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Abstract
The healthcare sector in the United States faces challenges in recruiting and retaining
nurses, resulting in a shortage of professional nurses to provide care. Workplace job
dissatisfaction among generations has been recognized as a contributor to the ongoing
nursing shortage problem. The purpose of this quantitative comparative study, guided by
Maslow’s and Herzberg’s theories, was to compare registered nurse (RN) job satisfaction
by gender, generation, union and Magnet affiliations, and nurse turnover using secondary
data obtained from the Robert Woods Johnson Foundation Newly Licensed Registered
Nurses (NLRN) Work Study Project. The random sample of 220 cases was drawn from
the NLRNs original study of 1,706 RNs from 14 states within the U.S. Study results were
analyzed using ANOVA and showed no statistically significant differences in RN gender
and generational group in job satisfaction. No statistically significant differences were
noted in RN generation and Magnet or union affiliation on job satisfaction. There were
no statistically significant differences or interactions noted between generation and job
satisfaction on NLRN turnover. Future recommendations for research include replicating
the study with the Generation Z nurses and examining additional characteristics that may
impact job satisfaction. The research findings may contribute to positive social change by
raising awareness about the differences in the Generation X and millennial RN

population and potential retention and recruitment strategies that address job satisfaction.



Generation X and Millennial Registered Nurse Job Satisfaction
by

Germika Brandon

Dissertation Submitted in Partial Fulfillment
of the Requirements for the Degree of
Doctor of Philosophy

Nursing: Interdisciplinary Health

Walden University

February 2021



Dedication
I dedicate this dissertation to my husband, Terrence, and my three children,
Terrence Jr., Germany, and King. Your continued love and support have provided me the
opportunity to experience a feeling of unconditional love and inspiration in every facet of
life. Without your support, this process would have been impossible. We have loved,
lived, and tackled many challenges in this world together. You are my hope and
inspiration and my ultimate reason for living. I love you all very much, and I am excited

to complete this journey with your unconditional love and support.



Acknowledgments

I am appreciative of God’s everlasting grace and mercy. He is the head of my life
and the giver and creator of all things. I am also thankful for my chairperson, Dr. Janice
Long, for her wisdom, guidance, and leadership, as I conclude this milestone in my
professional career. I appreciate the time and commitment she dedicated to ensure the
success of this dissertation and manuscript publication. I also want to acknowledge my
second committee member, Dr. Leslie Hussey, for inspiring and influencing my academic
tenure in the program. Her experiences have influenced me to become a scholar and
quantitative researcher. Lastly, I am thankful for my grandmother, Mable Gales. I know
she is smiling down from heaven, singing and rejoicing “Geaux Dr. Brandon!” She has
been my rock and shield since I was a little girl. Losing her before finishing this degree

has been challenging, but I believe she is an angel watching over me.



Table of Contents
LSt OF TADIES ..ot e e e e e e e e e e e e e e e e e e e e e e e e eeeenaannaas v
| A A T U (RS \%

Part 1: Overview: Generation X and Millennial Registered Nurses’ Job

SALISTACTION ...t et e 1
INEEOAUCTION ..ttt ettt ettt et e e e e e e 1

B 2101 4 (0] 111 e FO R 4
Overview Of the ManUSCIIPLS ....cccuveeeieiieeiieeieeeciee et ee e ree e e e eree e eereeenee 14

N Fe 1 U o7 1 Lol RS 26
SUMIMATY ...ttt e et e e ettt e e e sttt e e e s s bt eeesntseeeeennseeeesnnnees 28
RETEIEIICES ...t 29
Part 2: ManUSCTIPES . .eeeviieeiiieeiieeeieeeeieeesteeesieeesiteeestaeeetaeeesaaeessseeessseeessseeensseeensseesnsseeens 34

Manuscript 1: Generation X and Millennial Registered Nurses’ Job

Satisfaction by GeNder ...........coccuiieiiieeiiie e e 34
Outlet fOr MANUSCIIPE ...eeeevieiiiieeiiee et eiee et e st eestee et eeetaeeetaeesbeeessseeesnseeennseeennns 35
ADSETACT. ..ttt ettt ettt et h e et e st e e e b e eateen 36
INEEOAUCTION ...ttt st et st ettt 37
IMEEEROMS ...ttt ettt ettt et sbe e e 47
RESULLS ..ttt sttt et 52
DIISCUSSION. ..ttt ettt ettt e bt e st e b e eat e et e sateeabeesabeenbeesbeeenbeenaneenne 55
RETEIEIICES ...t e 61



Manuscript 2 Title: Generation X and Millennial Registered Nurses

Organizations Magnet Recognition, Union Affiliation and Job

SAtISTACTION ...ttt 67
(@ 1014 (oo o) A -0 010 o1 o PR 68
ADSETACT. ..ttt ettt et h e et e st e e bt e eneen 69
INEEOAUCTION ..ttt et st e e s 70
IMEEEROMS ...ttt ettt et ettt e be e et 84
RESULLS ..ttt et sttt e 89
DIISCUSSION. ..ttt ettt et ettt et e st et e s et e bt e s abeeabeesabeenbeesbeeenbeesaeeenne 92
RETEIEIICES ...t e 98

Manuscript 3 Title: Generation X and Millennial Nurses Job Satisfaction and

TUIMOVET .ottt ettt e s e e 104

Outlet fOr MANUSCIIPE ...eeeeuvieiiiieeitie et e eee st e et eesee e e e e eaeesareessseeessseeensseeensseeans 105
ADSETACT. ..ttt sttt b e st e bt 106
INEEOAUCTION ..ttt et e e 107
IMEEROMS ...ttt sttt st 116
RESULLS ..ttt st 122
DIISCUSSION. ..ttt ettt ettt ettt ettt et e et e bt e st e e s bt e eabeesbeeeabeesaeeenbeesaees 124
RETEIEIICES ..ttt e 130
Part 3: SUMMATY ....oeiiiiiiee ettt e e et e e s s e e s e eneeeeenns 135
Integration Of the STUAIES.......c.eeeiiiiiiiieceeece e e 135
Common Themes/ReESUILS.........c.coiiiiiiiiiiiiei e 136

i



Positive SOCial Change .........ceecuiieeiiieciie et 136

Future ReSearch .........coc.ooiiiiiiiiii e 137
LeSSONS LEATNEA ......eeiiiiiiiiiiieieee ettt e 137
CONCIUSTION ...ttt ettt et ettt e be e st e e sateenbeesaees 138
RETEIEIICES ..ttt 140
Appendix A: Secondary Data........ccccoccuvieiiiieiiieeieeee e 141

111



List of Tables

Table 1. Descriptive Statistics for RN Generation and Gender...........cccceevevveeeierenneenne. 53
Table 2. ANOVA Summary Gender and Generation............ccceecveeevveeninieeniveeesveeenvee e 53
Table 3. Descriptive Statistics for RN Generation, Magnet and Union Affiliation .......... 90
Table 4. ANOVA Summary RN Magnet Union and Age........ccccveeevveeecrieencieeeeieeeeiee e 91
Table 5. Descriptive Statistics: Job Satisfaction and Generation...........ccceeeevveevveeennnennne 123
Table 6. ANOVA Summary RN Job Satisfaction and Age........ccceevuvveveieencieencieeeiene 124

v



List of Figures

Figure 1. Maslow and Herzberg’s Models of Job Satisfaction and Motivation................

Figure 2. Gender and Age Group on Job Satisfaction



Part 1: Overview: Generation X and Millennial Registered Nurses’ Job Satisfaction
Introduction

A national shortage of registered nurses (RNs) in the United States places a
challenge on employers to retain nursing staff as nurse—patient staffing ratios increase
and nurse retention decreases. In turn, nurses experience job dissatisfaction, challenging
employers to prevent employee turnover. Turnover prevention has been shown to result
in improving patient safety (Blegen et al., 2017). The Institute of Medicine (IOM, 2010)
addressed the problem in its publication “To Err Is Human” and reported on initiatives to
prevent medical errors and provide quality patient care. However, since its publication in
2010, the nursing shortage continues to threaten quality patient care and places stress on
nurses (American Hospital Association, 2019). Global nurse shortages have been on the
rise for decades and continue to present a problem for healthcare agencies and
consumers. The shortage is due, in part, to an aging baby boomer population of nurses
retiring from the workforce and the already stressed remaining nurses who become
dissatisfied with the working conditions (Kershaw, 2011). While the need for nurses is
expected to rise in the coming years, shortage leads to patients being at greater risk
resulting from medical errors (Kershaw, 2011). Patients and their families depend on
nurses and healthcare organizations to deliver quality healthcare services and prevent
medical errors.

In 2019, the American Health Care Association (AHCA) reported that 110,000
nurse staff positions were vacant and difficult to fill with qualified nursing candidates.

Furthermore, the AHCA suggests that the number of vacant nursing positions continues
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to rise because nurses currently in the field report more instances of feeling overworked,
burnt out, and dissatisfied with their jobs. As a result, healthcare organizations are unable
to retain nurses. Several factors impact nursing shortages, including insufficient staffing,
low employee morale, and employee disengagement. These factors result in an upsurge
of job dissatisfaction and increased turnover. Therefore, it is important that healthcare
organizations initiate priorities that promote job satisfaction within the nursing
workforce.

The United States nursing workforce is comprised of nurses who represent the
baby boomer generation, Generation X, and millennials. Howe and Strauss (2014) define
baby boomers as individuals born between 1943 and 1960, Generation X as those born
from 1961 to 1981, and millennials as people born between 1982 and 2004. Baby
boomers are due to retire as many are approaching retirement age, creating a national
shortage of RNs and an increasing demand for consumer-related healthcare services
(Coburn & Hall, 2014). Meanwhile, the millennial generation continues to rise as a
workforce majority, while Generation X falls shortly behind the millennials. By 2020, it
is expected that millennials will comprise more than 50% of the nursing workforce and
will include 75% of the overall United States workforce (Coburn & Hall, 2014). Both
Generation X and millennials are expected to be at the forefront of the nursing workforce.
A forecast by the United States Census (2018) projects that by 2025 millennials will lead
employment trends by outnumbering baby boomers and Generation X, which is primarily

resulting from an aging nursing workforce.



Remaining baby boomer nurses are expected to retire or depart their nursing
careers by 2024 (Grant, 2016), contributing to a major shortage of nurses in the
workforce. The American Association of College of Nursing (2018) has reported an
increase in the national RN shortage for the past four decades. The specific problem must
be urgently addressed as the American Association of Colleges of Nursing (2019)
projects that the number of nurses needed by 2024 will range from 649,100 to 1.09
million.

Researchers have studied extensive data related to nurses’ job satisfaction.
Keepnews et al., (2010) provided a platform for future researchers examining nurses’
generational differences, and an exploration of job satisfaction and nurse retention.
Suggestions for future studies include a need to further study nurses’ generational levels
of job satisfaction. The authors proposed that the upsurge in nurse turnover has been
attributed to nurses’ multiple generations needs and organizational constructs, such as
low RN pay, increased workload, inflexible work hours, and lack of recognition and
preceptor and mentorship programs, which results in nurse burnout (Keepnews et al.,
2010).

The purpose of this study was to compare Newly Licensed Registered Nurse
(NLRN) job satisfaction by gender, generation, and union and Magnet affiliations and
nurse turnover. Three manuscripts were generated with a view to raise awareness that
could help increase nurses’ job satisfaction, reduce turnover, and ultimately reduce

nursing shortages.



Background

There are many reports on nurses’ job satisfaction and the national nursing
shortage. This section includes a synthesis of studies that correlate to the dissertation
research of Generation X and millennials’ gender, union and Magnet affiliation, and job
satisfaction. Blegen et al., (2017) explored NLRNs’ personal characteristics and hospital
characteristics. The findings suggest that nurses’ personal characteristics and hospital
characteristics have a significant effect on nurse retention and could negatively affects
future nursing shortages if not addressed by leaders in healthcare work environments.

Nurse job dissatisfaction is a problem evidenced by increased nurse turnover and
increased cost when hiring replacement nurses (Blegen et al., 2017), implying that the
problem can be costly for healthcare organizations. According to Khan et al., (2018), RN
turnover costs organizations additional time and money to recruit, train, and replace
nurses. Organizational loss in revenue can range from $20,000 to $60,000 per new RN
hire. Thus, while hospitals incur additional expenses, patients are at risk of medical errors
resulting from the limited supply of nursing staff.

To reduce potential turnover and improve satisfaction, nurses hope to prevent
burnout and obtain a sense of self-actualization and job contentment before exiting the
nursing profession entirely (Blegen et al., 2017). Burnout can result from extreme work
stress caused by intense exhaustion, tension, or fatigue, which results in psychological
stress, job dissatisfaction, and turnover that further exacerbates the nursing shortage
(Coburn & Hall, 2014). In addition, Coburn and Hall (2014) explained that higher levels

of RN job satisfaction lower burnout and reduces employee turnover. Increasing nurse



job satisfaction can foster a work environment of staff happiness, teamwork, and long-
term employment commitment.

The United States Department of Labor (2010) explained that RNs comprise one
of the largest healthcare occupations. There are 3.3 million RNs licensed to practice in
the United States, and although the supply of nurses seems vast, there is a growing
demand for RNs in healthcare. According to Coburn and Hall (2014), the nursing supply
is expected to decrease in 2022, leaving 1.2 million nurse vacancies in healthcare
organizations throughout the United States. Therefore, the shortage of RN is projected to
double by 2025, and there will be approximately 2.2 million nurse vacancies over the
next 10 years (American Association of Colleges of Nursing, 2019).

The increase in RN vacancies further intensifies the nursing shortage. This
problem is relevant to the discipline of nursing and healthcare and is a driving force
behind studies conducted to examine nurse turnover, indicating that nurses’ job
dissatisfaction and the aging baby boomer population are contributing to the shortage.
Researchers, such as Keepnews et. al. (2010), have conducted quantitative studies of
generational differences among NLRNs as a necessary step toward establishing and
maintaining supportive multiple generations nursing workplace environments.

Keepnews et al., (2010) sought to discover what differences in characteristics,
workplace experiences, and work-related attitudes exist between NLRNs who belong to
the baby boomer, Generation X, and millennial generations. The National Council of
State Boards of Nursing (2015) reported that baby boomers and are quickly approaching

retirement age. Because Generation X and millennials make up the remaining population



of the United States nursing workforce, understanding the difference between nurses’
gender, unionization, Magnet affiliation, and job satisfaction is of vital importance, and
the findings can have a positive impact on the nursing profession by providing insight
into the reasons for the shortage and help to overcome nursing shortages (Christopher et
al., 2017).

Members of Generation X were born during a time of decreasing birth rates in the
United States (Christopher et al., 2017). Colby and Ortman (2014) reported there are
approximately 44 million Generation X individuals and 77 million baby boomers. The
United States Census (2018) reported that millennials will take the employment lead by
outnumbering baby boomers and Generation X by 2026. As baby boomers retire over the
next decade, millennials are projected to take the employment leads by accounting for
75% of the workforce by 2025 (United States Census, 2018). With this demographic
change in the population of nurses serving the community, and given the dire statistics of
nurse shortages facing healthcare organizations, there is a need to understand the
influences that contribute to job satisfaction and promote retention among Generation X
and millennial RNs.

The critical constructs of my study included RNs job satisfaction and turnover
rates. The three manuscripts presented target RNs, nursing leaders, educators, and
healthcare organizations who employ nurses in all healthcare settings. The purpose of my
study was to explore the differences between Generation X and millennial RNs gender
and union and Magnet affiliations to determine how these variables related to nurses’ job

satisfaction and the impact of nurse turnover. The manuscripts were generated with a
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view to raise awareness that could help increase nurses’ job satisfaction, reduce turnover,
and ultimately reduce nursing shortages.

The Advisory Board Company (2019) is a best practice research firm that partners
with 4,400 healthcare organizations to tackle healthcare issues and strategies for success.
The Advisory Board Company found that bedside RN turnover rate in 2015 was 12% and
continues to rise. Working millennials are on the rise and comprise 30% of the nursing
workforce and will make up 75% of overall employment over the next 10 years
(Advisory Board Company, 2019). The millennials are known as a dynamic and
confident group of individuals (Colby & Ortman, 2014). Colby and Ortman (2014) stated
that millennials are known to be opinionated and straightforward and prefer to remain
close to their families and social networking. The millennials are, as a group, experts at
technology and are readily able to access electronic communication and learn up-to-date
technology (Colby & Ortman, 2014). The millennial nurse population is growing, and
therefore it is essential to further explore job satisfaction with a view to reducing turnover
among this population.

Other researchers have illustrated how various generations or nurses are retained
by healthcare organizations that focus on nurses’ job satisfaction and reducing turnover.
Christopher et al., (2017) investigated job satisfaction among Generation X nurses’
characteristics, stereotypes, social exposures, occupational values, and their political and
economic influence. Generation X is known to “work to live” by maintaining a work-life
balance between work and family or leisure time. They are considered hard workers and

tend to commit to their jobs. However, they expect professional growth and tenured



promotion (Jobe, 2014). Jobe (2014) described Generation X as realistic, team-oriented
individuals with advanced technological skills. They prefer working independently and
usually apply their abilities and expertise in working environments. To achieve a sense of
satisfaction and self-actualization, autonomy and increased wages are of great importance
to Generation X.

Kovner and Brewer’s (2016) NLRN New Cohort 3 Survey is the third stage of a
longitudinal survey in which they also explored nurses’ characteristics, job satisfaction
and intent to remain employed with their current healthcare organization. The researchers
studied NLRN cohorts who attained their initial license to practice nursing between
August 1, 2014, and July 31, 2015. The investigators formed the RN Work Project, a
national survey of nurses funded by the Robert Wood Johnson Foundation (Kovner &
Brewer, 2016). Kovner and Brewer (2016) interviewed nurses regarding their job
satisfaction, education, employment intentions, and attitudes—including their intent to
stay and specific work preferences. Kovner and Brewer (2016) found several themes
regarding the importance of preventing burnout by allowing nurses time to perform their
nursing responsibilities during work shifts and addressing the lack of available resources,
such as ancillary staff, equipment, and consistency in standards regarding care for
patients. The results revealed that poor nursing leadership and management leads to low
staff morale and job dissatisfaction. There is an urgent need for healthcare leaders to
retain nurses and maintain job satisfaction, as dissatisfied nurses have options for
additional employment and educational opportunities and can increase turnover and

further exacerbate nursing shortages (Kovner & Brewer, 2016). However, research is



required to identify if such findings are most prevalent in Generation X or millennial
nurses because these are the most dominant generations employed in nursing.

I conducted a search of the Walden University Library databases, which included
PubMed, MEDLINE with Full Text, CINAHL Plus with Full Text, Inter-university
Consortium for Political and Social Research, PubMed, ProQuest Central, Google
Scholar, and dissertations and theses. Key terms used for the search included job
satisfaction, nursing shortage, generational cohorts, baby boomers, Generation X,
millennials, retention, turnover, nurse supply and demand, Maslow, Herzberg, job
dissatisfaction, gender, union, and Magnet to ensure exhaustion of the literature. The
open-ended literature search resulted in a peer-reviewed publication of sources from
2014-2019. I also researched doctoral capstones from the Walden University Library.
Several results found in the literature search detailed that nurses’ job dissatisfaction can
affect turnover and increase shortages. The search results also revealed the need for
additional literature supporting how nurses’ generational cohorts, gender, and
organizational characteristics such as Magnet and union affiliation contribute to
increasing nurses’ job satisfaction and retention and decrease nursing shortages.
Managing nurses in the workforce can be challenging for healthcare organizations; nurse
leaders and educators seek to understand how to increase nurses’ job satisfaction.
Dissatisfied nurses tend to leave their jobs to obtain advanced degrees, or they accept
temporary travel assignments, seek employment with another healthcare organization, or

leave the profession entirely (Christopher et al., 2017).
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Theoretical Framework

I used Maslow’s (1970) humanistic theory of personality as the theoretical
framework (1970). Maslow’s hierarchy is a motivational theory used in psychology and
nursing practice today. The levels comprise a five-tier model of human needs presented
as a pyramid. From the lowest level of the pyramid, the needs are physiological, safety,
love and belonging, esteem, and self-actualization. The upper needs emerge when
individuals feel they have sufficiently satisfied the lower needs. This theory relates to my
research as individuals’ basic needs are required before attaining self-actualization and
job satisfaction.

Maslow’s hierarchy of human needs provides a pyramid to prioritize an
individual’s holistic desires. Individuals attempt to achieve the highest level of the
pyramid of self-actualization. Maslow (1970) defines self-actualization as the fulfillment
of an individual’s needs, talents and potentialities, or a full realization of potential. Self-
actualized people are motivated, satisfied, and develop a sense of reaching the apex of
self-fulfillment. However, self-actualization occurs only after an individual’s basic needs
are met, thus driving a continuum of humanistic aspirations beginning with physiological
needs, safety and security, love and belonging, esteem, and finally, self-actualization. All
requirements are needed to obtain overall satisfaction and a sense of human well-being.
This theory relates to the research of study as healthcare organizations work to achieve
RNs unmet needs and aim to promote workplace satisfaction.

Maslow’s (1979) theory relates to nurses requiring physiological safety, love,

belonging, and esteem. These needs would need to be met before individuals can achieve
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satisfaction or self-actualization, which is a desire to become the most that one can be. To
attain job satisfaction for individual RNs, decreasing workloads and providing adequate
break times for meals while working is required. Nurse leaders can work toward ensuring
nurses feel a sense of safety by providing a work environment without lateral violence, or
through leadership cohesion (McLeod, 2018). Moreover, nurses seek to obtain a sense of
love and belonging while working on their preferred nursing units. Positive
organizational characteristics, such as a clean work environment, adequate training, and
nurse autonomy, provide motivation for nurses as they progress to optimum levels of job
satisfaction and develop a sense of self-actualization.

I also used Herzberg’s (1959) two-factor motivator-hygiene theory, which is
similar to Maslow’s theory. According to Herzberg (1967), motivating factors are
employee responsibility and career advancement while the hygiene factors prevent
employee dissatisfaction and are considered part of employees’ work environment and
interpersonal work relationships. Herzberg’s theory has been modified and motivating
and hygiene factors are considered intrinsic and extrinsic factors of job satisfaction.
Herzberg’s (1966) need/value fulfillment theory is a broader alternative that suggests
intrinsic (motivational) factors and extrinsic (hygiene) factors are drivers of job
satisfaction and dissatisfaction. According to Wernimont (1996), some employees are
motivated by factors such as employee recognition, work achievement, performance,
promotion, and accountability. According to Hackman and Oldham (1976), employees
become dissatisfied as a result of negative extrinsic factors such as low salary,

organizational policies, communication, interpersonal relationships, and working
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conditions. In addition, the focus of the three manuscripts is to gain an understanding of
nurses’ specific job satisfaction needs among generational cohorts.

Figure 1 illustrates how Maslow and Herzberg’s theories interact to support this
study. The diagram depicts a hierarchy of how nurses’ physiological needs, such as food,
shelter, salary, and wages, are essential factors of job satisfaction. Next, individuals’
safety and security needs are related to working conditions and job security. The social
needs coincide as individuals develop a sense of belonging, teamwork, and leadership
support. The esteem needs include job status or being recognized for a job well done. If
all requirements are met, employees can reach their full potential of self-actualization and

satisfaction with their job and responsibilities.



Figure 1

Maslow and Herzberg’s Models of Job Satisfaction and Motivation

Maslow’s Model Herzberg’s Model

Hierarchy of Needs
Self-actualization
Esteem
Social
Safety/security
Physiological

Personal

Characteristics  Characteristics
Gender Union
Magnet

Hospital

Job Satisfaction

Motivating Factors
Job growth and advancement
Recognition and job status
Interpersonal relations

Job security and working
conditions

Salary living expenses
Personal life
Physiological

13



14

The findings associated with this study provide a platform for social change in
organizations where the needs of the Generation X and millennial nursing workforces are
not well understood. I intend to contribute to closing the gap in the nursing literature and
providing additional evidence to support strategies for improving job satisfaction and
retention among Generation X and millennial nurses. This study provides greater insight
into nurses, leaders, and healthcare organizations regarding the importance of nurse
satisfaction to alleviate the impending national shortage of RNs. The implications of the
research findings also provide a social construct for healthcare organizations while
raising increased awareness of the multiple generations of nursing professionals
(Kosterlitz & Lewis, 2017). The research findings provide an original contribution to
organizations and nurse leaders by examining the difference between the two most
predominant generations employed in healthcare.

Overview of the Manuscripts

An understanding of nurse job satisfaction and turnover among generational
cohorts is vital for healthcare consumers and organizations that employ nurses.
Nevertheless, the literature fails to explore Generation X and millennial nurses’ job
satisfaction and how the generational cohorts can improve the nursing shortage and
quality of patient care throughout the United States. Therefore, three studies were
conducted with the intent of gaining an understanding of nurses’ job satisfaction as it
relates to the generational cohorts in the nursing workforce and to address the current and

projected shortage in nursing.
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The findings from this study may improve organizational leaderships’ awareness
of the need for understanding the multigenerational nurses employed at the setting.
Resulting from the impending nursing shortage and the influx of Generation X and
millennial nurses, the findings will promote retention of multigenerational nurses in
healthcare organizations (Kosterlitz & Lewis, 2017). The study results are related to the
practice of nursing; quantitative research was used to examine Generation X and
millennial RNs gender and the organizational characteristics of Magnet and union
affiliation that will contribute to nurses’ job satisfaction and to the literature on reducing
national nursing shortages. Thereby, the study will help healthcare organizations to
understand the importance of coordinating efforts for job satisfaction among the
generational cohorts in their employment. The increase in healthcare consumer demand
and the importance of supplying and retaining RNs to care for patients makes this study
significant to nursing practice and to healthcare quality and, as such, promotes positive
social change.

Manuscript 1
Specific Problem

Nurses from various generations possess unique characteristics that could
contribute to job satisfaction, employee retention, and to the literature on reducing the
national nursing shortage (Christopher et al., 2017). Demands have increased for
consumer healthcare services and delivery of quality patient care, along with an
immediate need for additional nurses. According to the United States Department of

Health and Human Services (2019), the expansion of healthcare coverage to over 20
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million individuals calls for additional RNs to provide quality healthcare. Meanwhile,
healthcare organizations are facing national nursing shortages and there is limited
evidence that suggests there will be enough nurses available to meet the current and
future demands for consumer healthcare and quality patient care. The Bureau of Labor
Statistics (2018) detailed an increase in RN turnover resulting from an aging workforce
and impending national nursing shortage.

Recent literature does not provide evidence of the changing trend in the nursing
demographics and how organizations can retain employees from different generations
(Christopher et al., 2017). A study revealed that gender differences have an impact on a
medical professional’s job satisfaction and that women report equal or greater job
satisfaction than men despite feeling objectively inferior in workplace environments
(Maio et al., 2017). While female RNs are satisfied with their jobs because of lighter
workloads and having a sense of work achievement, they are dissatisfied by a lack of
promotional opportunities. However, male RNs were less satisfied with their jobs
because of increased work hours but were happy with promotional opportunities and
increased wages (Maio et al., 2017). Evidence from Coburn and Hall (2014) revealed
similar levels of burnout, job satisfaction and turnover intention among Generation X and
millennials. Factors influencing job dissatisfaction influence desires to explore different
work options. Millennials require rapid career advancements and recognition for their
work efforts; however, they are less committed to their jobs. Generation X prefers job
stability but will leave jobs resulting from dissatisfaction and lack of opportunity for

career advancement (Bejtkovsky, 2016). No studies were found that specifically
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addressed job satisfaction among generational cohorts by gender although gender has
been shown to contribute to job satisfaction related to job advancement, workload levels,
and wages (Maio et al., 2017). Therefore, to contribute to the literature on reducing
national nursing shortages, it is critical that there is an ongoing examination of nurse
gender and job satisfaction by generational cohort.

Coburn and Hall (2014) examined the difference in job satisfaction among
generational cohorts, as individuals experience similar life events and share common
attributes regarding job satisfaction. Blegen et al., (2017) detailed NLRNs’ gender
differences and revealed that 88% of NLRN men and women 30 years or younger were
satisfied with their jobs. As a result, employers were able to retain this generational
cohort if specific generational needs were met. Although Belgen et al., (2017) concluded
there were no differences in job satisfaction rates among Generation X and baby boomers
by gender, there is justification to explore the difference between Generation X and
millennials’ gender distinctions. It is important that healthcare organizations and nurse
leaders focus on improving retention and job satisfaction for Generation X and millennial
nurses as they represent the largest demographic in the workforce. This study contributes
to resolving the problematic national nursing shortage by reducing a gap in the literature
identifying differences between Generation X and millennial nurses’ gender and job
satisfaction.

Research Question
What is the difference in job satisfaction in millennial and Generation X RNs by

gender?
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Nature of Study and Design

An ANOVA was used to compare differences between groups. This statistical test
determined the difference between NLRN Generation X and millennial nurses’ gender
and job satisfaction. An ANOVA compares the difference in job satisfaction levels of the
group to understand if there is an interaction between independent and dependent
variables (Warner, 2013). The independent variables for study one were gender, either
male or female, and generational cohort, either Generation X or millennials. The
dependent variable was job satisfaction. I measured the difference between Generation X
and millennial nurses’ gender and job satisfaction using the NLRN New Cohort 3 Survey
(ICPSR 36821), a valid and reliable instrument that is publicly available on the Health
and Medical Care Archive (HMCA, 2019) website. I identified the differences between
Generation X and millennial nurses’ gender and job satisfaction. The data set (Appendix
A), NLRN New Cohort 3 Survey (ICPSR 36821), is a valid and reliable instrument and is
publicly available on the HMCA website.

There were 230 questions in the data set and three questions were used for this
study. The data set allows for separation of questions, and permission for use of the
variables and data set is provided in Appendix A. I also tested for validity and reliability
of the questions. The data sets were tested for reliability using a Cronbach alpha of 0.8
and indicated good internal consistency and accuracy. Validity is assured based on the
degree or accuracy of the measurement of the variables. Internal validity was tested to
discover the difference between RN gender and job satisfaction. The RNs gender and

generation were categorical variables, while RNs job satisfaction was an interval
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variable. Job satisfaction scores are ranked using seven levels: 1 (very dissatisfied), 2
(dissatisfied), 3 (somewhat dissatisfied), 4 (neither dissatisfied nor satisfied), 5

(somewhat satisfied), 6 (satisfied), and 7 (very satisfied).

Sources of Data

The differences between Generation X and millennial nurses’ gender and job
satisfaction were evaluated using secondary data from the Robert Wood Johnson
Foundation RN Work Project (Johnson, 2012). The sources of data used to operationalize
the variables included statistics from nurses who obtained their first license to practice in
2014 (Kovner & Brewer, 2016). The NLRN data set incorporated the targeted variables,
whereas differences were displayed using statistical analysis. I investigated two cohorts
of NLRNs’: Generation X and millennials entering the nursing profession.
Manuscript 2
Specific Problem

Generation X and millennial nurses working in healthcare settings experience job
dissatisfaction. Increased nurse—patient ratios, limited availability of supplies and
resources, and less flexible work schedules are problems that lead to job dissatisfaction in
work environments (Seago et al., 2011). Therefore, nurses employed by organizations
with characteristics of Magnet recognition or union affiliation require further exploration.
Magnet or union healthcare organizational characteristics can contribute to nurses’ job
satisfaction and increase retention. Blegen et al., (2017) surveyed 29 hospitals with

Magnet designation and found that employees working at Magnet-recognized hospitals
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had moderate job satisfaction and an overall turnover rate of 11.9%. Kovner et al., (2014)
examined 5,316 of NLRNs’ in 28 Magnet hospitals and found statistically significant
differences p < 0.000 in job satisfaction and retention rates among nurses. Seago et al.,
(2011) examined whether unionization of hospitals is associated with nurses’ job
satisfaction. The differences between NLRNSs’ job satisfaction and having an RN union
has rarely been studied, however, the study found hospitals with RN unions have higher
job dissatisfaction but greater nurse retention (Gaines, 2019). The problem of union
nurses’ dissatisfaction is typically expressed more commonly because nurses working
with RN unions are less fearful of voicing work-related concerns. They also work in
environments with collective bargaining contracts that promote tenure, and the
opportunities for change are significant (Jobe, 2014). Furthermore, according to Jobe
(2014), RNs from various generations possess unique generational needs and might
prefer to gain employment with organizations upholding specific characteristics, such as
Magnet or union affiliation.

Healthcare leaders face staffing difficulties when attempting to recruit and retain
nurses from Generation X and millennial nurses. However, a problem exists as there is a
rise in healthcare consumer demand and an immediate need for RNs. Furthermore,
healthcare organizations that are not unionized or do not hold a Magnet affiliation face
greater difficulty with maintaining nurses’ job satisfaction and impose additional threats
to an impending nursing shortage. A Bureau of Labor Statistics (2018) report called for
1.1 million new RNs by 2024. The baby boomers’ retirement further intensifies the

necessity for healthcare leaders to recruit and retain RNs from Generation X and
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millennials(Kosterlitz & Lewis, 2017). Generation X and millennials will dominate the
workforce, and many nurses are desperately needed to fill healthcare shortages.
Therefore, it is important that organizations explore the possibilities of union or Magnet
recognition as these healthcare facilities can retain dissatistfied nurses by overcoming
work environment barriers that influence job satisfaction.
Research Question

What is the difference in job satisfaction in millennial and Generation X RNs by
type of organization (Magnet vs. union)?
Nature of Study and Design

A two-way ANOVA was used to compare differences between Generation X
NLRNs and millennial NLRNs. The statistical test used to determine the effect between
Generation X NLRNs and millennial NLRNs was the two-way ANOVA comparing
variables to understand if there was a difference between independent and dependent
variables (Laerd, 2020). For this study, I compared differences between nurses’
organizational characteristics for preferred employment with healthcare organizations
with Magnet and union affiliation. The NLRN New Cohort 3 Survey (ICPSR 36821) is a
valid and reliable instrument and is publicly available on the HMCA (2019) website.
Data sets were available from the Robert Wood Johnson RN Work Project site. There
were 230 questions in the data set and three of these were used for this study. The data set
allows for separation of questions, and permission for use of the variables and data set is
provided in Appendix A. I also tested for validity and reliability of the questions. The

data sets were tested for reliability using a Cronbach alpha of 0.8 and indicated good
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internal consistency and accuracy of the data set. Validity was assured based on the
degree of accuracy of the measurement of the variables. Internal validity was tested to see
if there was a difference between union and Magnet healthcare organizations. The RNs’
union and Magnet organizations were categorical variables. Magnet hospitals were
dummy coded as 1-4 as follows: 1 — yes; 2 — no, but in the process of applying; 3 — no;
and 4 — do not know. Union is a dichotomous variable with two recorded attributes, yes
and no, that were dummy coded as 1 and 2. RNs’ job satisfaction is an interval variable
and ranked using seven levels: 1 (very dissatistied), 2 (dissatisfied), 3 (somewhat
dissatisfied), 4 (neither dissatisfied nor satisfied), 5 (somewhat satistied), 6 (satisfied),
and 7 (very satisfied). RNs’ union and Magnet were considered independent categorical
variables. Nurses’ job satisfaction is an interval variable.
Sources of Data

The difference between Generation X and millennial nurses’ Magnet and union
affiliation and job satisfaction was evaluated using secondary data from the Robert Wood
Johnson Foundation RN Work Project (Johnson, 2012). The sources of data used to
operationalize the variables included statistics from nurses who obtained their first
license to practice in 2014 (Kovner & Brewer, 2016). The NLRN data set incorporates
the targeted variables, and differences were displayed using statistical analysis. I
investigated two cohorts of the NLRNs’: Generation X and millennials entering the

nursing profession.
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Manuscript 3

Specific Problem

Literature from the Advisory Board Company (2019) found that nurses were
dissatisfied with their jobs, a problem that leads to increased nurse turnover. This
problem leads to increased nurse turnover. The Advisory Board Company reported an
8.7% nurse turnover rate in 2010, an 11.1% nurse turnover rate in 2014, and a projected
increase in the nursing shortage for decades to come. Overall 48% of RNs perceive the
nursing shortage has intensified over the last 5 years and indicated a corresponding
increase in the workload as patient acuity and volumes have multiplied (Bureau of Labor
Statistics, 2016). Forty-four percent of nurses have reported inadequate time to spend
with their patients, 38% verbalized thoughts of resigning from their jobs, and 35% said
they would not be working in their existing position in a year (Advisory Board Company,
2019).

Generation X and millennial nurses’ job dissatisfaction contributes to increasing
nurse turnover. According to Lu and Gursoy (2016), employees in customer service
industries are subjected to consumer demands and are at increased risk for burnout and
job dissatisfaction. Lu and Gursoy also noted that maintaining employees’ job
satisfaction is widely recognized as beneficial for organizations and is associated with
positive work outcomes such as low employee turnover and high organizational
commitment. Studies suggest that employees from similar generational cohorts and
genders are likely to have related workplace attitudes, satisfaction, and turnover intention

(Christopher et al., 2017). Therefore, retention of Generation X and millennial nurses is
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part of the solution for the nationwide workforce and nursing crisis. However,
experiences of employee dissatisfaction, including emotional exhaustion, excessive
physical demands, and negative attitudes and feelings, continue to lead to burnout and
employee turnover.

Some researchers explored nurses’ generational differences by comparing the
various number of years nurses remain employed at their current work organization.
According to Dols et al. (2019), on average, millennial nurses are staying on their jobs for
3 years, and Generation X nurses remain in their jobs for 5 years. The baby boomers are
considered more committed to their work organization as they continue employment with
the same company for an average of 8 years. Dols et al., (2019) measured job satisfaction
and turnover by the nurses’ perceived ability to meet patient needs, increase pay rates,
staffing, and nursing leadership support. High employee turnover rates are problematic in
the nursing industry because turnover increases the risk of patient harm and costly
regulatory compliance mistakes (Lu & Gursoy, 2016). Therefore, the Generation X and
millennial nurses require further exploration to understand what satisfies them and
contributes to reducing healthcare organization turnover.

Nurses’ job dissatisfaction is a problem faced by many healthcare organizations.
According to Khan et al., (2018), RNs dissatisfied with their jobs eventually resign,
causing turnover costs that require additional time and money for organizations to
recruit, train, and replace nursing staff. Loss of hospital revenue can range from $20,000—
$60,000 per new RN hire (Duffield et al., 2014). However, organizations can regulate the

frequency of RN turnover by meeting nurses’ job satisfaction needs. Furthermore,
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Generation X and millennial nurses will soon become the majority of nurses working in
healthcare (Coburn & Hall, 2014). Therefore, these cohorts were further investigated to
identify what effects job satisfaction has on turnover between Generation X and
millennial RNs.
Research Question

What is the difference in turnover and job satisfaction between Generation X and
millennial RNs?
Nature of Study and Design

An AVOVA was used to compare differences between NLRNs from Generation
X and the millennial population. This statistical test determined the effect between
Generation X and millennial NLRNs’. An ANOVA compares variables to understand if
there is a difference between independent and dependent variables (Laerd, 2020).
Therefore, data sets were analyzed using SPSS Version 25 to determine the effects
between the dependent and independent variables (Warner, 2013). The data set is from
the implementatio