement of the study. Lastly, the 

Global Job Satisfaction (GJS) tool measured employees’ feelings about the job. The six-

item tool used a 5-point Likert scale with responses ranging from definitely not take the 
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job (1) to definitely take the job (5). The researchers measured reliability using 

Cronbach’s alpha with an internal consistency of .95. The researchers did not mention 

measures for validity in the study.  

Descriptive statistics described the participants in the study (Donovan & Payne, 

2021). There were several statistical tests used for inferential statistics. The t-test 

determined the difference between faculty demographics. The ANOVA test evaluated the 

differences of the means of two or more groups. Regression and stepwise regression 

explained the dependent variables from the independent variables. Pearson’s correlation 

examined the relationship between the independent variables measured with the WEC 

and GJS tools and the dependent variable measured with the affective, normative, and 

continuous variables of organizational commitment.  

The researchers compared affective commitment and normative commitment 

against the WEC and GJS tools (Donovan & Payne, 2021). Affective commitment was 

affected by general satisfaction, managerial support, stress and experiences of 

shortcomings, professional development, and GJS conditions. Normative commitment 

was affected by general satisfaction, managerial support, communication and 

cooperation, professional development, and GJS conditions.  

Regression analysis also was used to analyze affective and normative 

organizational commitment (Donovan & Payne, 2021).  Affective commitment was 

affected by stress and experiences of shortcomings, professional development, and 

general satisfaction. Normative commitment was affected by stress and experiences of 

shortcomings, managerial support, general satisfaction, and professional development.  
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The correlation test for this study was used to evaluate the relationship between 

the WEC subscales and level of commitment (Donovan & Payne, 2021). The researchers 

found that WEC stress and experiences of shortcomings had a moderate, strong negative 

correlation with affective and normative commitment. Affective commitment had a 

positive correlation with general satisfaction, managerial support, professional 

development, communication and cooperation, and GJS variables. Normative 

commitment had a positive correlation with general satisfaction, communication and 

cooperation, managerial support, and professional development.  

The findings from the study reveal exciting data about the organizational 

commitment of nursing faculty in ABSN programs (Donovan & Payne, 2021).  The 

faculty were affectively and normatively committed to the institution. Affectively 

committed faculty are more likely to do what it takes to remain with the institution and 

quickly resolve conflicts or challenges that arise. Affectively committed faculty were 

more likely to commit to the organization, which increases the intent to remain. 

Normative faculty are more likely to remain within an organization as an obligation. 

Normative faculty feel the organization has provided many opportunities; thus, there is a 

need to remain. Normative committed faculty are not as dedicated to the organization as 

affective committed faculty. All the WEC subscales were significant for affectively and 

normatively committed faculty in ABSN programs.  

The researchers outlined one limitation in the study (Donovan & Payne, 2021). 

There may be limited generalizability of the findings due to the sample. Seventy percent 

of the faculty taught in the traditional program and the ABSN program, preventing the 

findings from representing the population adequately. The researchers did not mention 
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bias in the article. A reduction in sampling bias occurred, as the researchers used 

probability sampling to recruit participants.  

The study outlined implications affecting nursing education and policy (Donovan 

& Payne, 2021).  Team teaching could be utilized in ABSN programs to decrease the 

stress associated with the fast-paced curriculum. Team teaching could address issues with 

course planning, grading, and student advisement. An orientation program and peer 

support would help increase the intent to remain of faculty in ABSN programs. The 

development of an alternative method to deliver an ABSN curriculum would help 

decrease the stress associated with the fast-paced curriculum. Active involvement and 

advocacy from nursing administration can improve the retention of nurse faculty in this 

rigorous program. Nursing education administration should continue to evaluate job 

satisfaction and dissatisfaction factors of ABSN faculty. The administration must value 

the work of the faculty and recognize the faculty frequently. Administration can consider 

an additional workload credit for faculty working in ABSN programs. The researchers 

did not mention implications for nursing practice in the article. 

The researchers recommend future research foci, including a comparative analysis 

of traditional and ABSN nurse faculty focusing on workload, stress, and management 

(Donovan & Payne, 2021). Qualitative analysis can further investigate the work 

conditions of nurse faculty working in ABSN programs. The organizational commitment 

model can evaluate the ABSN nurse faculty's welfare (Donovan & Payne, 2021). The 

results from this study support the literature review findings on intent to remain of 

nursing faculty. The findings provide an examination of the nursing faculty's intent to 

remain in the fast-paced, unique ABSN program. The results also provide distinct 
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differences between organizational commitment types and could improve retention and 

intent to remain of nursing faculty. 

Factors Contributing to Intent to Remain 

Candela and colleagues (2015) conducted a national cross-sectional, descriptive 

study. The study aimed to examine the predicted factors related to nursing faculty work 

life. The study sought to examine the perceptions of managerial support, teaching 

expertise, generational membership, equity and fairness in the tenure and promotion 

process, opinions of workload, and insights of job satisfaction. The researchers sought to 

determine to what extent these variables predict nursing faculty's intent to remain within 

an academic organization. The researchers hypothesized that all the predictors would 

have a statistically significant effect on intent to remain with an organization. The 

researchers also sought to explore the relationship between generational membership and 

intent to remain. The researchers used Vroom's expectancy theory to test the research 

questions and hypotheses of the study.  

The population for the study encompassed nursing faculty working in the United 

States employed at accredited nursing institutions (Candela et al., 2015). The sample 

included 808 nursing faculty who met the inclusion criteria of working at an accredited 

institution in the United States. Exclusion criteria for the study were faculty employed at 

academic institutions that were not accredited. The participants' ages ranged from 24 to 

76 years, with an average age of 52.67. Approximately 5.8% belonged to the veteran 

generation, 53.9% were a part of the baby boomer generation, 28.9% were from 

generation X, and 1.9% were from the millennial generation. The faculty reported an 
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average of 4.53 years of teaching experience. Faculty, on average, worked at 2.17 nursing 

institutions in their career.  

The researchers used the Nurse Faculty Work-Life Survey to measure 

demographic information, teaching expertise, workload, networking opportunities, 

perceptions of productivity, engagement in faculty activities, support from 

administration, and influences of intent to remain (Candela et al., 2015). The 45-item 

instrument dedicated 16 items to the assessment of the work environment of nursing 

faculty. Items were scored either on a 3-point, 4-point, or 5-point Likert scale. The 

researchers measured reliability for the tool with a Cronbach's alpha level ranging from 

.71 to .88. The researchers do not mention measures to evaluate the validity of the study. 

The researchers used descriptive statistics to measure the constructs in the tool. Structural 

equation modeling (SEM) explored the relationships between the constructs. The 

researchers used the confirmatory factor analysis to explain if variables were products of 

the constructs. A post-hoc exploratory test (Lagrange Multiplier) was used to test the 

parameters to improve the fit and have the data represent statistically significant 

relationships between the constructs.  

The original measurement model sought to measure the six predictors including 

perceived equity and fairness of promotion and tenure (P&T), perceived teaching 

expertise (PTE), perceptions of administration’s support for faculty (PSA), satisfaction 

with work (SW), workload (WL), and generational membership (GM) that can affect 

intent to stay (IS) (Candela et al., 2015). The results demonstrated that there were weak to 

strong relationships between the factors (r = .20 to .75). The results also revealed that 

PSA had statistically significant direct effects P&T, SW, and IS. Additionally, GM had 
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statistically significant direct effects on PTE and IS. The researchers also discovered that 

PTE had statistically significant direct effects on SW and IS. Also, P&T had statistically 

significant direct effects on WL. However, WL was only shown to have a statistically 

significant direct effect on PTE. Lastly, SW had a statistically significant direct effect on 

IS.  

In addition to understanding direct effects, the researchers also analyzed indirect 

effects of the variables (Candela et al., 2015). The researchers noted that P&T had a 

statistically significant indirect effect on IS by way of WL and SW. However, WL had a 

statistically significant indirect effect on IS by way of SW. Additionally, PSA had a 

statistically significant indirect effect on IS by way of SW. Lastly, GM had a statistically 

significant indirect effect on IS by way of PTE and SW.  

The findings from this study demonstrate that administrative support did affect 

work satisfaction and intent to stay (Candela et al., 2015). Workload influenced teaching 

expertise, consequently affecting the intent to stay. The data revealed predictive power 

with perceived teaching expertise and job satisfaction, and intent to stay. However, the 

study revealed that generational membership does not predict the faculty members' 

perception of fairness and justice in the tenure and promotion process. Also, nurse faculty 

members' perception of fairness and just in the tenure and promotion process did not 

predict job satisfaction.  

There are few limitations noted in the article. The study's findings may not be 

generalizable, as the study may not reflect the actual effects of the constructs in the model 

(Candela et al., 2015). The researchers did not report bias in the article. The type of 

research design conducted for the study can eliminate the number of correlations and 
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inferences from the data. The researchers recommend that future studies validate the 

model with nursing faculty in different areas of the United States and other nations.  

The findings from this study impact nursing education, practice, and policy. The 

researchers recommend that nursing administrators advocate for additional workload time 

for faculty to evaluate and revise curriculum and teaching methods (Candela et al., 2015). 

With this approach, nursing faculty can practice reflective teaching practice to improve 

student learning outcomes and job satisfaction. Nurse administrators should also 

incorporate research projects into faculty workload and actively eliminate barriers to 

conducting research. The data from this study determined that various factors influence 

the intent to remain among nursing faculty. The researchers noted there was little 

participation in the study from the millennial generation of nursing faculty. Further 

exploration of this group can provide specific data relevant to this population and build 

future studies to explore interventions to retain millennial nursing faculty. 

Aquino and colleagues (2018) conducted a descriptive correlational study to 

examine the demographics, doctoral program education, and burnout influencing the 

intent to leave academia among doctoral prepared nursing faculty. The researchers did 

not identify a research question or hypothesis with the study. However, the study 

attempted to evaluate the effect of burnout of doctoral prepared nursing faculty on intent 

to leave. The researchers did not identify a theoretical framework in the study. The 

researchers conducted a national survey to examine the impact of burnout on doctoral 

prepared nursing faculty.  

The population of focus for this study included nursing faculty teaching in 

undergraduate and graduate nursing programs in the United States (Aquino et al., 2018). 
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Inclusion criteria were full-time nursing faculty who earned a PhD in nursing or DNP 

degree with less than 5 years of teaching experience after doctoral graduation. Exclusion 

criteria included participants that failed to answer essential questions related to intent to 

leave on the survey. The study sample included 146 participants. Approximately 51.4% 

of the sample held a DNP degree, and 48.6% held a PhD. About 61% of participants were 

between 20 and 49 years old, and the remaining percentage was over 50. Approximately 

96% of the sample identified as female, with the remaining percentage identifying as 

male. Approximately 85.2% of participants were White, and 15% were either African 

American, Latino, or Asian. Nearly 28% of participants reported the possibility of 

leaving the current academic position, with 68.2% of this number report leaving within 

the next six years and 26.4% report leaving within the next 1 to 2 years.  

The researchers developed the Transition to the Nurse Faculty Role Survey to 

evaluate the variables, including demographic variables, doctoral program course work, 

teaching experience throughout doctoral education, intent to leave, and burnout (Aquino 

et al., 2018). The researchers combined four instruments to develop the Transition to 

Nurse Faculty Role Survey. The doctoral program teaching preparation section included 

six questions focusing on doctoral course work and teaching experience. The researchers 

developed categories and questions based on the review of the Chicagoland doctoral 

nursing program and literature. The Maslach Burnout Inventory Educator Survey 

measured emotional exhaustion, experience depersonalization, and personal 

accomplishment. The 22-item tool used a 7-point Likert scale with responses ranging 

from never (0) to every day (6). Scores within 0-16 on the emotional exhaustion subscale 

were considered low, 17-26 considered moderate, and greater than 26 considered high. 
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Scores within 0 to 6 on the depersonalization subscale were considered low, 7-12 

moderate, and over 13 considered high. For personal accomplishment, scores over 37 

were considered low (minimal dissatisfaction), scores of 31-36 were considered 

moderate, and scores of 0-30 were considered high. High scores of depersonalization and 

emotional exhaustion with low scores on personal accomplishment indicated burnout. 

Cronbach’s alpha for all subscales had a range of .78 to .94. The Intent to Leave Current 

Academic Position survey measured intent to leave by asking participants to rank the 

extent to leave the current position, leave the profession, and leave the institution. The 

items ranked on a 5-point Likert scale with responses ranging from not likely (1) to very 

likely (5). Higher scores demonstrated a greater intent to leave. The researchers did not 

report reliability measures for this tool. A total of 13 demographic questions were asked 

of the faculty to provide further data of the sample. Validity was established for the 

Transition to Nurse Faculty Role Survey with content and face validity with two nursing 

faculty with a doctoral degree. The researchers used SurveyMonkey to collect data. 

  Descriptive statistics were used to analyze the demographic data of the 

participants (Aquino et al., 2018). Independent t-tests were used to determine whether 

there was a statistically significant difference between burnout among PhD and DNP 

prepared nursing faculty. Logistical regression identified whether the demographic 

variables explained variations with intent to leave of nursing faculty. For this study, the 

Maslach Burnout Inventory Educator Survey measured burnout. The researchers reported 

that the mean value for emotional exhaustion was 33.6, indicating the emotional 

exhaustion of the participants from the employer. The reported mean value for 
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depersonalization was 9.7, indicating moderate burnout. A mean of 44.6 was reported 

with personal achievement, indicating a high level of satisfaction with accomplishment.  

The independent t-tests evaluated a difference in burnout levels between PhD and 

DNP nursing faculty (Aquino et al., 2018). According to the data from this study, nurse 

educators with a PhD reported higher means in all subscales. The findings from this tool 

indicate PhD faculty were more likely than DNP faculty to experience emotional 

exhaustion.  

According to the data, DNP faculty had a 63% less chance to report intent to 

leave. “Age was significantly related to intent to leave (p = .0246); each additional year 

of age increase the odds of intending to leave by 5%” (Aquino et al., 2018, p. 38). 

Doctoral preparation reduced the likelihood of DNP faculty voicing the intent to leave, 

alluding to the fact that forms of doctoral education influence the desire to stay in 

academia. Another model revealed DNPs had a 54% chance of leaving nursing academia. 

A rise in the emotional exhaustion score increased the nursing faculty's probability of 

leaving by 8%. Each elevation in the depersonalization score decreases the chance of 

nursing faculty intent to leave by 9%. The study discovered that the older PhD nursing 

faculty with high emotional exhaustion scores were determined to leave the positions. 

Depersonalization created a significant decrease in the intent to leave.  

There were a few limitations noted in the study. The study was reliant on the 

institution's nursing administration to forward the survey to eligible nurse faculty 

(Aquino et al., 2018). If not sent by nursing administration, the response rates from the 

survey are limited. The researchers used convenience sampling to recruit participants, 
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which could increase the risk of sampling bias. The study did not evaluate the qualitative 

facets of burnout. The researchers did not mention the generalizability of the findings.  

Nursing education and policy fields can improve with the findings of this study. 

Nursing institutions should encourage more faculty to pursue doctoral education, 

specifically younger nurses (Aquino et al., 2018). Nursing administrators can create a 

supportive work environment, provide emotional support for PhD faculty pursuing 

tenure, and encourage nurses to begin a career in academia early to retain faculty. 

Nursing education can lobby for more private and public funding to increase the number 

of qualified nursing faculty. The researchers did not mention practice implications in the 

study.  

The researchers indicate the need to explore why PhD-prepared nursing faculty 

report increased emotional exhaustion (Aquino et al., 2018). Further research can explain 

how depersonalization scores do not increase the intent to leave. A qualitative study can 

help understand burnout better to provide better solutions to circumvent the nursing 

faculty shortage. The results from the article can further understand measures leading to 

the intent to leave of nursing faculty, explicitly focusing on burnout. The study 

recommends recruiting younger faculty into academia as early as possible. The 

dissertation will explore factors influencing the intent to retain of millennial nursing 

faculty.  

Ferron and Tourangeau (2017) conducted a quantitative, cross-sectional study to 

develop a model describing why part-time nursing faculty intend to remain employed 

with the current academic institution in Ontario, Canada. The research question focused 

on exploring the factors influencing part-time nurse faculty to remain with the current 
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academic institution. The researchers did not identify a particular theoretical framework 

used to guide the study.  

The population for the study was nurse faculty employed at nursing institutions in 

Ontario, Canada (Ferron & Tourangeau, 2017). The study included a total of 119 

participants. For inclusion in the study, the participants had to be a registered nurse, 

employed by a nursing program in Ontario, Canada, employed as a part-time employee, 

and taught registered nurse or registered practical nurse courses within a year of the 

study. Exclusion criteria include not being a registered nurse, employed as full-time 

employees, and deans or administrators. One hundred percent of the sample size 

identified as female, with an average age of 53.4 years. The average amount of time with 

the present employer was 9.6 years.  

The questionnaire included 14 items focusing on demographic information, intent 

to remain, work rewards, and external career opportunities (Ferron & Tourangeau, 2017). 

The researchers report that the instrument achieved construct validity. The researchers do 

not identify the scoring mechanism of the tool. Reliability for the constructs in the 

instrument measured with Cronbach's alpha ranges from .66 to .95. Only two constructs 

in the instrument were below the threshold of .70 for a reliable tool. The correlation test 

and multiple linear regression examined relationships between supposed predictors and 

intent to remain of part-time nurse faculty.  

When correlating the intent to remain against 20 independent variables, the 

researchers found a statistically significant relationship with six of the 20 variables with 

an alpha level of .10 (Ferron & Tourangeau, 2017). The researchers identified a negative 

correlation between age and intent to remain. Based on this data, the researchers 



66  

hypothesized that when age increases, the level of intent to remain decreases—possibly 

due to the immediate future of retirement. The researchers identified positive correlations 

between perceived leadership support, recognition of achievements, fairness, available 

positions outside of the organization, and overall job satisfaction with the intent to 

remain.  

When studying potential predictors of intent to remain, the researchers identified 

that five variables were statistically significant: age, age-squared, organizational tenure, 

job satisfaction, and external career opportunities. The statistically significant regression 

model for the study was “R2 = 0.30, F(20, 98) = 2.08, p = 0.01, adjusted R2 = 0.16” 

(Ferron & Tourangeau, 2017, p. 210). 

The researchers noted that age and organizational tenure inversely correlate as 

predictors of intent to remain (Ferron & Tourangeau, 2017). In regression analysis, there 

was a weak effect of age on intent to remain but increased in strength magnitude and 

became statistically significant when organizational tenure was added. Based on this data, 

the researchers concluded that the longer the institution employed the nurse faculty, the 

higher the nurse faculty's intent to remain. The organizational tenure is most often due to 

the investment made into the organization, the development of relationships, and 

accumulated work incentives. However, when age was not incorporated in the regression 

predicting the intent to remain, there was a weak, nonsignificant relationship.  

Regarding leadership support and intent to remain, the statistically significant 

relationship between leadership support and intent to remain decreased when controlling 

for job satisfaction (Ferron & Tourangeau, 2017). Additionally, leadership support was a 

statistically significant predictor of job satisfaction, and job satisfaction was a statistically 
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significant predictor of intent to remain. However, while controlling job satisfaction, that 

statistically significant relationship between recognition and intent to remain because 

nonsignificant. Similarly, recognition was a statistically significant predictor of job 

satisfaction, and job satisfaction was a statistically significant predictor of intent to 

remain (when controlling for recognition). 

Organizational tenure, age, and external career opportunities had a statistically 

significant impact on intent to remain within the organization (Ferron & Tourangeau, 

2017). Leadership support, procedural justice, and recognition influenced job satisfaction, 

impacting the intent to remain within the organization. The external opportunities 

increased the intent to remain among part-time nurse faculty, potentially due to the 

position meeting personal needs and expectations. If the leader is open, helpful, has a 

positive influence on employees, and is supportive, it improves the intent to remain 

through improving job satisfaction. Supervisors that recognized the performance and 

achievements of the part-time faculty, led to increased job satisfaction, which increased 

the intent to remain. Equal distribution of fairness in the workplace and policies increased 

job satisfaction, which increased the intent to remain. The data revealed that job 

satisfaction was the strongest predictor of intent to remain.  

The inferences for nursing education, practice, and policy from this research are 

astounding. Nursing faculty can encourage nursing leaders to establish legislation on fair 

procedures for faculty (Ferron & Tourangeau, 2017). Deans and directors can incorporate 

transparency about organizational and departmental decisions and concerns. Using fair 

treatment practices for all employees promotes procedural justice within the organization. 

Improving communication through regular interpersonal contact apart from 
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organizational responsibilities, monthly meetings with opportunities for remote access, 

and developing an orientation program can keep part-time faculty engaged with the 

organization. Recognizing and praising the accomplishments and performance of the 

part-time nurse faculty expresses the leader's appreciation of the employee, which affects 

job satisfaction and the intent to remain.  

There are a few limitations noted in the study. The Workload Index and the 

School-Level Environment Questionnaire had a lower reliability score, affecting the 

detection of relationships between variables (Ferron & Tourangeau, 2017). The 

researchers selected an alpha level of .10, which can obstruct the results from 

demonstrating statistically significant relationships. The cross-sectional approach does 

not confirm a causal relationship between predictors of intent to remain and the intent to 

remain. The study findings are not generalizable, as the sample size is small compared to 

the number of faculty in Ontario, Canada meeting the inclusion criteria for the study. The 

researchers did not identify any bias in the study.  

The researchers recommend further studies to determine causal relationships of 

predictors of intent to remain and the level of intent to remain of part-time nursing faculty 

(Ferron & Tourangeau, 2017). The researchers recommend four areas of future research. 

First, the researchers suggest implementing a study using structural equation modeling, as 

this type of design measures direct and indirect effects and casual relationships amongst 

constructs. The researchers recommend improvement of the tool to further study the level 

of intent to remain. A longitudinal study would be beneficial for further analysis of causal 

relationships between the constructs. Finally, the researchers recommend a               

quasi-experimental research design for more concrete evidence on the level of intent to 
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remain with part-time nurse faculty. The study provides fundamental data on possible 

factors leading to intent to remain. Utilizing the identified factors to measure millennial 

nursing faculty's intent to remain would generate knowledge in nursing education.  

The Millennial Nurse 

Saifman and Sherman (2019) sought to explore millennial nurse managers' 

experiences to understand how organizational aspects affect role expectations, support, 

development, job satisfaction, and intent to remain using the qualitative, interpretive 

phenomenological design. There was no specified research question, hypothesis, or 

theoretical framework in the study. Inferences suggest that the research question sought 

to evaluate the reality of being a millennial nurse manager in the acute care setting. The 

researcher recruited 25 millennial nurse managers born between 1980 and 2000 with a 

minimum of 1 year of experience in the nurse manager role. The researchers collected 

data nationally from March to May of 2017. The participants were from 13 states with an 

age range from 28 to 36 years (mean, 32.4 years), of which 18 (72%) were in the first 

nurse manager position. Millennial nurses managers in the study managed 76 full-time 

equivalents (FTEs) on average. However, nine (36%) reported managing more than one 

department. Fifteen participants (60%) participated in a leadership development program. 

Convenience and snowball sampling were used to obtain the sample. The researcher 

developed 12 interview questions, focusing on the ideal nurse manager, perceptions of 

the nurse manager role, expectations of the role, preparation in the nurse manager role, 

job satisfaction and dissatisfaction in the role, and intent to remain in the role. The 

researchers analyzed the data using the 7-step Colaizzi descriptive phenomenological 
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method. Trustworthiness was established with member checking, coding with two 

researchers, an audit trail, and reflexivity.  

The findings from the interviews revealed seven themes linked to experience, 

influence, and perception: coming into the role, learning on the job, having the support of 

the director, helping staff succeed, managing change, making an impact, and trying to 

stay balanced (Saifman & Sherman, 2019). The millennial nurse managers believed role 

acceptance was a challenge initially due to resistance from older nurses. Immediate 

supervisors played a quintessential role in recognizing individual nursing leadership 

abilities that shaped millennial nurse managers for the role. Most nurse managers did not 

have formal training to transition into the role and acclimated to the role with time. When 

the director gave prompt feedback and responses to questions, the millennial nurse 

managers felt supported in the role. Nurse managers understood the critical balance 

between meeting organizational needs and staff satisfaction and retention; maintaining 

the balance impacted perceptions of the personal impact on the unit. The nurse managers 

linked success to the aptitude to impact staff development and serving as a model, 

resource, and motivator to promote the development of others. Managing changes, 

including unexpected additions to the role responsibilities and balancing priorities, 

presented as a challenge. Millennial nurse managers also reported a lack of work and life 

balance, as there was always a need to be available to the staff. The findings of this 

qualitative article cannot be generalized as opinions, attitudes, and beliefs are not 

generalizable.  

The findings suggest the need for a formal leadership development process for 

millennial nurses (Saifman & Sherman, 2019). Direct support, feedback, and guidance 
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from supervisors are influential in the onboarding of new nurse leaders. Organizations 

should develop innovative approaches and mold the nurse manager position to adapt to 

the aspiring millennial nurse leader. The researchers mention that future research should 

focus on standardization of the onboarding and establishment practices of millennial 

nurse managers. The findings from the research also display a connection between job 

satisfaction and intent to remain. Succession planning should start sooner than later to 

ensure the millennial nurse is prepared to fulfill the much-needed role. Future research 

can further investigate the findings from this article to determine whether the data is 

similar across nursing leadership roles. The results from the article support the need for 

formal training, work-life balance, and other themes identified with job satisfaction 

among millennial nursing faculty.   

Millennial Nurses in the Nursing Workforce 

O’Hara and colleagues (2019) implemented a quantitative, descriptive study to 

explore the relationship between demographic factors (such as gender, age, ethnicity, 

employment status, years of nursing experience, and years of experience in the current 

setting), the professional practice environment, and job satisfaction of millennial nurses. 

There is no identified research question or hypothesis in the article. However, the 

research question could determine the relationship between gender, age, ethnicity, 

employment status, years of nursing experience, and years of experience in the current 

setting and the subscales of professional practice environment to job satisfaction of 

millennial nurses. The authors used the Practice Environment Conceptual Framework by 

Erickson and colleagues to guide the study. The sample included 375 millennial nurses 

born between 1981 and 1997 working in inpatient and outpatient settings at a large, 
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Magnet medical center in the northeastern United States. The researchers gathered 

demographic data and utilized the Professional Practice Work Environment Inventory 

(PPWEI) to measure the professional practice environment using a Likert-style 

questionnaire with responses ranging from strongly disagree (1) to strongly agree (6). 

The survey measured nine subscales, including communication, supportive leadership, 

autonomy and control over practice, cultural sensitivity, handling disagreement and 

conflict, staffing and resources, teamwork, nurse-physician relationships, and work 

motivation. The researchers established reliability with a Cronbach's alpha range of .82 to 

.93. The researchers did not report validity for this study; however, face and content 

validity could establish validity.  

Descriptive statistics and t-tests in this study were used to analyze the data from 

the study (O’Hara et al., 2019). Multivariate regression analysis attempted to recognize 

the relationship between the demographic variables and the nine subscales of professional 

practice environment to job satisfaction. The average age of the participants was 29 years 

old. Approximately 93% of the sample were female, 90.9% White, working full-time 

(87.5%) with a mean of 5.4 years of nursing experience.  Most participants (86%) report 

being somewhat satisfied, satisfied, or very satisfied with the current department. The 

remaining 14% identified the level of satisfaction as somewhat dissatisfied or very 

dissatisfied. The study reported a significant difference between the following variables, 

“age (F-ratio 0.004), supportive leadership (F-ratio 0.000), work motivation (F-ratio 

0.000), resources for quality patient care (F-ratio 0.000)” (O’Hara et al., 2019, p. 415).  

The study found that millennial nurses working in a professional practice 

environment that promotes independence, collaboration, and work motivation encounter 
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overall satisfaction in the workplace (O’Hara et al., 2019). Older nurses within the 

millennial group who reported higher supportive leadership, work motivation, and more 

resources for quality patient care scores also reported higher work satisfaction scores than 

other generational counterparts. Supportive leadership was the predominant element 

leading to millennial nurse work satisfaction.   

There were some limitations noted in the study. The results are not generalizable 

due to the location and type of hospital in the study (O’Hara et al., 2019). The sample of 

nurses was mainly homogenous with gender, race, employment status, and educational 

experience. The study resulted in finding a significant influence on leadership 

characteristics and millennial nurse satisfaction. However, the researchers did not analyze 

the specific leadership styles that influence millennial nurse job satisfaction. The article 

does not mention bias. However, the study may have a non-response bias if potential 

participants did not respond to the invitation to participate in the study.  

The results of this study have crucial effects on education, policy, and practice. 

Ongoing nursing leadership training could provide insight into millennial nurses' 

generational differences in the workplace to optimize job satisfaction (O’Hara et al., 

2019). Nursing institutions can prepare millennial nurses for the expectations of the 

nursing workplace. Regarding policy, healthcare organizations should review policies 

and procedures on leadership development to support the millennial labor force. Building 

a professional practice environment and improving job satisfaction can improve client 

quality and safety outcomes in healthcare. The study supports the purpose of dissertation, 

to evaluate the characteristics necessary for millennial nurses to be satisfied with the 

current place of work and how it impacts the perception of remaining with the 
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organization. The data from this clinical practice article focusing on millennial nurses 

could be transferable to millennial nursing faculty, as it provides a basis for nursing 

education integration.  

Feelings Towards Leadership Positions 

Sherman and colleagues (2015) conducted an exploratory, descriptive qualitative 

research study to identify factors leading Generation Y nurses to reject or consider 

leadership positions. The research question for this study sought to determine what drives 

Generation Y nurses to accept or reject leadership positions. There was no theoretical 

framework identified for the study. The sample included 32 Generation Y nurses born 

after January 1, 1981, who did not hold a leadership position. The participants' age range 

was 24 to 34, with an average age of 28 years old. Most nurses (76%) held a 

baccalaureate degree and would consider taking on a leadership role (78%). Three focus 

groups occurred between October 2013 and August 2014 in acute care settings in South 

Florida.  

The researchers developed nine questions for the research study (Sherman et al., 

2015). The researchers performed a member check using the ConCensus™ focus group 

process to validate the focus group questions. With data collected from the focus groups, 

several themes emerged: prioritizing leadership responsibilities, feedback about 

leadership roles from current nurse leaders, incentives for the role, fear of taking on a 

leadership position, perceived contribution to the leadership role, and support needed to 

flourish in the role. Priorities for leadership responsibilities included safety, customer 

satisfaction, unit administration, organization, delegation, and budgeting. Current nurse 

leaders felt the position is stressful, time-consuming, and has a lack of job security. 
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Budget constraints, lack of peer support, unrealistic expectations, paperwork, and long 

hours extending past business hours decreased Generation Y nurses' decision to accept or 

reject leadership positions. Incentives for moving to a leadership role include personal 

and professional development, money, mentor, status, and better schedules. Participants 

expressed fears about the role, including high expectations from upper management, lack 

of job security, fear of failure, lack of authority, too much responsibility, the need to 

satisfy others, and the potential loss of clinical skills. Generation Y nurses were swift to 

mention contributions to a leadership position. The potential to foster cooperation, acting 

as a support person and role model for staff, acting as a catalyst for change initiatives, 

using budgeting skills, possessing a clear vision, and having charisma were all identified 

as potential contributions to the role. To achieve the contributions, Generation Y nurses 

need tremendous support. Generation Y nurses from the focus groups identified 

administrative support, mentorship, family support, education and training for the 

leadership role, staff support, self-confidence, and elimination of potential barriers as 

influential in the journey to becoming a nurse leader.  

The sample size of the participants provided a limitation to this study (Sherman et 

al., 2015). The small, purposive sample from one geographic location does not represent 

other Generation Y nurses from different geological locations, diverse backgrounds, and 

different interests in leadership positions. The findings in this article can influence 

policies and strategies to encourage, recruit, and preserve the upcoming generation of 

nurse leaders using succession planning. The article mentions that mentoring, leadership 

training, and experiential practice in leadership before accepting a leadership position 

could ease the transition into a leadership role for the Generation Y nurse. With the aging 
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baby boomer population, succession planning is imperative, starting with the Generation 

Y nurse. Succession planning requires a willingness from both sides to be active in the 

transition process. The findings from this article set a precedent for this dissertation to 

discuss why millennials are not willing to enter nursing education—a form of nursing 

leadership.  

Generational Differences Among Nursing Faculty 

Barutcu and Ergin (2017) performed a quantitative cross-sectional, descriptive 

approach to study the level of professional commitment and stress management among 

Generation X and Generation Y nurses. The researcher identified three research questions 

seeking to evaluate generational differences in the level of commitment to the profession, 

the level of coping with stress, and the level of professional commitment and stress 

management. The researchers did not use a theoretical framework for the study.  

The sample included 175 nurses meeting the inclusion criteria (Barutcu & Ergin, 

2017). The inclusion criteria for the study included participants who spoke Turkish, 

voluntarily participated in the research, and older than 18 years old. The researchers do 

not outline exclusion criteria for the study. The sample included 62.9% of nurses from 

Generation X and 31% from Generation Y. Most of the participants were married 

(77.7%) and female (92%). Most participants held a bachelor’s degree (41.7%) and 

worked as a staff nurse (92.6%). 

The Coping Strategies Inventory (CSI) is a 30-item questionnaire used in this 

study to assess coping thoughts and behaviors towards a stressor (Barutcu & Ergin, 

2017). The constructs measured optimistic approach, helpless approach, self-confidence 

approach, social support approach, and submissive approach. The Likert-style format 
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scored responses from zero to 3. The internal consistency measured by Cronbach’s alpha 

was .47 – .80 for the scales. The researchers do not mention the establishment of validity. 

The Professional Commitment Scale consisted of 26 items to determine commitment 

levels to the profession. The items focus on maintaining as a membership, belief in goals 

and values, and willingness to make effort and are scored from strongly certain (1) to 

strongly uncertain (4). The tool included nine reverse-coded items. The higher scores 

indicated a higher level of professional commitment. As measured by Cronbach's alpha, 

the internal consistency was .94. The researchers do not mention the establishment of 

validity for this tool. The correlation test and t-test data analyzed the data. 

The researchers identified a statistically significant difference among nurses in the 

Generation X group and Generation Y group in relation to marital status, educational 

status and length of service (Barutcu & Ergin, 2017). Approximately 94.5% of 

Generation X participants were married, while 49.2% of Generation Y participants were 

married. The average time of service among nurses of Generation X was 22.15 years, 

while Generation Y nurses served 6.84 years. In relation to professional commitment, the 

researchers identified a statistically significant difference between the groups regarding 

maintaining professional membership. Additionally, the researchers identified a 

statistically significant difference between the groups regarding self-confident approach 

and seeking social support.  

The study reveals that Generation Y nurses are more inclined to sustain 

professional membership, and Generation X nurses are inclined to seek social support 

and are more self-confident (Barutcu & Ergin, 2017). The researchers stated that 

Generation Y nurses were more inclined to sustain professional membership due to the 
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development of nursing careers. A statistically significant positive relationship occurred 

between the self-confidence approach and submissive approach and a statistically 

significant negative relationship between the self-confidence approach and optimistic 

approach for Generation Y nurses. As the stress levels increased, self-confidence and 

optimism decreased, and submissiveness increased. Generation Y nurses are more 

independent and grew up with technology. Understanding intergenerational differences 

among nurses is a critical step to evaluate the level of professional commitment and 

coping mechanisms. The findings could lead to the establishment of strategies to improve 

retention and help nurses cope with stress to reduce burnout. The researchers did not 

mention the study's implications on policy or education. The study findings reveal 

generational differences and support strategies to retain nurses and help nurses cope with 

stress. Future research can analyze methods used to improve professional commitment 

and reduce nurse burnout and job dissatisfaction.  

Succession Planning 

Fang and Kesten (2017) used a quantitative, descriptive research design to predict 

the retirement rates of nursing faculty in 2016-2025 and assess the impact of the 

retirement of nurse faculty in academia. There were four research questions identified in 

the study. The researchers sought to determine whether there are any statistically 

significant changes in the age of nursing faculty in the past decade that affected 

retirement; the estimated number of faculty retirements within the next 10 years; the 

aftermath of retiring nursing faculty on the composition of doctorally prepared, senior 

ranked, and graduate-level teaching faculty; and whether gaps exist between faculty 

preparing to retire and younger faculty who will replace the departing faculty. There was 
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no theoretical framework identified for this study. The researchers mentioned that the 

survey included all nursing schools providing baccalaureate and graduate nursing degrees 

in the United States, focusing on full-time nursing faculty but did not mention a specific 

sample size. The AACN Survey of Baccalaureate and Graduate Programs in Nursing was 

used to analyze data for this study. The survey focused on obtaining full-time nursing 

faculty demographic information and asked each participating school to outline faculty 

members who left the institution and the reasons for leaving, explicitly focusing on 

retirement. The researchers did not report reliability or validity data with this tool. The 

least-squares regression model projected the retirement of nursing faculty for the next 

decade. The cohort-component method used demographic components based on age to 

project the growth of a future population. 

The focus of this study included the retiring nurse faculty and the faculty that will 

fill the gaps once the retired faculty depart (Fang & Kesten, 2017). The mean age of 

faculty in 2006 was 51.8 years and increased to 52.6 years in 2015. The collective 

percentage of the four youngest age groups (29 or younger, 30-34, 35-39, and 40-44) in 

nursing education went from 18.8% to 24.1% (2015), demonstrating an increase in 

recruitment of younger nursing faculty over the years. The collective percentage for the 

four oldest age groups (60-64, 65-69, 70-74, and 75 and older) increased from 17.9% to 

30.7% (2015), demonstrating the increased number of nurses nearing retirement and 

possibly delayed retirement. The collective percentage of faculty in the middle age 

groups (45-49, 50-54, and 55-59) reduced from 63.2% to 45.2% (2015). The study 

concluded that the nursing faculty in the younger age groups were more inclined to have 

a practice-based doctoral degree (such as a DNP) and less inclined to have a research-
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focused doctoral degree (such as a PhD). The number of faculty within the younger group 

without a doctoral degree was higher than the older faculty, 46.3% and 34.3%, 

respectively. The faculty in the younger group were also less likely to have a senior rank 

of associate professor (19%) or a full professor (7.4%) and less likely to educate at the 

graduate level (45.2%). The research revealed “a statistically significant difference 

between faculty over the age of 60 and faculty between the ages of 50-59 concerning 

education attainment, rank, and level of teaching (p = < 0.001)” (Fang & Kesten, 2017, 

639). 

The mean age of nursing faculty retirement in 2006 was 62.2, increased in 2010 to 

63.9, and increased in 2015 to 65.1 (Fang & Kesten, 2017). The researchers project that 

the retirement age of 55-59 will decrease from 6.1% in 2015 to 4.7% in 2025. The 

researchers expect the projected retirement age of individuals in the 60-64 range to 

decrease from 27.5% in 2015 to 17.7% in 2025. The researchers project that the 

retirement age for individuals 70-74 will increase from 14.4% in 2015 to 24% in 2025. 

Lastly, the researchers project the retirement age for individuals aged 75 and older, rising 

from 6.3% in 2015 to 12.3% by 2025. Therefore, approximately 90% of retirements 

occur during the age of 60 or older. The least-squares regression coefficient was 28.9, 

indicating an annual rise of roughly 29 nursing faculty to retire in the next decade. Over 

the next ten years, approximately one-third of nursing faculty will retire. The loss of older 

faculty may limit the availability of faculty to mentor new nursing faculty.  

The study revealed staggering statistics regarding faculty aged 39 and younger 

(Fang & Kesten, 2017). The percentage of faculty 39 years or younger with a               

non-doctoral degree was 67.4%. Only 32.5% of faculty in this age range taught at the 
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graduate level. Additionally, 4.4% of faculty younger than 39 had a faculty rank of 

associate or full professor. Faculty in the younger group were more likely to have a 

practice-focused doctoral degree than a research-focused doctoral degree. There are 

significant gaps to determine whether younger faculty will be able to replace the retiring 

faculty.  

Nursing schools across the nation should play an active role in transitioning a     

full-time faculty member to retirement (Fang & Kesten, 2017). Multiple strategies can 

assist, including phased retirement, offering part-time positions, university benefits with 

retirement packages, encouraging retiring faculty to contribute to the school, and forming 

succession plans with junior faculty. Succession plans should be an organizational 

priority and include clear communication and a strong connection with organizational 

core values. Succession plans should be based on a leadership model, recruit individuals 

with strong leadership skills, retain the individuals, develop professional development 

plans, and continually evaluate the succession plan to assess outcomes.  

Nursing administration should focus on developing younger faculty (Fang & 

Kesten, 2017). Strategies include encouraging the faculty to pursue doctoral education 

with workload reduction and education reimbursement, creating pathways for tenure and 

promotion, mentoring new faculty to teach, and encouraging engagement in research, 

service, and scholarly activities. Nursing administration can serve as a role model for 

work-life balance and encourage younger faculty to mentor seasoned faculty with 

technological advancements and innovative teaching strategies. Future researchers can 

develop an experimental design to test the efficacy of a succession plan guided by this 

study. A qualitative or mixed-methods study design could investigate the meaning behind 
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the quantitative data. The study provided necessary statistical data on the future 

retirement of nurse educators. Nursing administrators in academia can use this data to 

describe the problem's significance, promote succession planning in the academic setting, 

and promote success in millennial nursing faculty. The article elucidates the importance 

of succession planning in nursing education for millennial nursing faculty. This study 

shows an increase in millennial nursing faculty; research with this unique population can 

explore a new era of nursing academia and generate new knowledge.  
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CHAPTER III 

METHODOLOGY 

Chapter III outlines the research design and methodology for data collection of 

job satisfaction and intent to remain among millennial nursing faculty. The purpose of the 

study, hypothesis, research design, setting, and participant sampling are incorporated in 

the chapter. A discussion of the recruitment of participants, sampling methods, and 

participant protection occurs in this chapter. The chapter will conclude with data 

protection, instrumentation, data collection methods, data analysis, and an outline of the 

research procedure. 

Purpose Statement 

 The purpose of this study was to evaluate the relationship between job satisfaction 

and intent to remain within an organization among millennial nursing faculty. Four 

specific aspects reflective of job satisfaction⎯compensation, recognition, opportunities 

for advancement, and interpersonal relationships⎯were used to evaluate the relationship 

to intent to remain in an organization. 

Null Hypotheses 

The following null hypotheses guided the study: 

H01: There is no statistically significant relationship between job satisfaction and intent to 

remain within an organization among millennial nursing faculty.   

H02: There is no statistically significant relationship between compensation and intent to 

remain within an organization among millennial nursing faculty.  

H03: There is no statistically significant relationship between recognition and intent to 

remain within an organization among millennial nursing faculty.   
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H04: There is no statistically significant relationship between opportunities for 

advancement and intent to remain within an organization among millennial nursing 

faculty.   

H05: There is no statistically significant relationship between interpersonal relationships 

and intent to remain within an organization among millennial nursing faculty.   

Research Design 

Creswell and Creswell (2018) state that researchers use quantitative data to 

analyze the relationship between variables. The variables are then measured using 

instruments and analyzed to generalize and replicate the findings using statistical 

analysis. The correlational design describes and measures the relationship between 

variables. The cross-sectional design analyzes data at a particular point in time. 

Researchers use the descriptive correlational design to describe the relationship among 

variables without supposing a causal relationship. Cross-sectional designs explore      

time-related phenomena. Cross-sectional research aims to construct an association 

between variables and draw inferences (Saks & Allsop, 2019). The cross-sectional, 

correlational research design evaluated the hypotheses of this study.  

Advantages and Disadvantages of the Correlational Design 

 Nonexperimental research designs, such as the correlational design, observe 

phenomena (Polit & Beck, 2018). The correlational design is an efficient, cost-effective 

method to collect data that allows the researcher to examine relationships quickly. 

Nonexperimental research designs can be a precursor to conducting an experimental 

study. However, nonexperimental designs do not offer a powerful method for causal 
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inferences. It is difficult for the researcher to make inferences if it is unknown how the 

sample appeared before the independent variable.  

Advantages and Disadvantages of the Cross-Sectional Design 

 The cross-sectional design is a relatively easy, cost-effective manner of collecting 

data (Polit & Beck, 2018). The expeditious data collection method allows the researcher 

to examine differences within a short time. Cross-sectional designs can collect data for 

quantitative and qualitative studies (Saks & Allsop, 2019). Cross-sectional design 

provides a clear establishment of the similarity and differences between populations for 

generalizability. The type of data collection is less persuasive than longitudinal designs 

(Polit & Beck, 2018). Cross-sectional designs also will not infer changes over time. 

The Benefit of Cross-Sectional, Correlational Design for Proposed Research 

 The quantitative, cross-sectional, correlational design corresponded with the 

purpose of this study to evaluate the hypotheses, allowing the best possible analysis of 

data. The correlational research design can assess real-life scenarios for everyday 

encounters with job satisfaction. The correlational method investigated the relationship 

between job satisfaction, opportunities for advancement, recognition, compensation, 

interpersonal relationships, and intent to remain in an organization among millennial 

nursing faculty. The cross-sectional design provided a snapshot of the predictor and 

criterion variables to determine the relationship between job satisfaction and intent to 

remain at a given time. The cross-sectional, correlational approach to examining job 

satisfaction and intent to remain among millennial nursing faculty provided an avenue to 

develop and experiment interventions to improve satisfaction and retention. 
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Setting 

The study included 31 accredited nursing institutions in the southeastern region of 

the United States. The Commission on Collegiate Nursing Education (CCNE), 

Accreditation Commission for Education in Nursing (ACEN), or Commission for 

Nursing Education Accreditation (CNEA) in the United States provide accreditation of 

the nursing institutions. The researcher posted the survey and participants’ form in a 

national Facebook group for nurse educators entitled “Teachers Transforming Nursing 

Education” to increase participation. 

Participants and Sampling 

Population of Interest and Sample 

 The population of interest for the study included millennial nursing faculty. The 

study included a convenience sample of millennial nursing faculty working in ACEN, 

CCNE, or CNEA accredited nursing institutions in the southeastern region of the United 

States. Inclusion criteria include full-time, part-time, or adjunct nursing faculty members 

working in an accredited nursing institution in the college or university setting in the 

southeastern region of the United States. Nursing faculty must be considered a part of the 

millennial generation (born between January 1, 1981, and December 31, 2000). The 

nursing faculty must be able to read and comprehend the English language. Exclusion 

criteria for this study would be nurse educators working with private companies, clinical 

education in a health care agency, and have a 50% or more workload as an administrator 

in nursing academia.  
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Sampling Method 

Nonprobability sampling is a form of non-random sampling that sets specific 

rules for inclusion in the study (Saks & Allsop, 2019). Convenience sampling, a type of 

nonprobability sampling, was the sampling method for this study. Convenience sampling 

is a simple, easy form of sampling, selecting participants based on availability and 

convenience (Polit & Beck, 2018). However, convenience sampling increases the risk of 

sample bias, may not be generalizable, and is considered the weakest form of sampling. 

Convenience sampling may not produce the best participants for the study. Despite the 

limitations, it is the most frequently used sampling method.  

Recruitment 

 The researcher recruited participants for the study by first locating the contact 

information for the administrator (dean, chair, director, or supervisor) of ACEN, CCNE, 

and CNEA accredited nursing institutions on the respective accreditation websites. Then, 

the researcher directly emailed the administrator of the nursing institution to disseminate 

the survey email invitation to potential participants for the study (see Appendix A). The 

participant email form explained the study information, informed consent components, 

and contact information for the researcher (see Appendix B). Participants had the 

opportunity to contact the researcher with any questions during the data collection period. 

The survey was open for 36 days. The researcher sent emails to nurse administrators to 

remind potential participants to complete the survey 2 weeks before the survey closed. 

The researcher posted the participants’ form and survey to a nurse educator Facebook 

group to improve participation (see Appendix C). Snowball recruitment increased 

participation by asking participants to share the survey link with potential participants. 
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Incentives, such as a raffle for two $35 eGift Visa cards, also was used to increase 

participation. The researcher supported the funding for the participant incentives. 

Participants had the option to enter an email address for inclusion in the raffle after 

completing the survey. The researcher used randomization software to select two 

participants’ email addresses for the raffle. The researcher distributed the gift cards 

electronically to the email address provided to the two winners after data collection. 

Permission 

 The researcher obtained Institutional Review Board (IRB) approval from the 

researcher’s university of study before proceeding to data collection (see Appendix D). 

The researcher located the accredited nursing institutions on the respective accreditation 

websites, which also listed the contact information for the nursing institution 

administrators. The researcher directly emailed the nursing institutions’ administrator for 

permission to conduct research and inquire about the institutions’ recruitment process. 

The researcher obtained the appropriate administrative permissions before data collection 

for the institution. 

Participant Protection 

 The researcher completed the Collaborative Institutional Training Initiative (CITI) 

training modules to ensure the protection of the participants during the study (see 

Appendix E). The modules focused on Social and Behavioral Research, including 

Research Design, Responsible Conduct of Research, Social Behavioral Education 

Research, Information Security, Conflicts of Interest, Community-Engaged Research, 

Information Security HIPPA, and Information Security FERPA. Informed consent was 

implied if the participant completed the survey. To revoke consent, the participants could 
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stop submitting responses in the survey and exit the survey link. Participants could skip 

items and rescind from the research study at any time without penalty by not submitting 

responses. The researcher recorded data in aggregate. The researcher assumed minimal 

risks to the participants. Financial incentives were free from coercion and undue 

influence.  

Data Protection 

Data protection is vital as it ensures participants' anonymity, confidentiality, and 

privacy (Polit & Beck, 2018). The researcher kept data from this study electronically on 

an external hard drive that is encrypted and password protected. The researcher stored the 

hard drive in a locked, secured safe when not in use. The password for the hard drive is 

protected. Only authorized persons (members of the dissertation committee) accessed the 

data. The data will be stored for 5 years after the conclusion of the study and then 

correctly destroyed by deleting and erasing all information.  

Instruments 

The researcher combined three instruments into one survey to collect data on job 

satisfaction and intent to remain among millennial nursing faculty. The three instruments 

used for the study are the demographic data collection tool (developed by the researcher), 

the Minnesota Satisfaction Questionnaire, and the revised Part-time Nurse Faculty Intent 

to Remain Employed in the Academic Organization Scale. The name of the combined 

instrument is the Nurse Faculty Job Satisfaction and Intent to Remain in the Academic 

Organization Instrument (see Appendix F). The following section provides a detailed 

description of each instrument, including the purpose, development, scoring, validity, 

reliability, and permissions. 
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Demographic Data Collection 

 The demographic section discusses collected demographic data, determined if the 

participants met the inclusion criteria, and defined the sample. The demographic data 

collected included gender, birth year range, ethnicity, the highest level of education, type 

of program primarily teaching, academic rank, number of years working as a nursing 

faculty or educator, number of years with the current organization, primary role at the 

institution (administration, faculty, staff), and employment status (adjunct, visiting, part-

time, full-time). The researcher used measures of central tendency to evaluate the data. 

The demographic data survey is the first part of the survey before measuring quantitative 

variables using the Nurse Faculty Job Satisfaction and Intent to Remain in the Academic 

Organization Instrument.  

Minnesota Satisfaction Questionnaire 

 The Minnesota Satisfaction Questionnaire (MSQ) is used to measure an 

employee's level of satisfaction with the job, explicitly focusing on intrinsic and extrinsic 

aspects of the job that an individual finds rewarding (Weiss et al., 1967). The 

questionnaire was initially developed in 1967 by Weiss, Dawis, England, and Lofquist. 

The questionnaire includes 20 scales: ability utilization, achievement, activity, 

advancement, authority, company policies, compensation, co-workers, creativity, 

independence, moral values, recognition, responsibility, security, social status, social 

service, supervision (human relations), supervision (technical), variety, and work 

conditions (see Appendix G). The short version includes 20 items on a 5-point Likert 

scale ranging from very dissatisfied (1) to very satisfied (5). A higher score represents a 

high level of job satisfaction. The instrument has three subscales: general satisfaction 
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(two items, with a reported Cronbach's alpha of .93), intrinsic satisfaction (12 items, with 

a reported Cronbach's alpha of .88), and extrinsic satisfaction (six items, with a reported 

Cronbach's alpha of .87). The developers established validity using construct validity. 

Permission to use the scale was not required, as it was available under the Creative 

Commons Attribution-NonCommercial 4.0 International License. The researcher selected 

the Minnesota Satisfaction Questionnaire to evaluate factors millennial nurse faculty find 

that attribute to job satisfaction.  

Part-time Nurse Faculty Intent to Remain Employed in the Academic Organization 

Scale 

 

Ferron (2013) developed the Part-time Nurse Faculty Intent to Remain Employed 

in the Academic Organization Scale to measure the intent to remain of part-time nursing 

faculty in the academic organization (see Appendix H). The instrument incorporates 80 

items focusing on workload, resource adequacy, role ambiguity, role conflict, autonomy, 

leader support, co-worker support, professional growth opportunities, recognition, 

distributive justice, procedural justice, burnout, organizational commitment, intent to 

remain, and job satisfaction. Participants score each item with varying Likert style 

responses on 4- to 7-point scales depending on the construct. Several items are reverse 

coded to check the consistency of participant responses. The constructs measure a 

reliability level with Cronbach's alpha range of .66 - .95. The researchers achieved 

construct validity with this tool. Permission was obtained via electronic email from the 

original researcher to use and modify the scale for this study (see Appendix I). The 

researcher modified this scale to remove any terms related to the part-time status of the 

employee because the study included other types of employment status. The researcher 

changed the demographic items from the original tool. Some items were not relevant to 
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the hypotheses of the study, used terminology not used in the United States, and were not 

specific and sensitive regarding gender and ethnicity labels; therefore were removed.  

Nurse Faculty Job Satisfaction and Intent to Remain in the Academic Organization 

Instrument 

 

The Nurse Faculty Job Satisfaction and Intent to Remain in the Academic 

Organization Instrument included 20 items from the demographic data, the Minnesota 

Satisfaction Questionnaire, and elements of the Part-time Nurse Faculty Intent to Remain 

Employed in the Academic Organization Scale (see Appendix F). The instrument took an 

average of 8.5 minutes to complete. Table 1, Alignment of Instrument Items to 

Hypotheses and Theoretical Framework, displays the connection between the hypotheses 

of the study, the theoretical framework, and items from the Nurse Faculty Job 

Satisfaction and Intent to Remain in the Academic Organization instrument. 
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Table 1 

Alignment of Instrument Items to Hypotheses and Theoretical Framework 

Null Hypotheses Herzberg’s 

Motivation and 

Hygiene Theory 

Nurse Faculty Job Satisfaction 

and Intent to Remain in the 

Academic Organization 

H01: There is no 

statistically significant 

relationship between job 

satisfaction and intent to 

remain within an 

organization among 

millennial nursing faculty. 

All motivation and 

hygiene factors 
17, 18 

H02: There is no 

statistically significant 

relationship between 

compensation and intent to 

remain within an 

organization among 

millennial nursing faculty.   

Salary (hygiene 

factor) 
12, 13, 18 

H03: There is no 

statistically significant 

relationship between 

recognition and intent to 

remain within an 

organization among 

millennial nursing faculty.   

Recognition 

(motivation factor) 
15, 18 

H04: There is no 

statistically significant 

relationship between 

opportunities for 

advancement and intent to 

remain within an 

organization among 

millennial nursing faculty.   

Advancement 

(motivation factor) 
14, 18 

H05: There is no 

statistically significant 

relationship between 

interpersonal relationships 

and intent to remain within 

an organization among 

millennial nursing faculty.   

Interpersonal 

relationships 

(hygiene factor) 

16, 18 
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Pilot Study Data 

 A pilot study is a smaller-scale study to measure feasibility in preparation for a 

larger-scale study (Polit & Beck, 2018). Additionally, it provides preliminary 

assessments of the benefits of a study and factors affecting a study. The researcher 

performed a pilot study to evaluate the Nurse Faculty Job Satisfaction and Intent to 

Remain in the Academic Organization Instrument for approximately 3 weeks. Two 

doctorally prepared nurse educators with administrative experience evaluated the tool to 

establish content validity. Cronbach’s alpha measured the internal consistency of the 

items. The initial pilot study results included seven participants. Out of the 12 items for 

analysis, the reliability data ranged from .605–.953, with three items under the threshold 

of .80. The researcher recruited 12 more participants based on this data. With the 

additional participants, the reliability range for the items was .592–.918, with five items 

under the .80 threshold. Several areas improved slightly, but more sections decreased. 

The researcher asked participants to review the tool and provide feedback. Several 

participants voiced that the instrument was too long. Therefore, the researcher removed 

items that did not connect with at least one of the hypotheses for the study. The 

researcher decreased the instrument from 26 items to 20 items based on the pilot study 

participants’ feedback. Of the six items for statistical analysis (items 13–18), the range of 

reliability indexes was .833–.961, all above the threshold for internal consistency 

reliability, demonstrating tool reliability. Items 1 through 10 assessed demographic 

information, and items 19 and 20 provided an area for open-ended comments related to 

job satisfaction and intent to remain in an organization.  
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Data Collection 

The researcher collected data using SurveyMonkey to examine demographic 

information and scores from the Nurse Faculty Job Satisfaction and Intent to Remain in 

the Academic Organization Instrument. The survey link was sent electronically via email 

to the nursing institution administrators for dissemination to nursing faculty in accredited 

nursing institutions in the southeastern region of the United States. The researcher also 

used the “Teachers Transforming Nursing Education” Facebook group to recruit 

additional participants. The private, national Facebook group aims to transform nursing 

education and build a community of nurse educators from across the United States. The 

researcher utilized the national audience to increase participation. The researcher 

encouraged Facebook group members to complete the survey if the inclusion criteria 

were met. The participants were permitted to skip items and withdraw from the survey at 

any time without penalty. The researcher encouraged honest responses from the 

participants, but this was not guaranteed by the participants. The data collected from 

SurveyMonkey was exported into SPSS and recoded for statistical analysis. All responses 

from the data were kept anonymous. Data collection occurred for 36 days. Data 

collection stopped after 188 participants completed the survey.  

Data Analysis 

For this research study, the researcher used descriptive and inferential statistics to 

analyze and interpret data. Descriptive statistics describes and synthesizes data using 

measures of central tendency, distribution of values, variability, and correlation with the 

use of two variables (Polit & Beck, 2018). For this study, descriptive statistics were used 

to analyze demographic information from the participants and participant responses. The 
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demographic data include the gender, birth year range, ethnicity, the highest level of 

education, type of program primarily teaching, academic rank, number of years working 

as a nurse faculty or educator, number of years with the current organization, primary 

role at the institution (administration, faculty, staff), and employment status (adjunct, 

visiting, part-time, full-time). The researcher organized the demographic data from 

SurveyMonkey into a spreadsheet, coded the data, and uploaded the data into SPSS.  

Inferential statistics are used to make inferences about a population using sample 

data (Polit & Beck, 2018). Inferential statistics also are used to test research hypotheses. 

To test hypotheses, objective data, such as the level of statistical significance, are used to 

determine whether null hypotheses should or should not be rejected. The level of 

statistical significance determines the probability of a researcher making a type one error. 

For this study, the alpha was .05.  

To test the hypotheses of the study, the researcher used inferential statistics, 

particularly correlation coefficients, to assess the relationship between the predictor 

variables (job satisfaction, opportunities for advancement, recognition, compensation, 

and interpersonal relationships) and the criterion (intent to remain). The correlation 

coefficients were used to examine the relationship and direction of two variables (Polit & 

Beck, 2018). According to Heavey (2019), the correlation test evaluates the strength and 

direction of the relationship between variables. A positive correlation demonstrates that 

as one variable increases, so does the other variable: when one variable decreases, the 

other variable decreases. A negative correlation indicates that as one variable increases, 

the other variable decreases: when one variable decreases, the other variable increases. 

Pearson's correlation coefficient uses specific criteria. The sample subjects must be 
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independent, randomly selected, and have a sample size of at least 50. There must be an 

independent group and no comparison group. The variables must be at the interval or 

ratio level of measurement, normally distributed, and homoscedasticity must be present. 

The study met all requirements for correlational research. The researcher utilized SPSS to 

determine correlation coefficients.  

Procedure 

The following measures evaluated the relationship between job satisfaction and intent 

to remain in an organization among millennial nursing faculty for this quantitative, cross-

sectional correlational study.  

1. The researcher obtained IRB approval to initiate the study.  

2. The researcher conducted a pilot study of 19 participants to provide feedback on 

the survey and test reliability and validity.  

3. The researcher analyzed the pilot study data and made appropriate modifications 

to the survey. The researcher used the revised survey for data collection. 

4. The researcher obtained permission from study sites to initiate the study. 

5. The recruitment of participants commenced by sending email invitations of the 

survey to administrators (deans, chairs, directors, or supervisors) at accredited 

nursing institutions within the southeastern region of the United States. 

6. The administrators disseminated the email invitation to potential participants.  

7. The researcher posted the participants form and survey in a Facebook group for 

nurse educators.  

8. Consent was obtained before the initiation of the survey. 
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9. Eligible participants completed the survey in SurveyMonkey. The survey was 

open for 36 days, and the researcher sent an email to administrators to remind 

participants to complete the survey two weeks before the survey closed.  

10. After the data collection period, the researcher used SPSS to analyze data with the 

previously identified statistical tests. Data were managed and protected, utilizing 

the procedures noted earlier in the chapter. 

11. The data were interpreted using statistical significance and documented in the 

results chapter. 
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CHAPTER IV  

RESULTS 

Chapter IV describes the results from the data collected from the Nurse Faculty 

Job Satisfaction and Intent to Remain in the Academic Organization Instrument. The 

purpose of the study, a list of null hypotheses, and a brief description of the participants 

begin the chapter. The statistical data report for each null hypothesis and content analysis 

follows. The chapter will conclude with a summary of the results.  

Purpose of the Study 

The purpose of this study was to evaluate the relationship between job satisfaction 

and intent to remain within an organization among millennial nursing faculty. Four 

specific aspects reflective of job satisfaction, including compensation, recognition, 

opportunities for advancement, and interpersonal relationships, evaluated the relationship 

to intent to remain in an organization. 

Null Hypotheses 

The following null hypotheses guided the study: 

H01: There is no statistically significant relationship between job satisfaction and intent to 

remain within an organization among millennial nursing faculty.   

H02: There is no statistically significant relationship between compensation and intent to 

remain within an organization among millennial nursing faculty.  

H03: There is no statistically significant relationship between recognition and intent to 

remain within an organization among millennial nursing faculty.   
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H04: There is no statistically significant relationship between opportunities for 

advancement and intent to remain within an organization among millennial nursing 

faculty.   

H05: There is no statistically significant relationship between interpersonal relationships 

and intent to remain within an organization among millennial nursing faculty.   

Description of Participants 

The researcher analyzed the demographic information of 188 millennial nursing 

faculty from accredited nursing institutions in the southeastern region of the United 

States. Table 2 Participant Demographics displays the gender, birth year range, ethnicity, 

the highest level of nursing education, program teaching responsibilities, academic rank, 

primary role, and employment status of the participants. Additionally, participants 

provided information on years of experience as a nurse faculty or educator. The mean 

was 4.76 years, the mode was 5 years, and the median was 4 years. Furthermore, 

participants listed years of employment with the current organization. The mean was 4.39 

years, the modes were 1 and 5, and the median was 4 years. Participants who indicated 

the birth year was not between 1984 and 2000 or if the primary role was administration or 

staff were disqualified from the survey. 
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Table 2 

Participant Demographics 

Characteristic       N 
Percentage 

(%) 

Frequency 

Gender      

Female  188 92.6  174 

Male  188 6.9  13 

Nonbinary  188 0.5  1 

Born between 1981 and 2000      

Yes  188 97.3  183 

No  188 2.7  5 

Ethnicity      

Asian American  188 1.6   

Black/African-American  188 6.9  13 

Hispanic/Latinx  188 1.1  2 

Native American  188 2.1  4 

White  188 89.9  169 

Highest level of nursing education      

Associate Degree in Nursing (ADN)  188 0.5  1 

Bachelor of Science in Nursing 

(BSN) 
 188 7.4 

 
14 

Master of Science (MS)  188 2.1  4 

Master of Science in Nursing (MSN)  188 65.4  123 

Doctoral degree (PhD, EdD, DNP, 

DNS) 
 188 24.5 

 
46 

Program teaching responsibility      

Associate Degree   188 47.3  89 

Bachelor’s Degree   188 43.6  82 

Master’s Degree  188 3.2  6 

Doctoral Degree  188 3.7  7 

Other  188 2.1  4 

Academic Rank      

Instructor  186 34.6  65 

Clinical instructor  186 11.2  21 

Lecturer  186 3.7  7 

Senior lecturer  186 0.5  1 

Assistant Professor   186 23.9  45 

Associate Professor  186 8  15 

Professor  186 7.4  14 

Adjunct Professor  186 4.3  8 

Other  186 5.3  10 

Primary role      

Faculty  187 92.6  174 

Administration  187 5.3  10 
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Staff 

 

 

 

187 

 

 

1.6 

 

 

 

 

 

3 

Employment status      

Adjunct  188 9.6  18 

Visiting  188 0.5  1 

Part-time  188 2.1  4 

Full-time  188 87.8  165 

 

Results 

H01: There is no statistically significant relationship between job satisfaction and 

intent to remain within an organization among millennial nursing faculty.  

 

 The researcher used descriptive statistics and inferential statistics to analyze the 

hypothesis. Table 3, Job Satisfaction Descriptive Statistics, demonstrates the combined 

mean for each variable for the job satisfaction item series. Using Pearson’s correlation 

coefficient, statistical analysis indicated that job satisfaction and intent to remain within 

an organization among millennial nursing faculty had a moderate, strong, positive 

correlation, r(149) = .693, p < .001. The results reveal a p-value less than the alpha value 

(.05), indicating a statistically significant relationship. Therefore, the researcher rejected 

the null hypothesis.  
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Table 3 

Job Satisfaction Descriptive Statistics 

Question item 
n Minimum Maximum Mean 

Std. 

deviation 
I am willing to put in a great deal of 

effort beyond what’s normally 

expected to help this academic 

organization be successful. 

151 1.00 7.00 6.0464 1.18512 

      

I talk up this academic organization 

to my friends as a great place to 

work for. 

 

151 1.00 7.00 5.7285 1.58297 

I would accept almost any type of 

job assignment to keep working for 

this academic organization. 

 

151 1.00 7.00 4.1457 1.98460 

I find that my values and the 

organization’s values are very 

similar. 

151 1.00 7.00 5.3907 1.62059 

      

I am proud to tell others that I am 

part of this academic organization. 
150 1.00 7.00 5.9933 

 

1.41182 

      

This academic organization really 

inspires the very best in me in the 

way of job performance. 

151 1.00 7.00 

 

5.3311 

 

1.69596 

      

I am extremely glad that I chose 

this academic organization to work 

for over others I was considering at 

the time I joined. 

151 1.00 7.00 5.6026 1.56239 

      

I really care about the fate of this 

academic organization. 
150 1.00 7.00 6.1133 1.26670 

For me, this is the best of all 

possible organizations for which to 

work. 

151 1.00 7.00 4.9603 1.86505 

      

All in all, I am satisfied with my 

job. 
150 1.00 7.00 5.4667 1.68955 

      

In general, I don’t like my job. 150 1.00 7.00 2.3400 1.70994 

      

In general, I like working here. 151 1.00 7.00 5.6755 1.58556 
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Content Analysis 

 Two items on the instrument allowed participants to share open-ended comments 

about job satisfaction and intent to remain within an organization. Table 4 Descriptive 

Statements from Participants outlines the overarching themes and participant statements 

related to the themes. A total of 59 participants responded to the open-ended question 

related to job satisfaction (item 19). Content analysis from the job satisfaction item 

revealed themes of overall job satisfaction, inadequate compensation, inappropriate or 

overwhelming workload, lack of leadership and administrative support, and positive 

workplace relationships. A total of 46 participants responded to the open-ended question 

related to intent to remain (item 20). Content analysis from the intent to remain item 

revealed themes of intent to leave for personal reasons, lack of adequate compensation, 

and after completion of education preparation or degree attainment. There was also a 

theme of remaining with the employer in the foreseeable future. The themes were 

identified using the word cloud feature in SurveyMonkey and authenticated by the 

researcher while reviewing the results.  
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Table 4 

Descriptive Statements from Participants 

Themes Participant statements 

  

Overall job satisfaction “Thoroughly enjoy my job” 

 

“I love my job and feel lucky to work at my organization. 

I’ve been the youngest employee on the nursing faculty 

(since when I started at 27) for the last 7 years. I have 

always felt welcome, appreciate, and inspired by my co-

workers. It is difficult to get a faculty position and I feel 

extremely grateful to land this amazing job as a nurse 

Educator doing what I love.”  

 

“They are encouraging me to continue my education to 

move up in the organization because they show me I am 

valued” 

 

Inadequate compensation “I work at a small college, and while I like it there, the 

biggest detriment is the pay. I can work at an institution in 

the same city for significantly more money.” 

 

“Pay does not reflect the amount of work and 

responsibility we have to keep the program running.” 

 

“The pay is not comparable to those of our newly 

graduated nursing students (ASN) starting pay.” 

 

Inappropriate or overwhelming 

workload 

“Pay and rewards are in no way a reflection of experience 

and workload. We are educating the workforce that can 

easily made double our salary 1 year after graduation.”  

 

Lack of leadership and 

administrative support 

“The Poor leadership style has crushed morale during the 

pandemic in addition to implementing new curriculum has 

caused a great amount of staff turnover. We have a small 

team of 12 and 3 people have recently quit.”  

 

“Highly dissatisfied because I don’t feel much 

administrative support.” 

 

Positive workplace 

relationships  

“I am lucky to be at an institution where ALL of my co-

workers are pleasant, supportive, encouraging, and 

uplifting!” 

 

“I love my organization - there’s always one or two people 

who don’t care as much about the organization or 

teamwork but overall it’s great.”  

 

“Our leadership is good, however it’s the students and 

faculty I work with on a daily basis that make it so great!” 
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Leave for personal reasons “I will remain employed as long as possible, but I am a 

military spouse and expect to move to a different state in 

two years.”  

 

“While I do love my job, we have personal family changes 

that will happen this year which may make my future 

career up in the air” 

 

Leave for lack of adequate 

compensation 

“Our enrollment rates are down by 30%, I fear of salary 

freezes and will leave if they occur.” 

 

“I will stay because my husband works for the same 

district. Otherwise, I would leave. Bedside pays more and I 

don’t have to take work home.” 

 

“Cannot afford the cost of living for a family of 5 on the 

current salary” 

 

“I will most likely move on in 2-5 years for increased 

compensation.” 

Leave after completion of 

educational preparation or 

degree attainment 

“I'll remain at this organization at least until I finish my 

PhD, but I will definitely be open to being on job market 

for another academic position. I want to be somewhere that 

aligns with my values and my current institution is toxic.”  

 

“Once I finish my doctorate I am gone.” 

 

Remaining with the employer 

for the foreseeable future 

“I love my job and plan to stay in academic for the 

remainder of my career” 

 

“I intend to stay there until I retire (27 more years!) as long 

as I reach director, which is a goal of mine in the next 15 

years.” 

 

“I specifically obtained my MSN in order to teach at my 

current institution, it was my main career goal and I am 

very proud and satisfied at this institution. I plan to stay for 

the remainder of my career, however the allure of flexible 

hours and online instruction compels my from time to time, 

as it can be more conducive to my growing family” 

 

H02: There is no statistically significant relationship between compensation and 

intent to remain within an organization among millennial nursing faculty.  

 

 The researcher used descriptive statistics and inferential statistics to analyze the 

hypothesis. Table 5 Rewards Descriptive Statistics demonstrates the combined mean for 

each variable for the rewards item series. The researcher used two types of inferential 
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statistics tests to examine this null hypothesis. The Spearman’s rank correlation analyzed 

whether the rewards from the organization were adequate to remain in the organization. 

There was a statistically significant correlation between the two variables,                

rho(149) = .439, p < .001. The Pearson’s correlation coefficient indicated that the fairness 

and distribution of rewards had a moderate, positive correlation to intent to remain in the 

organization, r(149) = .46, p < .001. The results reveal a p-value less than the alpha level 

(.05), indicating a statistically significant relationship. Therefore, the researcher rejected 

the null hypothesis.  
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Table 5 

Rewards Descriptive Statistics 

Question item n Minimum Maximum Mean 
Std. 

deviation 

The rewards that I receive 

from my employer for 

doing my nurse faculty job 

are adequate. 

159 1.00 7.00 4.3270 1.93730 

      

To what extent are you 

fairly rewarded 

considering the 

responsibilities that you 

have? 

158 1.00 7.00 3.1139 1.16189 

      

To what extent are you 

fairly rewarded 

considering the amount of 

education and training you 

have had? 

158 1.00 7.00 3.0570 1.17968 

      

To what extent are you 

fairly rewarded given the 

amount of experience that 

you have? 

158 1.00 7.00 3.1519 1.17391 

      

To what extent are you 

fairly rewarded for the 

amount of effort that you 

put forth? 

158 1.00 7.00 2.8291 1.27291 

      

To what extent are you 

fairly rewarded for the 

work that you have done 

well? 

158 1.00 7.00 2.9494 1.19339 

      

To what extent are you 

fairly rewarded for the 

stresses and strains of your 

job? 

158 1.00 7.00 2.7089 1.16916 
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H03: There is no statistically significant relationship between recognition and intent 

to remain within an organization among millennial nursing faculty.  

 

 The researcher used descriptive statistics and inferential statistics to analyze the 

hypothesis. Table 6, Recognition Descriptive Statistics, demonstrates the combined mean 

for each variable for the recognition item series. Using Pearson’s correlation coefficient, 

statistical analysis indicated that recognition and intent to remain within an organization 

among millennial nursing faculty were moderately, positively correlated, r(149) = .38, p 

< .001. The results reveal a p-value less than the alpha value (.05), indicating a 

statistically significant relationship. Therefore, the researcher rejected the null hypothesis.  
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Table 6 

Recognition Descriptive Statistics 

Question item n Minimum Maximum Mean 
Std. 

deviation 

I can count on recognition 

when I perform well. 
151 1.00 5.00 3.1060 1.26044 

      

The only time I hear about 

my performance is when I 

screw up. 

153 1.00 5.00 3.5163 1.20909 

      

The 

dean/director/supervisor-

like person I most often 

report to, knows my 

strengths and lets me know 

it. 

152 1.00 5.00 3.5395 1.10915 

      

The 

dean/director/supervisor-

like person I most often 

report to is quick to 

recognize good 

performance. 

152 1.00 5.00 3.3553 1.23099 

 

H04: There is no statistically significant relationship between opportunities for 

advancement and intent to remain within an organization among millennial nursing 

faculty.  

 

 The researcher used descriptive statistics and inferential statistics to analyze the 

hypothesis. Table 7, Opportunities for Advancement Descriptive Statistics, demonstrates 

the combined mean for each variable for the opportunities for advancement item series. 

Statistical analysis utilizing Pearson’s correlation coefficient indicated that opportunities 

for advancement and intent to remain within an organization among millennial nursing 

faculty were moderately, positively correlated, r(149) = .343, p < .001. The results reveal 
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a p-value less than the alpha value (.05), indicating a statistically significant relationship. 

Therefore, the researcher rejected the null hypothesis. 

Table 7 

Opportunities for Advancement Descriptive Statistics 

Question item n Minimum Maximum Mean 
Std. 

deviation 

Besides formal training 

and development 

opportunities, to what 

extent has your 

dean/director/supervisor-

like person you most often 

report to, helped to 

develop your skills by 

providing you with 

challenging job 

assignments? 

154 1.00 7.00 4.6299 1.76365 

      

Regardless of your 

faculty’s policy on training 

and development, to what 

extent has your 

dean/director/supervisor-

like person you most often 

report to, made a 

substantial investment in 

you by providing formal 

training and development 

opportunities? 

154 1.00 7.00 4.3117 1.94875 

      

In my nurse faculty 

position, I have been 

assigned jobs that have 

enabled me to develop and 

strengthen new skills. 

154 1.00 7.00 5.1234 1.64228 
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H05: There is no statistically significant relationship between interpersonal 

relationships and intent to remain within an organization among millennial nursing 

faculty.  

 

 The researcher used descriptive statistics and inferential statistics to analyze the 

hypothesis. Table 8, Interpersonal Relationships Descriptive Statistics, demonstrates the 

combined mean for each variable for the interpersonal relationships item series. Using 

Pearson’s correlation coefficient, statistical analysis indicated that interpersonal 

relationships and intent to remain within an organization among millennial nursing 

faculty were moderately, positively correlated, r(149) = .413, p < .001. The results reveal 

a p-value less than the alpha value (.05), indicating a statistically significant relationship. 

Therefore, the researcher rejected the null hypothesis.  
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Table 8 

Interpersonal Relationships Descriptive Statistics 

Question item n Minimum Maximum Mean 
Std. 

deviation 

How much does your 

dean/director/supervisor-

like person you most often 

report to, go out of his or 

her way to do things to 

make your work life easier 

for you? 

151 1.00 4.00 2.6093 1.11937 

      

How easy is it to talk to 

your 

dean/director/supervisor-

like person you most often 

report to? 

150 1.00 4.00 3.2067 .90707 

      

How much can your 

dean/director/supervisor-

like person you most often 

report to, be relied on 

when things get tough at 

work? 

151 1.00 4.00 3.0397 1.05755 

      

How much do your co-

workers go out of their 

way to do things to make 

your work life easier? 

150 1.00 4.00 3.0933 .90001 

      

How easy is it to talk to 

your co-workers? 
150 1.00 4.00 3.5133 .73033 

      

How much can your co-

workers be relied on when 

things get tough at work? 

151 1.00 4.00 3.3113 .86553 

 

Summary 

 The predictor variables for this study were job satisfaction, compensation, 

recognition, opportunities for advancement, and interpersonal relationships. The criterion 
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was intent to remain in an organization. The results of this quantitative, correlational 

study revealed that the predictor variables and the criterion had a statistically significant 

relationship. The content analysis from the survey revealed several themes, including 

overall job satisfaction, inadequate compensation, overwhelming workload, lack of 

leadership and administrative support, enjoyment and fulfillment in teaching future 

nurses, positive workplace relationships with co-workers, remaining with the employer 

until retirement; and intent to leave for personal reasons, lack of adequate compensation, 

administrative leadership, and completion of education preparation or degree attainment.  
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CHAPTER V 

DISCUSSION 

 Chapter V provides a summary and interpretation of the results of this study. The 

chapter begins with an overview of the study, a discussion of results, and problems 

encountered in the research process. Implications of the findings in nursing education, 

practice, and policy provide future directions from the study findings. The chapter 

concludes with the limitations of the study, recommendations for future research, and a 

conclusion statement. 

Summary of the Study 

 Understanding the influential factors for job satisfaction and intent to remain in an 

organization is more critical now than ever to employ and retain employees. As the 

millennial generation surges in nursing leadership and academia, an organization must 

understand the factors that millennial nursing faculty view as essential to achieve job 

satisfaction and remain employed. The purpose of the study was to evaluate the 

relationship between job satisfaction and intent to remain within an organization among 

millennial nursing faculty. Four aspects of job satisfaction, including compensation, 

recognition, opportunities for advancement, and interpersonal relationships, evaluated the 

relationship to intent to remain in the organization. The researcher utilized a quantitative, 

cross-sectional, correlational design to evaluate the hypotheses of this study. Herzberg's 

motivation and hygiene theory guided the study. 

 The researcher sent the Nurse Faculty Job Satisfaction and Intent to Remain in the 

Academic Organization Instrument to 31 nursing administrators of accredited nursing 

institutions in the southeastern region of the United States. The nurse administrators then 



116  

disseminated the survey to eligible participants. The researcher posted a link to the survey 

and participants form on a Facebook group for nurse educators to increase response rates. 

A total of 188 participants completed the survey. The researcher encouraged snowball 

recruitment, as participants shared the link with other eligible participants. Then, the data 

from the survey was exported into SPSS for statistical analysis. The researcher used 

descriptive and inferential statistics, particularly correlation coefficients, to analyze the 

data. 

 The results from the study indicated that the predictor variables and criterion had 

statistically significant relationships. Themes from the content analysis revealed overall 

job satisfaction, overwhelming workload, inadequate compensation, lack of leadership 

and administrative support, enjoyment and fulfillment in teaching future nurses, and 

positive workplace relationships. Regarding intent to remain, the content analysis 

revealed themes of remaining with the employer until retirement; intent to leave for 

personal reasons, lack of adequate compensation, and administrative leadership; and 

completion of education preparation for degree attainment. The findings from this study 

provide rich perceptions from millennial nursing faculty regarding job satisfaction and 

intent to remain in the workplace, further explaining the needs of this population in the 

workplace. 

Discussion of Results 

H01: There is no statistically significant relationship between job satisfaction and 

intent to remain within an organization among millennial nursing faculty.  

 

 The study results revealed a statistically significant relationship between job 

satisfaction and intent to remain within an organization among millennial nursing faculty, 

indicating that, in general, the more satisfied the participants were, the more likely the 
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intent to remain in the organization. The existing literature further supports the findings 

of this hypothesis. Derby-Davis (2014) found similar findings that hygiene and 

motivation factors, reflective of job satisfaction, had a moderate, positive correlation to 

intent to remain. In a study of nurse educators, Ferron and Tourangeau (2017) identified 

positive correlations between job satisfaction and intent to remain; this study also 

indicated that job satisfaction is the strongest indicator of the intent to remain. Herzberg's 

motivation and hygiene theory proposes that increased motivation factors improve job 

satisfaction, and decreased hygiene factors increase job dissatisfaction (Alshmemri et al., 

2017).  As the motivation factors increase, job satisfaction is present. However, when 

hygiene factors increase, job dissatisfaction decreases. As the data indicates, the intent to 

remain increases as the job satisfaction variable increases. 

H02: There is no statistically significant relationship between compensation and 

intent to remain within an organization among millennial nursing faculty.  

 

 The results of this study indicated a statistically significant relationship between 

rewards and fairness and distribution of rewards and intent to remain, indicating that 

when compensation increases, so does the intent to remain in an organization. The 

findings were supported by a similar study by Dalby and colleagues (2020), which 

showed that opportunities for higher compensation is a reason for nursing faculty to leave 

an organization. Compensation and salary were considered significant factors of job 

dissatisfaction among nursing faculty (Bittner & O'Connor, 2012; Thies & Serratt, 2018; 

Westphal et al., 2016). Westphal and colleagues (2016) identified that part-time and   

full-time nursing faculty view compensation as the least satisfying aspect of the job. 

Furthermore, lack of compensation is a major disincentive for remaining within an 

organization (Tourangeau et al., 2015). Herzberg's motivation and hygiene theory 
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suggests that decreased hygiene factors increase job dissatisfaction (Alshmemri et al., 

2017). When hygiene factors increase, such as compensation, job dissatisfaction 

decreases. As the data indicate, the intent to remain increases as the compensation 

variable increases. 

H03: There is no statistically significant relationship between recognition and intent 

to remain within an organization among millennial nursing faculty.  

 

 Study findings revealed a statistically significant relationship between recognition 

and intent to remain in an organization among millennial nursing faculty, indicating that 

as recognition increases, so does the intent to remain in an organization. In a qualitative 

study, Waltz and colleagues (2020) identified similar findings, suggesting that millennial 

nurses thrive on written and verbal recognition from clients and administrative leaders in 

the workplace. Written and verbal recognition lead to higher levels of job satisfaction. 

Additionally, formal and informal recognition practices were associated with higher 

levels of job satisfaction and intent to remain (Ferron & Tourangeau, 2017). Motivation 

factors, including recognition, had a moderate, positive correlation with intent to stay as a 

nursing faculty working in academia. Herzberg's motivation and hygiene theory suggests 

that motivation factors improve job satisfaction and must be consistent to sustain job 

satisfaction (Alshmemri et al., 2017). As the motivation factors increase, such as 

recognition, job satisfaction is present. As the data indicates, the intent to remain 

increases as the recognition variable increases. 

H04: There is no statistically significant relationship between opportunities for 

advancement and intent to remain within an organization among millennial nursing 

faculty.  

 

 The study results denote a statistically significant relationship between 

opportunities for advancement and intent to remain within an organization among 
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millennial nursing faculty, indicating that as opportunities for advancement increase, the 

intent to remain in an organization increases. The study findings are consistent with 

existing literature. Anselmo-Witzel et al. (2017) identified that an organization that 

provides professional development opportunities for personal and professional growth is 

vital for job satisfaction. Millennial nurses genuinely value the opportunity for 

advancement in the workplace for career development (Barutcu & Ergin, 2017; 

Tourangeau et al., 2015). However, millennial nurses report barriers to exploring 

opportunities for advancement, including financial constraints, time burdens, and 

acknowledging advancement as a low priority at this stage of the career (Waltz et al., 

2020). Additionally, the prospects for external career opportunities impact intent to 

remain in an organization (Ferron & Tourangeau, 2017). Herzberg's motivation and 

hygiene theory states that motivation factors increase job satisfaction and must be 

sustained to remain satisfied (Alshmemri et al., 2017). As the motivation factors increase, 

such as opportunities for advancement, job satisfaction is present. As the data indicates, 

the intent to remain increases as the opportunities for advancement variable increases. 

H05: There is no statistically significant relationship between interpersonal 

relationships and intent to remain within an organization among millennial nursing 

faculty.  

 

 The results of this study reveal a statistically significant relationship between 

interpersonal relationships and intent to remain in an organization among millennial 

nursing faculty, indicating that as interpersonal relationships increase, so does the intent 

to remain in an organization. The findings from this study correlate with the existing 

literature. Owens (2017) and Waltz et al. (2020) found similar findings supporting 

millennial nurses view relationships with supervisors and peers as an influential factor of 
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the intent to remain in an organization. Similarly, Candela et al. (2015) and Ferron and 

Tourangeau (2017) found that support from direct leaders and supervisors contributed to 

overall job satisfaction and high levels of intent to remain. Worthy and colleagues (2020) 

demonstrated a positive association between deans' transformational and transactional 

leadership styles and employees' job satisfaction. A laissez-faire leadership style of a 

dean was the lowest significant predictor of job satisfaction. Negative interpersonal 

relationships can also affect job satisfaction and intent to remain within an organization. 

Research explains that a lack of respect and incivility from peers impacted job 

satisfaction, work-life balance, and intent to remain (Owens, 2017; Tourangeau et al., 

2015). Additionally, millennial nurses reported a lack of respect from baby boomer 

colleagues due to a perceived lack of experience (Waltz et al., 2020). Herzberg's 

motivation and hygiene theory suggests that diminished hygiene factors increase job 

dissatisfaction (Alshmemri et al., 2017). However, job dissatisfaction decreases when 

hygiene factors increase, such as interpersonal relationships. As the data indicates, the 

intent to remain increases as the interpersonal relationship variable increases. 

Problems Encountered in the Research Process 

 The researcher encountered issues during the recruitment stage of the study. 

When requesting permission to disseminate the survey, many institutions denied the 

request due to other institutional priorities, for example, managing the COVID-19 

pandemic, upcoming accreditation visits, and other research priorities. Moreover, 

organizations reported the employment of no millennial nursing faculty at the institution. 

Additionally, the recruitment method of sending the email to nurse administrators to 

disseminate to eligible participants yielded minimal participation. Therefore, the 
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researcher received an amendment approval from the institutional IRB to recruit 

participants via social media, as the millennial generation is a technologically savvy, 

socially confident, and social media present generation (Clark, 2017). After approval, an 

additional 155 participants completed the survey. 

Implications 

Nursing Education 

 Millennial nursing faculty can narrow the nursing faculty shortage considerably 

and make significant contributions to nursing education. The first step is to develop 

effective and efficient recruitment strategies to enhance retention. Nursing institutions 

should heavily recruit millennial nurses to enroll in graduate degree programs to increase 

diversity among nursing faculty. Nursing institutions can use incentives such as applying 

previous credits towards degree completion, providing funding to attend school, and 

assisting with employment after graduation as a nursing faculty. Developing a graduate 

student support group to discuss trends in nursing education such as compensation 

expectations, job satisfaction, opportunities for professional development, interpersonal 

relationships in the workplace, and recognition expectations is vital. Additionally, 

nursing institutions should set expectations for interpersonal relationships, opportunities 

for advancement, recognition practices, and compensation during the onboarding process. 

These expectations can keep the employee engaged in the future of the organization, 

potentially increasing the intent to remain.  

 Millennial nursing faculty experience improved job satisfaction when recognized 

as future leaders in nursing education requiring support rather than inexperienced     

entry-level nursing faculty, indicating the effect of recognition practices. Increasing the 
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number of adjunct or part-time nurse educator positions provides an opportunity to 

advance in nursing education while meeting institutional needs. The proximity in age of 

millennial nurse faculty to current students can improve the students' motivation to learn, 

participation in lifelong learning, and the interpersonal relationships between the students 

and faculty. For example, the millennial nurse faculty may use teaching strategies and 

colloquialisms of current students to develop and improve interpersonal relationships 

with students, improving job satisfaction and intent to remain. Team teaching enhances 

job satisfaction and interpersonal relationships to improve student learning outcomes and 

teaching effectiveness. Nursing institution administrators should provide support, 

recognition, and adequate compensation to complete continuing education or an 

additional certification to better equip the millennial nurse faculty for the nurse educator 

and academic leadership roles and facilitate evidence-based teaching strategies. When 

faculty are emotionally connected and committed to the organization, it can increase job 

satisfaction, the intent to remain, productivity, student outcomes, program outcomes, and 

organizational outcomes. Implementing these strategies improves job satisfaction and 

intent to remain. The strategies can provide the millennial nurse faculty the growth and 

sustainability in nursing academia to transform nursing education to new heights.  

Nursing Practice 

 The study has several implications for nursing practice. Completing advanced 

education courses in a doctoral program provides an opportunity for advancement and 

could improve nursing practice through research. However, administrators must be 

willing to provide employees with financial support, flexibility in schedules and 

workloads, and administrative recognition and approval to achieve job satisfaction while 
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completing advanced education. When millennial nursing faculty are satisfied with the 

position, within the clinical learning environment, millennial nursing faculty are more 

equipped to improve the future nursing practice of the students and the surrounding staff. 

Additionally, improvements in job satisfaction could allow for increased enrollment of 

students to increase the number of future nurses entering practice.  

Nursing Policy 

 Nursing faculty and nursing institution administrators are at the forefront of 

instituting policy change in nursing education. The AACN (2020) reports that 

incomparable compensation between nursing faculty and nurses in clinical practice is a 

significant driver of the national nurse faculty shortage. In the content analysis, many 

faculty voiced uneasiness that the recent graduates from an undergraduate program are 

making equal or more pay. Nursing faculty can lobby for higher compensation for 

nursing education to be a competitive career choice. Furthermore, the federal and state 

government can increase funding and the visibility of programs that provide millennial 

nursing faculty the opportunity to advance in the profession.  

Nursing institution administrators must build strong mentorship programs, 

develop sustainable succession plans, and encourage collegiality among colleagues to 

improve job satisfaction and intent to remain. A buddy system can be helpful to improve 

interpersonal relationships in the workplace. Nurse administrators should use 

performance management principles and policies to form equitable, unbiased decisions 

on compensation based on employee and organizational effectiveness. Leaders in nursing 

education can use the data from this study to create and implement equitable policies on 
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compensation, communication, civility, recognition, and opportunities for advancement 

tailored to millennial nursing faculty. 

Limitations 

 There are a few limitations to the study. The sampling method of this study, 

convenience sampling, increased the risk of bias for the study. Another limitation is that 

the correlational research method does not identify causal relationships between the 

variables. Additionally, the survey was open during the winter break for most institutions; 

therefore, the holidays could have impacted response rates. The study is not generalizable 

to diversity in ethnicity, gender, and regions of the United States. 

Recommendations for Future Research 

 To enhance the body of knowledge about job satisfaction and intent to remain in 

an organization among millennial nursing faculty requires additional research. Qualitative 

exploration can further explain how the predictor variables influence the intent to remain. 

Replicating the study on a national level improves the generalizability of the data. A 

longitudinal study can examine the relationship between job satisfaction, compensation, 

opportunities for advancement, recognition, and interpersonal relationships, and intent to 

remain in an organization among millennial nursing faculty over an extended time. As the 

sample in this study included predominantly White women, exploring job satisfaction and 

intent to remain among underrepresented millennial nursing faculty adds to the body of 

knowledge on the topic. Future research can replicate the study to examine other 

motivation and hygiene factors of job satisfaction among millennial nursing faculty, such 

as supervision, job security, the workload, responsibility, achievement, working 

conditions, and policies and administration against the intent to remain. 



125  

Conclusion 

 The purpose of this study was to evaluate the relationship between job satisfaction 

and intent to remain within an organization among millennial nursing faculty. Four 

specific aspects reflective of job satisfaction, including compensation, recognition, 

opportunities for advancement, and interpersonal relationships, were used to evaluate the 

relationship to intent to remain in an organization. A systematic review of the literature 

revealed information surrounding four themes, job satisfaction, intent to remain, the 

millennial nurse, and generational differences among nursing faculty. With a quantitative, 

cross-sectional, correlational research design, the findings from this study revealed a 

statistically significant relationship between job satisfaction, compensation, opportunities 

for advancement, recognition, and interpersonal relationships, and intent to remain in an 

organization among millennial nursing faculty. The study findings validate the theoretical 

underpinnings of Herzberg’s motivation and hygiene theory, indicating that certain 

factors can either increase job satisfaction or increase job dissatisfaction with significant 

implications for nursing education, practice, and policy. Further research should focus on 

examining other hygiene and motivation factors for millennial nursing faculty, increasing 

participant diversity, and gathering qualitative data regarding motivation and hygiene 

factors from millennial nursing faculty. The study aims to advance the knowledge of 

elements millennial nursing faculty view as imperative to achieve job satisfaction and 

remain with an organization.  

The AACN (2020) reported that the ominous nurse faculty shortage has the 

potential for detrimental effects on the nursing profession. Several factors influence this 

issue, such as the increasing age of nursing faculty, impending nursing faculty 
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retirements, incomparable compensation to clinical areas, and fewer master’s and 

doctorally prepared nurses. For this reason, there is a rise in the impetus to recruit and 

retain millennial nurses to nursing education. However, millennial nursing faculty need 

recognition and acknowledgment, opportunities for advancement, work-life balance, 

adequate compensation for workload, and solid mentorships and relationships to feel 

supported in the workplace. While the results of this study do not indicate cause and 

effect relationships, nursing administrators should examine the data to create a positive 

work environment and culture for millennial nursing faculty.  

As millennial nursing faculty identified elements required to remain in an 

academic institution, it is essential to note that one nursing institution alone cannot solve 

this issue. Collaboration from the government, nursing institutions, universities, 

healthcare practice partners, and millennial nurse leaders is required to advance 

millennial nursing faculty in academia and narrow the nurse faculty shortage. With this 

data, nursing institution administrators can develop a comprehensive plan tailored to 

improve job satisfaction and intent to remain in an organization of millennial nursing 

faculty. Until the nursing profession and society address the gaps, the nursing faculty 

shortage will increase.  
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APPENDIX A 

EMAIL INVITATION TO ADMINISTRATORS 

 

Dear Nursing Education Administrator, 

My name is Kristie Davis-Collins, and I am a doctoral student at the Joseph and Nancy 

Fail School of Nursing at William Carey University. I seek your assistance to gather 

information about job satisfaction levels and the intention to remain in an organization 

among millennial nursing faculty.  

I am seeking participants that are millennial nursing faculty, born between January 1, 

1981, and December 31, 2000, employed at a Commission on Collegiate Nursing 

Education (CCNE), Accreditation Commission for Education in Nursing (ACEN), or 

Commission for Nursing Education Accreditation (CNEA) accredited nursing institution 

within the southeastern region of the United States. I ask that you, or the person who 

directly supervises nursing faculty meeting the inclusion criteria at your institution, share 

the recruitment email below with your nursing faculty members so that they may have the 

opportunity to participate in this study by completing an anonymous survey. 

This research study was approved by William Carey University’s Institutional Review 

Board (IRB) on September 30, 2021 (IRB Approval number 2021-051). If you have any 

questions or concerns regarding the study, please contact me at 

kcollins479435@student.wmcarey.edu or 301-980-8578. You can also contact my major 

professor, Dr. Rowena Elliott at relliott@wmcarey.edu. If you have questions about the 

participant’s rights in this study, you may contact the William Carey University IRB by 

phone at (601) 318-6778 or by email at irb@wmcarey.edu.  

Thank you for your time and consideration, 

Kristie Davis-Collins, MSN-Ed., RN, CNE 

Joseph and Nancy Fail School of Nursing 

William Carey University 

710 William Carey Parkway 

Hattiesburg, MS 39401 
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APPENDIX B 

PARTICIPANT EMAIL INVITATION FOR THE STUDY 

Dear Participant,  

 

My name is Kristie Davis-Collins, and I am a doctoral student in the Joseph and Nancy 

Fail School of Nursing at William Carey University. I am conducting research for my 

doctoral dissertation study to explore the relationship between job satisfaction and intent 

to remain in an organization among millennial nursing faculty. To participate in this 

study, you must be considered a millennial nursing faculty, born between January 1, 

1981, and December 31, 2000, employed at a Commission on Collegiate Nursing 

Education (CCNE), Accreditation Commission for Education in Nursing (ACEN), or 

Commission for Nursing Education Accreditation (CNEA) accredited nursing institution 

within the southeastern region of the United States, and can read and comprehend 

English. If you are a nurse educator working with a private company, clinical education 

in a health care agency, and have a 50% or greater workload as an administrator in 

nursing academia, you are ineligible for participation in this study. The results from the 

study aim to provide clarity on what factors cause millennial nursing faculty to remain 

employed in an academic organization to implement specific strategies to retain 

millennial nurse educators.  

 

The survey will take about 15-20 minutes to complete and participation in this study is 

completely voluntary. Completing the online survey implies your consent to participate. 

You can skip questions or withdraw from the survey at any time by not submitting 

responses without penalty. Any data gathered from this survey will be kept anonymous 

and data are recorded in groups for research purposes. No identifiable information will be 

disclosed if the study is to be published. All data will be managed on a password-

protected, encrypted external hard drive device and only the researcher and the 

dissertation committee will have access to the data. The data will be stored for five years 

after the conclusion of the study and then destroyed by deletion and erasing of all 

information. There are minimal risks for participating in this survey. There is no cost to 

participate in this study.  

 

When you are completing this survey, think of the academic organization where you 

primarily work. Your honesty when completing the survey is greatly appreciated. Please 

complete the survey only once. If you qualify for and complete the study, you can win 

one of two $35 eGift Visa cards. If you would like to enter the raffle, submit your email 

address at the end of the survey. The winners will receive the gift card after data 

collection is complete. Email information will not be used for any other purpose. 

 

William Carey University’s Institutional Review Board (IRB) approved this study on 

September 30, 2021 (IRB Approval number 2021-051). If you have any questions or 

concerns regarding the study, please contact me at kcollins479435@student.wmcarey.edu 

or 301-980-8578. You can also contact my major professor, Dr. Rowena Elliott, at 

relliott@wmcarey.edu. If you have questions about your rights as a participant in this 
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study, you may contact the William Carey University IRB by phone at (601) 318-6778 or 

by email at irb@wmcarey.edu.  

 

Thank you for your time and consideration in this research opportunity. Your 

contribution may not have a direct benefit, but it will help advance nursing education and 

the needs of millennial nursing faculty. Please complete the survey, if you are eligible, at 

https://www.surveymonkey.com/r/JS6X97D. Please submit the survey by January 21, 

2022. 

 

Thank you in advance for your participation in this study. 

 

Kristie Davis-Collins, MSN-Ed., RN, CNE 

Joseph and Nancy Fail School of Nursing 

William Carey University 

710 William Carey Parkway 

Hattiesburg, MS 39401 
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APPENDIX C 

SOCIAL MEDIA POST TO FACEBOOK GROUP 

 

Hello Nurse Educators!  

Calling all millennial nursing faculty! 

My name is Kristie Davis-Collins, and I am a doctoral student at William Carey 

University School of Nursing in Hattiesburg, Mississippi. As part of my doctoral 

dissertation, I am seeking your participation to gather information about job satisfaction 

levels and the intention to remain in an organization among millennial nursing faculty. 

The results from the study aim to provide clarity on what factors cause millennial nurse 

faculty to remain employed in an academic organization to implement specific strategies 

to retain millennial nurse educators. 

I am seeking participants that are millennial nursing faculty (full-time, part-time, or 

adjunct), born between January 1, 1981, and December 31, 2000, employed at a 

Commission on Collegiate Nursing Education (CCNE), Accreditation Commission for 

Education in Nursing (ACEN), or Commission for Nursing Education Accreditation 

(CNEA) accredited nursing institution within the southeastern region of the United 

States. The anonymous survey will take about 15-20 minutes to complete, and 

participation in this study is completely voluntary. You can skip questions or exit the 

survey at any time by not submitting responses or exiting the survey link without penalty.  

Completing the online survey implies your consent to participate in the study. In return 

for your time, participants are eligible to win one of two $35 Visa eGift cards! You can 

click on the attached participant form for more information about the study!  

This research study was approved by William Carey University’s Institutional Review 

Board (IRB) on September 30, 2021 (IRB Approval number 2021-051). If you have any 

questions or concerns regarding the study, please contact me at 

kcollins479435@student.wmcarey.edu.  

The link to the survey is: https://www.surveymonkey.com/r/JS6X97D  

Thank you for your time and consideration, 

Kristie Davis-Collins 
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APPENDIX E 

CITI TRAINING MODULES 
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APPENDIX F 

NURSE FACULTY JOB SATISFACTION AND INTENT TO REMAIN IN THE 

ACADEMIC ORGANIZATION INSTRUMENT 

 

Dear Participant,  

My name is Kristie Davis-Collins, and I am a doctoral candidate in the Joseph and 

Nancy Fail School of Nursing at William Carey University. I am conducting research 

for my doctoral dissertation study to explore the relationship between job satisfaction 

and intent to remain in an organization among millennial nurse faculty. To participate 

in this study, you must be considered a millennial nurse faculty (adjunct, part-time, or 

full-time), born between January 1, 1981, and December 31, 2000, employed at a 

Commission on Collegiate Nursing Education (CCNE), Accreditation Commission for 

Education in Nursing (ACEN), or Commission for Nursing Education Accreditation 

(CNEA) accredited nursing institution within the southeastern region of the United 

States, and can read and comprehend English. If you are a nurse educator working 

with a private company, clinical education in a health care agency, and have a 50% or 

greater workload as an administrator in nursing academia, you are ineligible for 

participation in this study. The results from the study aim to provide clarity on what 

factors cause millennial nurse faculty to remain employed in an academic organization 

to implement specific strategies to retain millennial nurse educators.  

The survey will take about 15-20 minutes to complete, and participation in this study 

is completely voluntary. Completing the online survey implies your consent to 

participate in the study. You can skip questions or exit the survey at any time by not 

submitting responses or exiting the survey link without penalty. Any data gathered 

from this survey will be kept anonymous, and data are recorded in groups for research 

purposes. No identifiable information will be disclosed if the study is to be published. 

All data will be managed on a password-protected, encrypted external hard drive 

device and only the researcher and the dissertation committee will have access to the 

data. The data will be stored for five years after the conclusion of the study and then 

properly destroyed by deletion and erasing of all information. There are minimal risks 

for participating in this survey. There is no cost to participate in this study.  

When you are completing this survey, think of the academic organization where you 

primarily work. Your honesty when completing the survey is greatly appreciated. 

Please complete the survey only once. If you qualify for and complete the study, you 

are eligible to win one of two $35 eGift Visa cards. If you would like to enter the 

raffle, submit your email address at the end of the survey. The winners will receive the 

gift card via email after data collection is complete. 

This research study was approved by William Carey University’s Institutional Review 

Board (IRB) on September 30, 2021 (IRB Approval number 2021-051). If you have 

any questions or concerns regarding the study, please contact me at 

kcollins479435@student.wmcarey.edu or 301-980-8578. You can also contact my 

major professor, Dr. Rowena Elliott at relliott@wmcarey.edu. If you have questions 
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about your rights as a participant in this study, you may contact the William Carey 

University IRB by phone at (601) 318-6778 or by email at irb@wmcarey.edu.  

Thank you for your time and consideration in this research opportunity. Your 

contribution may not have a direct benefit, but it will help to advance the field of 

nursing education and the needs of millennial nurse faculty. Please complete the 

survey, if you are eligible, at https://www.surveymonkey.com/r/JS6X97D.  Please 

submit the survey by January 21, 2022. 

Thank you in advance for your participation in this study. 

 

Kristie Davis-Collins, MSN-Ed., RN, CNE 

Joseph and Nancy Fail School of Nursing 

William Carey University 

710 William Carey Parkway 

Hattiesburg, MS 39401 
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PART II: JOB SATISFACTION 

Minnesota Satisfaction Questionnaire  

On this page you will find statements about your present job. 

• Read each statement carefully. 

• Decide how satisfied you feel about the aspect of your job described by the statement. 

 

Description of selections: 

 

• Very Satisfied means I am very satisfied with this aspect of my job. 

• Satisfied means I am satisfied with this aspect of my job. 

• Neutral means I can't decide whether I am satisfied or not with this aspect of my job. 

• Dissatisfied means I am dissatisfied with this aspect of my job. 

• Very Dissatisfied means I am very dissatisfied with this aspect of my job. 

 

Question 11: 

On my present job, this is 

how I feel about… 

Very 

Dissatisfied 
Dissatisfied Neutral Satisfied 

Very 

Satisfied 

Being able to keep busy all 

the time 
1 2 3 4 5 

The chance to work alone on 

the job 
1 2 3 4 5 

The chance to do different 

things from time to time 
1 2 3 4 5 

The chance to be “somebody” 

in the community 
1 2 3 4 5 

The way my boss handles 

his/her workers 
1 2 3 4 5 

The competence of my 

supervisor in making 

decisions 

1 2 3 4 5 

Being able to do things that 

don’t go against my 

conscience 

1 2 3 4 5 

The way my job provides for 

steady employment 
1 2 3 4 5 

The chance to do things for 

other people 
1 2 3 4 5 
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NURSE FACULTY JOB SATISFACTION AND INTENT TO REMAIN IN 

THE ACADEMIC ORGANIZATION INSTRUMENT CONTINUED 

The chance to tell people what 

to do 
1 2 3 4 5 

The chance to do something 

that makes use of my abilities 
1 2 3 4 5 

The way company policies are 

put into practice 
1 2 3 4 5 

My pay and the amount of 

work I do 
1 2 3 4 5 

The chances for advancement 

on this job 
1 2 3 4 5 

The freedom to use my own 

judgment 
1 2 3 4 5 

The chance to try my own 

methods of doing the job 
1 2 3 4 5 

The working conditions 
1 2 3 4 5 

The way my co-workers get 

along with each other 
1 2 3 4 5 

The praise I get for doing a 

good job 
1 2 3 4 5 

The feeling of 

accomplishment I get from the 

job 

1 2 3 4 5 

From “Manual for the Minnesota Satisfaction Questionnaire” by Weiss, D.J., Dawis, R.V., England, G.W., 

& Lofquist, L.H., 1967, Minnesota studies in vocational rehabilitation (Vol. XXII), p. 111 

(https://vpr.psych.umn.edu/sites/vpr.umn.edu/files/files/msq booklet short-form 1977.pdf) CC BY-NC 

4.0. 

  



151  

NURSE FACULTY JOB SATISFACTION AND INTENT TO REMAIN IN THE 

ACADEMIC ORGANIZATION INSTRUMENT CONTINUED 

 

PART III: INTENT TO REMAIN 

Nurse Faculty Intent to Remain Employed in the Academic Organization Scale  

Adapted from “Part-time nurse faculty intent to remain employed in the academic 

organization” by Ferron, 2013, ProQuest Dissertations and Theses Global, 

(https://tspace.library.utoronto.ca/bitstream/1807/43561/1/Ferron_Era_M_201311_PhD_t

hesis.pdf) Copyright 2013 by Era Mae Ferron. Adapted with permission. 

 

SECTION A: YOUR REWARDS   

  

The following statements concern the rewards you receive from your employer for 

performing your faculty role. Work rewards include salary, medical and retirement 

benefits; health, fitness, and childcare services, and; safe, easily accessible, and 

affordable parking. Select the answer that best reflects your response.  

 

Question 12: 

 

Statement  

  

Strongly  

Disagree  

  

  

Moderate

ly  

Disagree  

  

  

Slightly  

Disagree  

  

  

Neut

ral  

  

  

Slightly  

Agree  

  

  

Modera

tely  

Agree  

  

  

Strongly  

Agree  

  

The 

rewards 

that I 

receive 

from my 

employer 

for doing 

my nurse 

faculty job 

are 

adequate.   

  

1  

  

2  3  4  5  6  7  

 

 

 

 

 

 

 

 

 



152  

NURSE FACULTY JOB SATISFACTION AND INTENT TO REMAIN IN THE 

ACADEMIC ORGANIZATION INSTRUMENT CONTINUED 

 

Question 13:  

 

Question  Rewards 

Are  

Not At All  

Distributed 

Fairly  

Very 

Little 

Fairness  

Some  

Fairness  

Quite Fairly 

Distributed  

Rewards 

Are  

Very 

Fairly  

Distributed  

To what extent are you 

fairly rewarded 

considering the 

responsibilities that you 

have?  

1  2  3  4  5  

To what extent are you 

fairly rewarded 

considering the amount 

of education and 

training you have had?  

1  2  3  4  5  

To what extent are you 

fairly rewarded given 

the amount of 

experience that you 

have?  

1  2  3  4  5  

To what extent are you 

fairly rewarded for the 

amount of effort that 

you put forth?  

1  2  3  4  5  

To what extent are you 

fairly rewarded for the 

work that you have 

done well?  

1  2  3  4  5  

To what extent are you 

fairly rewarded for the 

stresses and strains of 

your job?  

1  2  3  4  5  
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SECTION B: YOUR OPPORTUNITIES FOR ADVANCEMENT  

  

The following section is about the opportunities for advancement within your 

organization. Select the answer that best reflects your response.  

 

Question 14: 

 

Question  

Not At 

All  

To A  

Small  

Extent  

To 

Some 

Extent  

To  

Neither  

Extent  

Some  

Extent  

A 

Large 

Extent  

A 

Very  

Large  

Extent  

Besides formal training 

and development 

opportunities, to what 

extent has your 

dean/director/supervisor-

like person you most 

often report to, helped to 

develop your skills by 

providing you with 

challenging job 

assignments?  

1  2  3  4  5  6  7  

Regardless of your 

faculty’s policy on 

training and 

development, to what 

extent has your 

dean/director/supervisor-

like person you most 

often report to, made a 

substantial investment in 

you by providing formal 

training and development 

opportunities?  

1  2  3  4  5  6  7  

In my nurse faculty 

position, I have often 

been assigned jobs that 

have enabled me to 

develop and strengthen 

new skills. 

1  2  3  4  5  6  7  
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SECTION C: YOUR RECOGNITION  

  

The following section is about the recognition you receive with your organization. Select 

the answer that best reflects your response.  

  

Question 15: 

  

Statement  
Strongly 

Disagree 
Disagree Neutral  Agree 

Strongly 

Agree 

I can count on recognition 

when I perform well.  
1 2 3  4 5 

The only time I hear about 

my performance is when I 

screw up.  

1 2 3  4 5 

The 

dean/director/supervisor-

like person I most often 

report to, knows my 

strengths and lets me know 

it.   

1 2 3  4 5 

The 

dean/director/supervisor-

like person I most often 

report to is quick to 

recognize good 

performance.  

1 2 3  4 5 
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SECTION D: YOUR WORKPLACE RELATIONSHIPS  

  

The following questions are about the support you receive from various people at work. 

Select the answer that best reflects your response.  

 

Question 16: 

 

Question Not At All A Little Somewhat Very Much 

How much does your 

dean/director/supervisor-like 

person you most often report 

to, go out of his or her way to 

do things to make your work 

life easier for you? 

1 2 3 4 

How easy is it to talk to your 

dean/director/supervisor-like 

person you most often report 

to? 

1 2 3 4 

How much can your 

dean/director/supervisor-like 

person you most often report 

to, be relied on when things get 

tough at work? 

1 2 3 4 

How much do your co-workers 

go out of their way to do things 

to make your work life easier? 

1 2 3 4 

How easy is it to talk to your 

co-workers? 
1 2 3 4 

How much can your co-

workers be relied on when 

things get tough at work? 

1 2 3 4 
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SECTION E: YOUR WORK-RELATED FEELINGS AND JOB SATISFACTION  

  

Please read each of the following statements carefully and decide if you ever feel this 

way about your nurse faculty job. Select the answer that best reflects your response.  

 

Question 17: 

 

Statement  

  

Strongly  

Disagree  

  

  

Moderately  

Disagree  

  

  

Slightly  

Disagree  

  

 
  

Neutral  

  

  

Slightly  

Agree  

  

  

Moderately  

Agree  

  

  

Strongly  

Agree  

  

 I am willing 

to put in a 

great deal of 

effort beyond 

what’s 

normally 

expected  

to help this 

academic 

organization 

be successful.   

1  2  3  

 

4  5  6  7  

I talk up this 

academic 

organization to 

my friends as a 

great place to 

work for.  

1  2  3  

 

4  5  6  7  

I would accept 

almost any 

type of job 

assignment to 

keep working 

for this 

academic 

organization.  

1  2  3  4  5  6  7  

I find that my 

values and the 

organization’s 

values are very 

similar.  

1  2  3  4  5  6  7  
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I am proud to 

tell others that 

I am part of 

this academic 

organization.  

1  2  3  4  5  6  7  

This academic 

organization 

really inspires 

the very best 

in me in the 

way of job 

performance.  

1  2  3  4  5  6  7  

I am extremely 

glad that I 

chose this 

academic 

organization to 

work for over 

others I was 

considering at 

the time I 

joined.  

1  2  3  4  5  6  7  

I really care 

about the fate 

of this 

academic 

organization.  

1  2  3  4  5  6  7  

For me, this is 

the best of all 

possible 

organizations 

for which to 

work.  

1  2  3  4  5  6  7  

All in all, I am 

satisfied with 

my job.  

1  2  3  4  5  6  7  

In general, I 

don’t like my 

job.  

 

1  2  3  4  5  6  7  
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In general, I 

like working 

here.  

1  2  3  4  5  6  7  

 

 

SECTION F: YOUR CAREER AND CAREER PLANS   

  

The following statements concern your intent to remain with your current organization. 

Select the answer that best reflects your response.  

 

Question 18:  

 

Statement  
Strongly 

Disagree  

Moderately 

Disagree  

Slightly 

Disagree  

Neutral  

  

Slightly 

Agree  

Moderately 

Agree  

Strongly 

Agree  

I intend to 

remain 

employed 

with my 

academic 

organization 

where I am 

currently 

employed 

for the next 

two years.  

 

1  2  3  4  5  6  7  

I intend to 

remain 

employed 

with my 

academic 

organization 

where I am 

currently 

employed 

for the next 

five years. 

 

 

 

1  2  3  4  5  6  7  
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I intend to 

remain 

employed 

with my 

academic 

organization 

where I am 

currently 

employed 

for the next 

ten years.  

1  2  3  4  5  6  7  

Statement  
Strongly 

Disagree  

Moderately 

Disagree  

Slightly 

Disagree  

Neutral  

  

Slightly 

Agree  

Moderately 

Agree  

Strongly 

Agree  

There are 

nurse faculty 

career 

opportunities 

outside of 

my present 

academic 

organization.  

1  2  3  4  5  6  7  

Adapted from “Part-time nurse faculty intent to remain employed in the academic organization” by Ferron, 

2013, ProQuest Dissertations and Theses Global, 

(https://tspace.library.utoronto.ca/bitstream/1807/43561/1/Ferron Era M 201311 PhD thesis.pdf) 

Copyright 2013 by Era Mae Ferron. Adapted with permission. 

    

Additional Comments:  

Question 19: Is there anything else you’d like us to know about your level of job 

satisfaction with your academic organization?   

________________________________________________________________________ 

________________________________________________________________________ 

_______________________________________________________________________ 

 

Question 20: Is there anything else you’d like us to know about your intentions to remain 

employed with your academic organization?   

________________________________________________________________________ 

________________________________________________________________________ 

________________________________________________________________________ 
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Drawing for Visa eGift Card 

 

Question 21: If you would like to be entered into the drawing for a $35 Visa eGift card, 

enter your email address.  

_______________________________________________________________________ 
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APPENDIX G 

MINNESOTA SATISFACTION QUESTIONNAIRE 

Ask yourself: How satisfied am I with this aspect of my job?  

• Very Satisfied means I am very satisfied with this aspect of my job.  

• Satisfied means I am satisfied with this aspect of my job.  

• Neutral means I can't decide whether I am satisfied or not with this aspect of my 

job.  

• Dissatisfied means I am dissatisfied with this aspect of my job.  

• Very Dissatisfied means I am very dissatisfied with this aspect of my job. 

On my present job, this is 

how I feel about… 

Very 

Dissatisfied 
Dissatisfied Neutral Satisfied 

Very 

Satisfied 

1. Being able to keep busy all 

the time 
1 2 3 4 5 

2. The chance to work alone 

on the job 
1 2 3 4 5 

3. The chance to do different 

things from time to time 
1 2 3 4 5 

4. The chance to be 

“somebody” in the community 
1 2 3 4 5 

5. The way my boss handles 

his/her workers 
1 2 3 4 5 

6. The competence of my 

supervisor in making 

decisions 

1 2 3 4 5 

7. Being able to do things that 

don’t go against my 

conscience 

1 2 3 4 5 

8. The way my job provides 

for steady employment 
1 2 3 4 5 

9. The chance to do things for 

other people 
1 2 3 4 5 

10. The chance to tell people 

what to do 
1 2 3 4 5 

11. The chance to do 

something that makes use of 

my abilities 

1 2 3 4 5 

12. The way company policies 

are put into practice 
1 2 3 4 5 
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13. My pay and the amount of 

work I do 
1 2 3 4 5 

14. The chances for 

advancement on this job 
1 2 3 4 5 

15. The freedom to use my 

own judgment 
1 2 3 4 5 

16. The chance to try my own 

methods of doing the job 
1 2 3 4 5 

17. The working conditions 
1 2 3 4 5 

18 The way my co-workers 

get along with each other 
1 2 3 4 5 

19. The praise I get for doing 

a good job 
1 2 3 4 5 

20. The feeling of 

accomplishment I get from the 

job 

1 2 3 4 5 

From “Manual for the Minnesota Satisfaction Questionnaire” by Weiss, D.J., Dawis, R.V., England, G.W., 

& Lofquist, L.H., 1967, Minnesota studies in vocational rehabilitation (Vol. XXII), p. 111 

(https://vpr.psych.umn.edu/sites/vpr.umn.edu/files/files/msq booklet short-form 1977.pdf) CC BY-NC 

4.0. 
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The following statements concern your career plans. Please circle the number that best 

reflects your response.  

  

Statement  
Strongly 

Disagree  

Moderately 

Disagree  

Slightly 

Disagree  

Neutral  

  

Slightly 

Agree  

Modera

tely 

Agree  

Strongly 

Agree  

10. (a) I 

intend to 

remain 

employed 

with my 

academic 

organization 

where I am 

currently 

employed 

part-time for 

the next two 

years.  

1 2 3 4 5 6 7 

(b) I intend 

to remain 

employed 

with my 

academic 

organization 

where I am 

currently 

employed 

part-time for 

the next five 

years.  

1 2 3 4 5 6 7 

(c) I intend 

to remain 

employed 

with my 

academic 

organization 

where I am 

currently 

employed 

part-time for 

the next ten 

years.  

1 2 3 4 5 6 7 
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Statement  
Strongly 

Disagree  

Moderately 

Disagree  

Slightly 

Disagree  

Neutral  

  

Slightly 

Agree  

Modera

tely 

Agree  

Strongly 

Agree  

11. There 

are nurse 

faculty 

career 

opportunitie

s outside of 

my present 

academic 

organization

.  

1 2 3 4 5 6 7 

  

 

SECTION C: YOUR JOB   

  

The following section is about your nurse faculty job. Circle the number that best reflects 

your response.  

  

Statement  
Strongly 

Disagree  
Disagree  Neutral  Agree  

Strongly 

Agree  

12. I do not have time to get 

everything done on my job.  
1 2 3 4 5 

13. I have to work very hard 

on my job.  
1 2 3 4 5 

14. I have to work very fast 

on my job.  
1 2 3 4 5 

15. The supply of equipment 

and resources is not adequate.  
1 2 3 4 5 

16. The university/college 

library has sufficient 

resources and materials.  

1 2 3 4 5 

17. Adequate copying 

facilities and services are 

available to faculty.  

1 2 3 4 5 

18. Facilities are inadequate 

for catering to a variety of 

classroom and learning 

groups of different sizes.  

1 2 3 4 5 
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19. The supply of human 

resources, such as teaching 

assistants, research assistants, 

administrative and support 

staff, and information 

technologists, is adequate.  

1 2 3 4 5 

  

SECTION D: YOUR ROLE   

  

The following section is about your nurse faculty role. Circle the number that best 

reflects your response.  

  

Statement  Very 

False  

False  Slightly 

False  

Neutral  Slightly 

True  

True  Very  

True  

20. I know exactly what is 

expected of me.  1 2 3 4 5 6 7 

21. I know that I have 

divided my time properly.  1 2 3 4 5 6 7 

22. Explanation is clear of 

what has to be done.  1 2 3 4 5 6 7 

23. I feel certain about 

how much authority I 

have.  

1 2 3 4 5 6 7 

24. I know what my 

responsibilities are.  1 2 3 4 5 6 7 

25. Clear, planned goals 

and objectives exist for 

my job.  

1 2 3 4 5 6 7 

26. I have to do things that 

should be done differently.  1 2 3 4 5 6 7 

27. I have to defy a rule of 

a policy to carry out an 

assignment.  

1 2 3 4 5 6 7 

28. I receive incompatible 

requests from two or more 

people.  

1 2 3 4 5 6 7 
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29. I do things that are apt 

to be accepted by one 

person and not accepted 

by others.  

1 2 3 4 5 6 7 

30. I work on unnecessary 

things.  1 2 3 4 5 6 7 

31. I work with two or 

more groups that operate 

quite differently.  

1 2 3 4 5 6 7 

32. I receive assignments 

without the workforce to 

complete them.  

1 2 3 4 5 6 7 

33. I receive assignments 

without adequate 

resources and materials to 

execute them.  

1 2 3 4 5 6 7 

  

Statement  
Strongly 

Disagree  

Moderately 

Disagree  

Slightly 

Disagree  
Neutral  

Slightly 

Agree  

Moderately 

Agree  

Strongly 

Agree  

34. I have 

significant 

freedom in 

determining how I 

do my job.  

1 2 3 4 5 6 7 

35. I can decide 

on my own how 

to go about doing 

my work.  

1 2 3 4 5 6 7 

36. I have 

considerable 

opportunity for 

independence and 

freedom in how I 

do my job.  

1 2 3 4 5 6 7 
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SECTION E: YOUR WORKPLACE RELATIONSHIPS   

  

The following questions are about the support you receive from various people at work. 

Circle the number that best reflects your response.  

  

Question  
Not At 

All  

A 

Little  
Somewhat  

Very 

Much  

37. How much does your 

dean/director/supervisor-like person you most 

often report to, go out of his or her way to do 

things to make your work life easier for you?  

1 2 3 4 

38. How easy is it to talk to your 

dean/director/supervisor-like person you most 

often report to?  

1 2 3 4 

39. How much can your dean/director/supervisor-

like person you most often report to, be relied on 

when things get tough at work?  

1 2 3 4 

40. How much do your co-workers go out of their 

way to do things to make your work life easier?  
1 2 3 4 

41. How easy is it to talk to your co-workers?  1 2 3 4 

42. How much can your co-workers be relied on 

when things get tough at work?  
1 2 3 4 

  

SECTION F: YOUR ORGANIZATION  

  

The following section is about your organization. Please circle the number that best 

reflects your response.  

  

Statement  
Strongly 

Disagree  

  

Moderately  

Disagree  

  

  

Slightly  

Disagree  

  

  

Neutral  

  

  

Slightly  

Agree  

  

  

Moderately  

Agree  

  

  

Strongly  

Agree  

  

43. The 

orientation 

program 

provided by 

my 

employer 

was 

adequate.  

 

1 

 

2 3 4 5 6 7 
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44. In my part-

time nurse 

faculty 

position, I have 

often been 

given 

additional 

challenging 

assignments.  

 

1 

 

2 3 4  5 6 7 

45. In my part-

time nurse 

faculty 

position, I have 

often been 

assigned jobs 

that have 

enabled me to 

develop and 

strengthen new 

skills.  

 

1 

 

2 3 4  5 6 7 

  

 

Question  
Not At 

All  

To A  

Small  

Extent  

To 

Some 

Extent  

To  

Neither  

Extent  

Some  

Extent  

A 

Large 

Extent  

A Very  

Large  

Extent  

46. Besides formal 

training and development 

opportunities, to what 

extent has your 

dean/director/supervisor-

like person you most often 

report to, helped to 

develop your skills by 

providing you with 

challenging job 

assignments?  

1 2 3 4 5 6 7 
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47. Regardless of your 

faculty’s policy on training 

and development, to what 

extent has your 

dean/director/supervisor-

like person you most often 

report to, made a 

substantial investment in 

you by providing formal 

training and development 

opportunities?  

1 2 3 4 5 6 7 

 

  

Statement  
Strongly 

Disagree  
Disagree  Neutral  Agree  

Strongly 

Agree  

48. I can count on recognition when 

I perform well.  
1 2 3 4 5 

49. The only time I hear about my 

performance is when I screw up.  
1 2 3 4 5 

50. The dean/director/supervisor-

like person I most often report to, 

knows my strengths and lets me 

know it.   

1 2 3 4 5 

51. The dean/director/supervisor-

like person I most often report to is 

quick to recognize good 

performance.  

1 2 3 4 5 

  

The following statement concerns the REWARDS you receive from your employer for 

performing your faculty role. Work rewards include salary, medical and retirement 

benefits; health, fitness, and childcare services, and; safe, easily accessible, and 

affordable parking.  
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Statement  

  

Strongly  

Disagree  

  

  

Moderately  

Disagree  

  

  

Slightly  

Disagree  

  

  

Neutral  

  

  

Slightly  

Agree  

  

  

Moderately  

Agree  

  

  

Strongly  

Agree  

  

52. The 

rewards 

that I 

receive 

from my 

employer 

for doing 

my nurse 

faculty job 

are 

adequate.   

 

1 

 

2 3 4 5 6 7 

  

  

Question  Rewards 

Are  

Not At 

All  

Distributed 

Fairly  

Very 

Little 

Fairness  

Some  

Fairness  

Quite 

Fairly 

Distributed  

Rewards 

Are  

Very Fairly  

Distributed  

53. To what extent are 

you fairly rewarded 

considering the 

responsibilities that you 

have?  

1  2  3  4  5  

54. To what extent are 

you fairly rewarded 

considering the amount 

of education and 

training you have had?  

1  2  3  4  5  

55. To what extent are 

you fairly rewarded 

given the amount of 

experience that you 

have?  

1  2  3  4  5  

56. To what extent are 

you fairly rewarded for 

the amount of effort 

that you put forth?  

1  2  3  4  5  
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57. To what extent are 

you fairly rewarded 

for the work that you 

have done well?  

1  2  3  4  5  

58. To what extent are 

you fairly rewarded for 

the stresses and strains 

of your job?  

1  2  3  4  5  

  

  

SECTION G: WORK-RELATED FEELINGS  

  

Please read each of the following statements carefully and decide if you ever feel this 

way about your part-time faculty job. If you have never had this feeling, circle “0”. If you 

have had this feeling, indicate how often you feel it by circling the appropriate number.  

  

* Sample items. MBI-Educators Survey (MBI-ES).  Permission received to reprint 

sample items. Copyright ©1986 Christina Maslach, Susan E. Jackson & Richard L. 

Schwab. All rights reserved in all media. Published by Mind Garden, Inc., 

www.mindgarden.com  

 

 

 

 

 

 

Question  
Very 

Unfair  
Unfair  Neutral  Fair  

Very 

Fair  

59. How fair or unfair are 

the procedures used to 

communicate performance 

feedback?  

1  2  3  4  5  

60. How fair or unfair are 

the procedures used to 

determine pay raises?  

1  2  3  4  5  

61. How fair or unfair are 

the procedures used to 

evaluate performance?  

1 2  3  4  5  

62. How fair or unfair are 

the procedures used to 

determine promotions?  

1  2  3  4  5  
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Statement  

  

Never  

A 

Few  

Times 

a  

Year 

or 

Less  

Once a  

Month 

or Less  

A Few  

Times 

a  

Month  

Once a 

Month  

A Few  

Times a  

Week  

Everyday  

63. I feel emotionally 

drained from my work. 
0 1 2 3 4 5 6 

64. I feel used up at 

the end of the 

workday. 

0 1 2 3 4 5 6 

65. I feel fatigued 

when I get up in the 

morning and have to 

face another day on the 

job. 

0 1 2 3 4 5 6 

66. Working with 

people all day is really 

a strain for me. 

0 1 2 3 4 5 6 

67. I feel burned out 

from my work. 
0 1 2 3 4 5 6 

68. I feel frustrated by 

my job. 
0 1 2 3 4 5 6 

69. I feel I’m working 

too hard on my job. 
0 1 2 3 4 5 6 

70. I feel like I’m at 

the end of my rope. 
0 1 2 3 4 5 6 

  

Statement  

  

Strongly  

Disagree  

  

  

Moderately  

Disagree  

  

  

Slightly  

Disagree  

  

 
  

Neutral  

  

  

Slightly  

Agree  

  

  

Moderately  

Agree  

  

  

Strongly  

Agree  

  

71. I am willing to 

put in a great deal 

of effort beyond 

what’s normally 

expected  

to help this 

academic 

organization be 

successful.   

1 2 3  4 5 6 7 
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72. I talk up this 

academic 

organization to my 

friends as a great 

place to work for.  

1 2 3  4 5 6 7 

Statement  

  

Strongly  

Disagree  

  

  

Moderately  

Disagree  

  

  

Slightly  

Disagree  

  

  

Neutral  

  

  

Slightly  

Agree  

  

  

Moderately  

Agree  

  

  

Strongly  

Agree  

  

73. I would accept 

almost any type of 

job assignment to 

keep working for 

this academic 

organization.  

1 2 3 4 5 6 7 

74. I find that my 

values and the 

organization’s 

values are very 

similar.  

1 2 3 4 5 6 7 

75. I am proud to 

tell others that I am 

part of this 

academic 

organization.  

1 2 3 4 5 6 7 

76. This academic 

organization really 

inspires the very 

best in me in the 

way of job 

performance.  

1 2 3 4 5 6 7 

77. I am extremely 

glad that I chose this 

academic 

organization to work 

for over others I was 

considering at the 

time I joined.  

1 2 3 4 5 6 7 

78. I really care 

about the fate of this 

academic 

organization.  

1 2 3 4 5 6 7 
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79. For me, this is 

the best of all 

possible 

organizations for 

which to work.  

1 2 3 4 5 6 7 

80. All in all, I 

am satisfied with 

my job.  

1 2 3 4 5 6 7 

81. In general, I 

don’t like my job.  
1 2 3 4 5 6 7 

82. In general, I like 

working here.  
1 2 3 4 5 6 7 

 From “Part-time nurse faculty intent to remain employed in the academic organization” 

by Ferron, 2013, ProQuest Dissertations and Theses Global, 

(https://tspace.library.utoronto.ca/bitstream/1807/43561/1/Ferron Era M 201311 PhD t

hesis.pdf) Copyright 2013 by Era Mae Ferron. Adapted with permission. 

  

 

Comments:  

Is there anything else you’d like us to know about your level of job satisfaction with your 

academic organization?   

________________________________________________________________________ 

________________________________________________________________________ 

_______________________________________________________________________ 

________________________________________________________________________  

 

Is there anything else you’d like us to know about your intentions to remain employed 

with your academic organization?   

________________________________________________________________________ 

________________________________________________________________________

________________________________________________________________________ 

________________________________________________________________________ 
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