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Abstract
Competency-based education (CBE) is an alternative educational system of instruction
that allows students to earn academic credit based on demonstration of learned skills and
knowledge. This study addressed a gap in research related to the differences between the
way hospital employers currently perceive potential employees’ educational credentials
through traditional degrees and through CBE credentialing programs. The purpose was to
explore the way hospital hiring employers perceive potential employees’ registered nurse
Bachelor of Science in nursing (RN BSN) CBE credentials relative to traditional degrees
to meet their workforce needs, which the research questions were focused on. Bailly’s
model of employers’ beliefs was used in this qualitative research to explore perceptions
of seven hospital hiring employers selected through snowball sampling. Open, in vivo,
and axial coding was used to analyze the data. Findings from the data collected through
live online semi-structured interviews indicated that in general, hospital hiring employers
(a) had a positive perception of RN BSN CBE graduate credentials to meet their
workforce needs and (b) perceived RN BSN CBE graduates to meet facility required
competencies and to be better prepared to perform their job duties immediately.
Additionally, employers held both groups to the same expectations and evaluated based
on the same criteria. This study contributes to social change by informing hospital hiring
employers about the potential of RN BSN CBE meeting workforce needs through

collaborations between CBE educators and hospital hiring employers.
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Chapter 1: Introduction to the Study

Employers often consider an applicant’s educational achievements when making
hiring decisions, and their perceptions of what the educational accomplishments mean
play a major role in those employers’ hiring decisions (Bailly, 2008). But although most
employers are familiar with traditional educational models (e.g., degree and certificate
programs), their awareness of competency-based education (CBE) programs is low
(Book, 2014; Cunningham et al., 2016; Franklin & Lytle, 2015; Henrich, 2016; Howell et
al., 2019). CBE allows a student to earn credit through demonstration of learned
knowledge and skills, regardless of the amount of time it takes to master it (Boykin et al.,
2020; Cummins & Floten, 2016; Gervais, 2016; Ryan & Cox, 2017; Sullivan & Downey,
2015). CBE is an alternative to the traditional Carnegie learning model that is based on
credit hour or seat time in a classroom equating to knowledge and skill attainment
resulting in the awarding of a traditional degree as means to show mastery (Cavanagh,
2012; Ryan & Cox, 2017; Silva et al., 2015).

This study is distinctive because of the anticipated global workforce needs of
nurses due to the projected shortage of 7 million nurses worldwide by 2030 (Drennan &
Ross, 2019). In addition, research has suggested that there is an increasing number of
CBE programs, including registered nurse Bachelor of Science in Nursing (RN BSN),
being developed with an increasing number of CBE graduates (Fuscaldo, 2015; Howell et
al., 2003; Marcus, 2017; Mason & Parsons, 2019) and employer unfamiliarity of CBE
programs (Book, 2014; Cunningham et al., 2016; Franklin & Lytle, 2015; Henrich, 2016;

Howell et al., 2019). However, there are the unknown perceptions of hospital hiring



2
employers regarding RN BSN degrees through a CBE program. The results of this study

may help identify hospital hiring employers’ perceptions of RN BSN CBE programs and
graduates’ employability to meet workforce needs. By identifying the connection
between CBE graduate credentials to employers’ hiring needs, CBE programs may
produce a “powerful set of industry-validated learning experiences” that may supersede
the traditional degree (Weise, 2014, para. 24). The findings may facilitate positive social
change by informing hospital hiring employers about the potential of RN BSN CBE
meeting workforce needs through collaborations between CBE educators and hospital
hiring employers.

This chapter provides a background of the identified problem, purpose, and
research questions of the study. It also includes the conceptual framework, nature of the
study, definitions, assumptions, scope and delimitations, limitations, and significance of
the study. The chapter ends with a summary.

Background

CBE was originally integrated into American higher education in the 1960s when
teacher training reform and vocational education were first established (Nodine, 2016).
Prior to that, outcomes-based learning and mastery learning laid the foundation for CBE
implementation in postsecondary education (Nodine, 2016). Though CBE models
historically focused on higher education and the adult learner, it is estimated that between
200-600 institutions were developing CBE courses and programs (RPK Group, 2016).
During a speech in 2011, former U.S. Secretary of Education Arne Duncan stated that the

old traditional practice of awarding degrees based on seat time in a classroom, rather than



on a demonstrated competence, is now being questioned in a world in which there are
opportunities for learning and gaining skills at your own pace (Ordonez, 2014). Duncan
further stated that CBE programs should be the norm (U.S. Department of Education,
2011).

Various offerings of CBE programs have been successful over the years (Long,
2020). Western Governors University (WGU) offers CBE programs and courses,
including a bachelor’s in nursing program, which graduated 10,470 students in 2019
(Pulsipher, 2019). Through their online learning modality, students earn credit and
advance based on mastering the content and not through seat time (Marcus, 2017;
Thomas, 2015). Online CBE offers adaptability for various abilities, learning styles, and
knowledge levels (Cummins & Floten, 2016). Adaptability tends to lead to accelerated
credential completion through learning that happens at times and locations convenient for
students.

The opportunity to apply competencies to minimize the amount of time required
to earn a certificate or degree could be beneficial to at least a portion of the millions. In
December 2019, 7.9 million employers were seeking qualified employees (U.S.
Department of Labor, 2020), but over 34 million Americans had some college credits and
no formal degree (U.S. Census Bureau, 2020). One of the biggest barriers to educational
success was the lack of career-relevant learning options (Pulsipher, 2019). According to
the Council for Adult and Experiential Learning (CAEL, 2013), people who had some
college credits but no degree might have stopped their formal education, but they did not

stop learning by acquiring a wealth of knowledge, skills, and abilities through life



experience and on-the-job training. Additionally, U.S. employers needing to fill
vacancies in a timely fashion with qualified employees would also reap the rewards that
could include CBE graduates (CAEL, 2013; Pulsipher, 2019). Finally, the educational
institutions that decide to embrace and implement CBE will be poised to generate a
revenue stream of great proportions (CAEL, 2013).

The number of CBE degree programs has increased within the past several years
and is predicted to grow significantly within the next decade (Dragoo & Barrows, 2016;
Krauss, 2017). In 2019, the American Institute of Research surveyed 602 postsecondary
institutions across the United States to understand their interest and adoption of CBE. The
results of the survey found that 61% of the postsecondary institutions with current CBE
programs planned to increase their offerings and 51% without CBE programs were in the
process of adopting or implementing such programs (Mason & Parsons, 2019). The most
common undergraduate CBE discipline was nursing (Mason & Parsons, 2019).

According to the U.S. Department of Labor (2021a), from 2019 to 2029
employment opportunities for RNs are projected to increase at a faster rate than any other
occupation, and nurses who possess a BSN degree will have more job prospects than
those that do not (U.S. Department of Labor, 2020). A call to action was initiated in
response to a 2011 landmark article, “The Future of Nursing,” by the Institute of
Medicine, recommending that an increase in nurses possessing a baccalaureate degree be
at least 80% by 2020 (Carissimi & Burger, 2017). In 2020, 65% of U.S. job opportunities
in health care, education, science, technology, engineering, mathematics, community

service, and arts required a postsecondary education (Howell et al., 2019; Krauss, 2017).



In response to this, many educational institutions began to develop BSN CBE programs
to bridge the gap between diplomas and baccalaureate-degree programs (Carissimi &
Burger, 2017). In 2013, Southern New Hampshire University, which also offers a RN
BSN CBE program, became the first to gain federal approval from the U.S. Department
of Education for their CBE program, College for America (Fain, 2017). However, though
CBE programs in general are on the rise, additional research is needed on how employers
view CBE graduate credentials against the traditional earned degrees to address
workforce needs (Book, 2014; Franklin & Lytle, 2015; Henrich, 2016).
Problem Statement

CBE is changing the traditional postsecondary education model (Franklin &
Lytle, 2015). CBE can close the increasing gap between the traditional postsecondary
educational model, thereby meeting workforce needs (Weise, 2014). However, for hiring
purposes, the value of CBE credentials needs to be perceived by employers as being
under the same qualifications as a traditional degree (EDUCAUSE, 2014; Gauthier,
2020). Though students choose CBE for its flexibility and the opportunity to earn credit
for prior knowledge (Gravina, 2017), the success of CBE is also dependent on the
employers’ positive perceptions of CBE credentials (Marcus, 2017). But questions are
being raised regarding employer knowledge and awareness of CBE or lack thereof
(Book, 2014). Employer unfamiliarity and perceptions of CBE correlates with a lack of
understanding of the potential benefits to employers who hire CBE graduates (Franklin &
Lytle, 2015). Additionally, employers continue to focus on the traditional degree as an

indication of general skill attainment and believe that graduates who hold a traditional
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degree possess a higher level of maturity and professionalism, in addition to commitment,
follow-through, and the ability to critically think (Fadulu, 2017; Mattison, 2016;
Sigelman, 2014). Furthermore, the interpretation of educational credentials by employers
is based on cultural perceptions of value that are linked with evaluators’ own selves and
their socioeconomic status (Rivera, 2011).

Though several researchers highlighted CBE’s future in program growth, their
findings lack a clear focus on hospital hiring employers’ perceptions of RN BSN CBE
graduates and their employability (Dragoo & Barrows, 2016; Gravina, 2017; Gruppen et
al., 2016; Marcus, 2017). Thus, there is a gap in research related to the differences
between the way hospital employers currently perceive and compare potential
employees’ educational credentials through an earned traditional degree and respectively
through the new RN BSN CBE credentialing programs and their impact on hiring
practices. This study addressed this gap.

Purpose of the Study

The purpose of this study was to explore the way hospital hiring employers
perceive potential employees’ RN BSN CBE credentials relative to traditional degrees to
meet their workforce needs. A qualitative methodological approach using semi-structured
interviews was used to explore the perceptions of hospital hiring employers regarding RN
BSN CBE to meet their workforce needs.

Research Questions
Research Question 1: What are the perceptions of hospital hiring employers

regarding potential RN BSN CBE employees to meet their workforce needs?



Research Question 2: How do hospital hiring employers view RN BSN CBE

credentials in relation to traditional credentials?
Conceptual Framework

Bailly’s (2008) model of employers’ beliefs framed the research and provided a
contextual lens of the phenomenon, which was hospital hiring employers’ perceptions of
RN BSN CBE credentials. Bailly proposed that a person’s educational background and
credentials are evaluated subjectively by each employer and their interpretation of the
value of the person’s educational background, credentials, and competencies.
Furthermore, belief systems are used to process information and employers tend to use
belief systems with hiring decisions (Bailly, 2008). A belief system, in broad terms, can
include a mixture of factors, including perceptions, expectations, and one’s image (Cali,
2012). As a belief system becomes part of an employer’s unconscious, it will dominate
the employer’s hiring decisions (Cai, 2012). The key elements of this framework helped
to understand employers’ perceptions of RN BSN CBE graduates in relation to
traditionally educated applicants during the hiring process. The framework thus
supported the purpose of this study. A more thorough explanation of the framework is
presented in Chapter 2.

Nature of the Study

The nature of this study was qualitative, and a basic interview methodological
approach was used. Specifically, semi-structured interviewing was used, which allows
the researcher to explore the interviewee’s feelings, thoughts, and perceptions of a topic

(Creswell, 2013; Kaliber, 2019; Merriam & Tisdell, 2015; Mirhosseini, 2019; Ravitch &



Carl, 2016; Rubin & Rubin, 2012). Furthermore, using “inductive theorizing based on
qualitative data is particularly appropriate in new or understudied empirical contexts
where there is relatively little prior work” (Bansal et al., 2018, p. 1190). Understanding
hospital hiring employers’ perceptions of potential employees’ RN BSN CBE credentials
relative to traditional degrees to meet their workforce needs is a new and understudied
topic (Franklin & Lytle, 2015). Therefore, a qualitative interview approach and inductive
analysis were appropriately used.

Supporting the recommendations for additional research on employer perceptions
by Book (2014) and Franklin and Lytle (2015), a combination of random and purposeful
sampling to recruit subjects for this study were initially used (Creswell, 2013; Palinkas et
al., 2013; Ravitch & Carl, 2016). Random sampling is helpful when the potential number
of cases is too large (Ravitch & Carl, 2016, p. 13). Furthermore, it allows for the
avoidance of a potential controversy associated with selection bias (Ravitch & Carl,
2016). Purposeful sampling allows the researcher to identify and select participants for
the study who can provide information and “an understanding of the research problem”
(Creswell, 2013, p. 156).

Using the random sample method, hospitals were identified. | searched the
hospital’s website directory to identify those in charge of hiring. The population were
hospital employers listed in the U.S. Department of Homeland Security, Homeland
Infrastructure Foundation — Level Data (HIFLD) website database. Hospital hiring
representatives who were involved in the hiring of nurses were identified and invited to

participate in this study. However, this did not yield any participants, so snowball
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sampling was implemented. Snowball sampling also known as chain or referral sampling
allows the researcher to ask people who have already participated in the study to refer or
recommend others who may have similar or differing perceptions on the subject matter
(Griffith et al., 2016; Kirchherr & Charles, 2018; Marcus et al., 2017; Ravitch & Carl,
2016). Hiring representatives were sent an email invitation and consent form to
participate in the study.

Participants were interviewed one-on-one and asked semi-structured, open-ended
questions regarding their perceptions of RN BSN CBE programs in comparison to
traditional programs. A total of seven hospital hiring employer representatives were
interviewed reaching data saturation, which is the point when no new information or
themes are observed in the data (Boddy, 2016; Trotter, 2012). Data analysis of the
interviews included inductive coding to aid in the development of categories to highlight
patterns, trends, and themes (Saldana, 2016). An explanation of the methodology is
further discussed in greater detail in Chapter 3.

Definitions

The following key terms are fundamental to this study.

Carnegie unit model: Developed in the late nineteenth century and named after
millionaire and philanthropist Andrew Carnegie, the Carnegie unit aims to standardize
the post-secondary educational experience. The Carnegie unit model is time-based.
Simply, the amount of time a student spends in a classroom equates to academic unit
attainment (Cavanagh, 2012; Ryan & Cox, 2017; Silva et al., 2015; Sullivan & Downey,

2015).
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Competence: The ability to do something efficiently and successfully (Abas &

Imam, 2016; Ho, 2015; Pang et al., 2018). “A set of demonstrable characteristics and
skills that enable and improve the performance of a job” (Al-Jibreen, 2019, p. 1).

Competency-based education (CBE): CBE awards credit to students based on
their competence. It is an educational system of instruction that allows a student to earn
credit through demonstration of learned knowledge and skills, regardless of the amount
of time it takes to master it (Gervais, 2016). CBE learning is student-centered and is
focused on the student’s ability to actively demonstrate what they have learned and
mastered through engaging in activities and experiences that align with course and
program outcomes rather than the amount of time spent in teacher classroom instruction
(Cummins & Floten, 2016; Gervais, 2016).

Employability: A set of knowledge, skills, competencies, and personal attributes
that make an individual prepared to perform job duties successfully and to the satisfaction
of the employer (Pengate, 2018; Silva et al., 2013; Suleman, 2016; Tejan & Sabil, 2019).

Registered nurse (RN): A licensed professional who provides and coordinates
patient care, as well as educates the public about various health-related conditions
(Condliffe et al., 2020; U.S. Department of Labor, 2021b). An RN can possess a diploma
from a nursing program and or a higher education credential (e.g., associate’s degree,
bachelor’s degree, master’s degree, or doctorate; U.S. Department of Labor, 2021b).

Registered nurse, bachelor of science in nursing (RN BSN): RN BSN programs
are designed to help RNs advance their knowledge and skills previously obtained from

their past formal education and practical experience (Knecht et al., 2020). RN BSN
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programs focus on providing a broader understanding of issues pertaining to patient care
and health care delivery. They can include courses such as critical thinking, public health,
leadership, and nursing research (Conner & Thielemann, 2013).

Traditional degree: Traditional degrees measure educational progress by using
the Carnegie unit model of seat time/credit hour equating to a student’s knowledge and
skill attainment. Traditional degrees incorporate course test taking and writing papers,
and students must pass a designated number of courses to meet degree requirements. The
average number of units to earn an undergraduate degree is 120 (Best Colleges, 2017;
Lindsay, 2018).

Assumptions

Ontology refers to the “nature of reality” or how we come to know something
(Al-Ababneh, 2020, p. 82). In this study, my ontological view involved assuming that
participants had varying experiences and perceptions of CBE; therefore, they were open,
honest, and focused on the interview during the interview. Additionally, epistemology is
the theory of the nature of and grounds of knowledge and general bias (Al-Ababneh,
2020). I assumed that the interview questions were suitable to produce relevant
information and that a 1-hour interview was enough time to ask open-ended questions
and obtain answers from the participants. My axiological assumption concluded that the
true value of CBE was understood through the data collected in the study. My
methodological assumption was that using a basic qualitative and inductive process

produced themes and data saturation would be reached (Al-Ababneh, 2020). The



12

assumptions were necessary to provide a baseline for the development of the interview
questions and conduct of interviews.
Scope and Delimitations

The focus of this study was hospital hiring employers’ perceptions of RN BSN
CBE to meet their workforce needs. Hospital hiring employers’ perceptions were chosen
because hospital hiring employers play a pivotal role in meeting health care workforce
needs. Hospital hiring employers’ perceptions of RN BSN CBE and RN BSN CBE
graduates are important, and the information gleaned from the study could facilitate
collaborations between CBE educators and hospital hiring employers to meet their
workforce needs.

Two delimitations were intentionally considered by me: the geographic scope and
the choice of conceptual framework. The focus of the data collection was from hospital
employers with operations in southern California. This limits results to be generalized to
hospital hiring employers’ perceptions of RN BSN CBE in other parts of the world,
which may lead to different results. But focusing on the United States provides a
snapshot of hospital hiring employers’ perceptions of RN BSN CBE, which could inform
other geographic areas like the United States and be used to inform additional studies in
other countries.

The human capital theory was a consideration for the framework for this study.
Elements of the human capital theory framework assume that there is an existing
relationship between higher education and the labor market (Cornacchione & Daugherty,

2013). Human capital theory posits that a person’s knowledge, skills, education, and
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training can determine their productivity of labor, and productivity determines earnings
(Griffith, 2017). This suggests that students will invest in their education to become
competent and marketable to employers, and in turn, employers will hire those qualified
and competent students (Marginson, 2015; Simona, 2015). Though this framework is
related to knowledge, skills, and education, it lacks a connection to employer perceptions.
Hospital hiring employers’ perceptions of RN BSN CBE were the focus of this study, so
Bailly’s model of employers’ beliefs framework was selected to provide a contextual lens
instead of human capital theory.
Limitations

In this section, | describe limitations of the study, methodological weaknesses,
any biases, and how they were mitigated. The geographical location of the data collection
may limit transferability to other geographic regions. Dependability may be affected by
my personal bias as an employee of a state university that offers and manages traditional
degrees. To check my bias, | only asked carefully drafted interview guestions that aligned
with the research questions and framework. During analysis, | conducted a round of
coding focused exclusively on detecting my own bias toward traditional education and
degrees to address the potential limitation of personal bias.

Significance

The significance of this study is based on the contributions that can be made to
CBE and meeting workforce needs in the health care industry. Based on the
recommendations from the literature about CBE, | aimed to explore the way hospital

hiring employers perceive potential employees’ RN BSN CBE credentials relative to
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traditional degree credentials to meet their workforce needs. Understanding hospital
hiring employers’ perceptions is crucial to RN BSN CBE graduates’ employability and to
the future of CBE to meet workforce needs. This study has the potential to create positive
social change by understanding hospital hiring employers’ perceptions of RN BSN CBE
educational offerings. With employer understanding, CBE educators will be able to
inform employers about the potential of meeting the health care shortage of nurses
through collaborations between CBE educators and employers.
Summary

The context of this study was outlined in Chapter 1, which included the
background, problem statement, purpose of the study, and research questions. Also
included was the conceptual framework, nature of the study, definitions, assumptions,
scope and delimitations, and significance. Chapter 2 provides a comprehensive review of
current peer-reviewed literature on CBE and the conceptual framework that was used for

this study.
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Chapter 2: Literature Review

The Carnegie model of education is the traditional method of measuring
competency through seat time in a classroom resulting in awarding of a degree (Adler,
2020; Ryan & Cox, 2017; Schulte, 2016). Many employers use the basis of a traditional
education to inform their hiring decisions and gauge employee competency (Di Stasio et
al., 2016; Kaupins et al., 2014). CBE is an alternative model of education that grants
credit based on demonstration of learned skills and measured competency (Boykin et al.,
2020; Ryan & Cox, 2017; Sullivan & Downey, 2015). Graduates with CBE credentials
may only be successful if employers perceive them to be credible and a positive
alternative to the traditional education and degree (Cunningham et al., 2016; Marcus,
2017). But there is a gap in research about the practice between the way hospital hiring
employers currently perceive and compare potential employees’ educational credential
through an earned traditional degree and RN BSN CBE credentialing programs. The
purpose of this study was to explore the way hospital hiring employers perceive potential
employees’ RN BSN CBE credentials relative to traditional degrees to meet their
workforce needs. This chapter includes the search strategy taken to find literature, details
on Bailly’s model of employers’ beliefs as a contextual lens for the study, and a literature
review related to key variable and concepts. Chapter 2 ends with a summary.

Literature Search Strategy

Peer-reviewed scholarly articles published in journals were sought, as were

seminal works related to CBE and traditional degrees. Articles were accessed through

databases available through the Walden University Library. These databases included but
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were not limited to Academic Search Complete, Business Source Complete, CINAHL,
Education Source, ERIC, MEDLINE, and SAGE Journals. The Boolean search terms
used in the database searches included attitude, Bailly's framework, boss, Carnegie
model, Carnegie unit, Competency-Based Education (CBE), direct assessment,
employability, employer, experience, graduate, hospital, human resources, labor market,
manager, nurse, opinion, perception, perspectives, registered nurse, supervisor,

traditional degree, worker, and workforce as outlined in Table 1.
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Table 1

Literature Search Strategy

Literature Search

m
wn

Keyword AS BS C

Attitude X
Bailly’s Framework
Boss X
Carnegie Model
Carnegie Unit
CBE

Direct Assessment
Employability
Employer
Experience
Graduate

Human Resources
Labor Market
Manager X
Nurse

Opinion
Perceptions
Perspectives
Registered Nurse
Supervisor
Traditional Degree
Worker X X
Workforce X X

X

X X X X X X
X
X

X X X

X X X X
XXX XXXXXXXXX\w

X X
XXX XXX XXXXXXXX
XXX XXX XXXXXXX X m

X X
X

XXX X XXX XXX X
X X

X X
X X X X
X X X
X X X
X X X X
X X

X
X
X
X

X X X X
X X X X
X X X X
X X X X

Note. AS = Academic Search; BS = Business Source; C = CINAHL; ES = Education Source; E = ERIC; M
= MEDLINE; S = SAGE
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In support of the study, reports from reputable governmental agencies,
universities, organizations, associations, and similar sources were also researched. These
included, but were not limited to, American Association of Colleges of Nursing;
American Enterprise Institute; American Institute of Research; Association of American
Colleges and Universities; Association for Continuing and Higher Education; Brandman
University; California Edge Coalition; Chronicle of Higher Education; CBE Network;
Corporation for a Skilled Workforce; CAEL; EDUCAUSE; Inside Higher Education;
Jobs for Our Future; Lumina Foundation; Rand Education and Labor; RPK Group;
University Professionals in Continuing Education Association; U.S. Department of
Education; Walden University; and WGU.

Conceptual Framework

The concept explored in this study was hospital hiring employers’ perceptions of
potential employees’ RN BSN CBE credentials relative to traditional degrees to meet
their workforce needs. Research indicates that CBE offerings are increasing (Book, 2014;
Franklin & Lytle, 2015; Henrich, 2016; Mason & Parsons, 2019), and graduates
possessing a higher education credential can have employability (Donald et al., 2018) and
meet workforce needs (Cai, 2013). Spence’s (1973) signaling theory suggests that
academic credentials benefit college graduates, but hiring individuals is like the lottery
for employers; employers do not know if they picked the right person or made the right
investment (Cai, 2012; Karasek & Bryant, 2012). Spence suggested that a way to help
employers reduce potential financial risks in investing in hiring an individual is to

employ “signals” and “indices.” Signals provide information in which individuals have
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some level of control, such as education (Spence, 1973). Education signals knowledge
acquisition, which can increase employer confidence. Indices convey information that
individuals cannot change, such as demographics and background information (Spence,
1973). A criminal background, as an example, can have a negative impact on an
individual’s employability. Bailly’s model of employers’ beliefs expands on Spence’s
theory and was the chosen conceptual theory for this study.

Bailly’s model of employers’ belief can help to understand the perceptions of
employers regarding higher education, specifically CBE, as meeting workforce needs.
Bailly’s model provides a framework for understanding the process by which employers
evaluate higher education credentials of individuals. Bailly contended that humans use
belief systems to process information, and the signals an employer receives are dependent
on their beliefs (Cai, 2012). Therefore, employers do not measure educational credentials
objectively; rather, they are evaluated subjectively by the employer’s understanding of
the value of the credentials (Cai, 2012).

According to Bailly (2008), there are three stages in the development of an
employer’s belief system. In the first stage, the employer has no experience hiring
applicants with a certain educational credential (CBE was assessed in this study).
Therefore, the employer must make their recruitment decisions based on the signal
received and their initial beliefs about the applicant’s educational credentials. The second
stage starts upon hiring. As the employer observes the employee’s performance, the
employer’s initial beliefs are either confirmed or adjusted. If the employee’s performance

quality meets the initial assumption of the employer, then the employer’s beliefs are
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confirmed. But if the employee’s quality of performance exceeds the employer’s initial
belief, then the employer will begin to adjust their beliefs to a “new” system. Critical to
this stage is the employee’s productivity and performance, which shapes the employer’s
beliefs regarding employee employability (Cai, 2013; Suleman, 2016). The third stage
continues until an equilibrium is reached. Through a continuous process of observing the
employee’s work performance, the employer accumulates enough experience to perceive
the employee’s true value (Bailly, 2008), thus continuing to shape the employer’s beliefs.

Previous researchers have used Bailly’s model to examine perceptions of the
employability of graduates. Gamage and Henegedara (2019) used the framework to
explore the issues affecting the employability of graduates in Sri Lanka. They found that
graduate employability is affected by employer beliefs, among other things. Furthermore,
researchers Nogales et al. (2020) also used Bailly’s model to demonstrate the relationship
between Bolivia’s rapidly expanding educational system and the low rate of graduate
employability in the country. They found that recruiters’ perceptions and interpretations
of an applicant played a role in their hiring decisions.

Bailly’s model aligned with my dissertation topic based on hospital hiring
employers’ perceptions regarding RN BSN CBE to meet their workforce needs. It
provided a framework to understand how employers may perceive a candidate’s
educational credentials, earned through a CBE program or traditional program.

Literature Review Related to Key Concepts and Variable
This section of the study provides a detailed review of current literature related to

hospital hiring employers’ perceptions of RN BSN CBE to meet workforce needs. The
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information gleaned from the literature review justified the inclusion of the following key
concepts: history of CBE, history of the Carnegie Unit (traditional degree), CBE models,
CBE programs, various perceptions of CBE, and the labor market and workforce.
Carnegie Unit Model and Traditional Degree

Andrew Carnegie was a 19th-century entrepreneur, business mogul, and
philanthropist who, in the late 1890s, was the world’s richest man (Blackford, 1998;
Humphreys et al., 2019; Ris, 2016). Carnegie reflected on his financial security in his
retirement and was concerned about college professors, who he thought were unfairly
compensated despite holding one of the most notable professions in the country (Silva et
al., 2015). Due to the low wage, these professors had to forego retirement and teach
longer than they should (Schulte, 2016). To finance a pension system for these
professors, he created the Carnegie Foundation for the Advancement of Teaching and
donated 10 million dollars to the foundation’s trustees, led by Harvard President Charles
Eliot (Laitinen, 2012; Silva et al., 2015). Though the donation was generous, it was not
enough to cover the pensions of all the professors (and their spouses) at every college and
university in the nation; therefore, the trustees were forced to develop a pension
eligibility criterion (Laitinen, 2012; Schulte, 2016; Silva et al., 2015).

Researching and using some standards at the time from the College Entrance
Examination Board and the National Education Association’s committee, in 1906, the
trustees established eligibility requirements and standards (Schulte, 2016; Silva et al.,
2015). The trustees announced that to be ranked as a college—and therefore eligible for a

pension—an institution must have at least six professors working full time at a college or
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university, with a course of 4 full years in liberal arts and sciences and should require 4
years of academic or high school preparation, or its equivalent for admissions (Silva et
al., 2015). As a result, the “standard unit” or “Carnegie unit” was created to measure
faculty workload to quantify their qualifications for retirement (Laitinen, 2012). Many
colleges wanted to join this new retirement system and quickly aligned their admissions
requirements to the new Carnegie unit (Schulte, 2016). By the 1950s, the Carnegie unit or
credit hour was widely used throughout the American educational system as it provided a
common currency that was recognized and accepted by most educational institutions
(Garn, 2019; Silva et al., 2015).

Colleges and universities across the nation began creating degree programs based
on the Carnegie unit and it soon evolved into the traditional educational model
characterized by instructor-led and text-driven curriculum, based on time and credit, and
delivered to all students at the same time without regard to individual ability (Adler,
2020; Sullivan & Downey, 2015). Likewise, the Carnegie credit system had influenced
almost all aspects of education to include faculty workload, admissions, degree
requirements, academic calendars, course sequencing, financial aid, and regulatory
policies, which it was not originally intended to do (Laitinen, 2012). The Carnegie unit
has been around for over a century and is integral in the organization of higher education
(Fabris, 2015).

Although the Carnegie unit model has been around for a while, some have argued
that it has resulted in colleges and universities improperly equating seat time in a

classroom to students’ learning (Gauthier, 2020; Schulte, 2016; Silva et al., 2015). Amy
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Laitinen (2012), deputy director for higher education at New America, emphasized the
fact that faculty are at the core of the Carnegie unit, but it should be students. Laitinen
contends that if students were at the core, the Carnegie unit would be based on learning
as opposed to time sitting in a classroom. In 2015, the Carnegie Foundation issued a
report recognizing the need to reexamine the traditional Carnegie unit based on the
necessity for a more transparent and flexible delivery of education, which CBE could
provide (Sullivan & Downey, 2015). Additionally, studies report that by the year 2025,
over 60% of all new jobs will require a college degree and CBE could be an alternative to
the traditional degree to fill the need (Brower et al., 2017; Ordonez, 2014).
CBE

The CBE Network (2020), a nationally recognized policy and best practices
educational advocacy group comprised of CBE leaders from across the nation, defines
CBE as an approach to curricular design in which the expectations about learning remain
constant, regardless of the time it takes to demonstrate competency. Students gain the
skills and knowledge through learning activities that have specific programmatic
outcomes. Furthermore, students receive guidance and coaching throughout their learning
from faculty and staff and earn credentials by demonstrating mastery through various
forms of assessments.

The history of outcome-based approaches goes back hundreds of years to guilds,
apprenticeships, and technical training programs (Akos et al., 2018). The grounds of CBE
are not new as it centers on the idea that a student must successfully demonstrate

knowledge and mastery of learned skills regardless of time, method, place, or pace of
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learning (Boykin et al., 2020; Camacho & Legare, 2016; Dailey, 2016). The 1940s and

1950s saw an increase in trade schools, using this model to meet demands from World
War Il and provide training to veterans. At the close of World War 11, prior learning
assessments were developed to provide nontraditional students with the opportunity to
prove their competency of learned material in a graded format and the American Council
on Education began conducting credit evaluations of military training (Adams & Wilder,
2016; Camacho & Legare, 2016).

During the 1960s, course offerings such as woodshop, home economics, and the
like became more popular, and CBE started to gain momentum due to the criticism of the
current educational system not teaching students important life skills (Dailey, 2016). In
addition, vocational schools began to create advisory boards to ensure students were
learning skills important to employers. In 1967, the College-Level Examinations Program
was established to help universities and colleges address the learning opportunities of
nontraditional students to include military service members (Camacho & Legare, 2016).
At the time, their exams permitted professors to assess and evaluate a veteran’s college-
level learning as applied in real-world scenarios (Camacho & Legare, 2016).

In the 1970s, the U.S. Department of Education Fund for the Improvement of
Postsecondary Education awarded funding for the development of CBE programs to
institutions with existing adult learning programs (McClarty & Gaertner, 2015). Although
institutions received funding for CBE development, the interest in competency-based
higher education dwindled, as it seemed competencies were mainly focused on behaviors

(Camacho & Legare, 2016; McDonald, 2018). However, the beginning of the 1980s saw
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a resurgence of institutions educating students using the CBE model and the definition of
competencies slowly changed from centering on behaviors to the combination of
knowledge, skills, and abilities needed to produce results (McDonald, 2018).

Since 2010, CBE degree programs have experienced another surge in response to
employer concerns that college graduates do not possess the skills and competencies
needed to perform the requirements of the job (Kaufman et al., 2019; Wax & Klein-
Collins, 2015). Studies indicated that program competencies should align with the
expectations and needs of employers in the workplace, and institutions should collaborate
with employers to map out the required competencies (Akos et al., 2018; Kaufman et al.,
2019). Eloy Oakley, Chancellor of the California Community Colleges, concurs by
stating that employers should be at the table working with higher education in helping to
shape curriculum; linking skills to employment is critical (E. Oakley, personal
communication, August 31, 2020).

CBE programs seek to build bridges between academics and employers, resulting
in an understanding of the knowledge, skills, and abilities students will need to succeed in
the workplace (Koys et al., 2019). Furthermore, McClarty and Gaertner (2015) contend
that CBE programs are a viable alternative pathway to a postsecondary degree, allowing
graduates to describe to employers the knowledge, skills, and abilities they had to
successfully demonstrate to earn their degree.

CBE Models
There are three models of CBE that incorporate competency-based learning in

which students can earn college credits towards a degree; course-based with credit



26
equivalency, direct assessment, and hybrid approach (Book, 2014; CAEL, 2016;

Cunningham et al., 2016; Kelchen, 2015; McClarty & Gaertner, 2015). According to
Johnstone and Soares (2014) the course-based model ties student learning and progress to
the traditional Carnegie Unit. A predetermined number of units must be successfully
completed to achieve academic progress and degree requirements. Institutions convert
various competencies into specific subjects that can be articulated into courses of
appropriate lengths of time (Book, 2014). Although the credit-hour is not the primary
measure of student learning, the credit-hour equivalence is needed to qualify students for
financial aid (McClarty & Gaertner, 2015).

The direct assessment model is not tied to the Carnegie Unit of seat time or credit
hour (McClarty & Gaertner, 2015). In this model, the student must demonstrate mastery
of predetermined competencies through direct assessments that can include projects,
papers, examinations, presentations, performances, and portfolios (CAEL, 2016;
McClarty & Gaertner, 2015). The student determines the pace of their program and
moves forward only after successfully passing each assessment.

The CAEL (2016) reported that the hybrid approach measures students’ progress
using both direct assessment and course-based credit equivalency models. However,
unlike the first two models, the hybrid model is not Title IV eligible. Title IV of the
Higher Education Act authorizes approved postsecondary institutions, which include
public, private non-profit, and proprietary, to provide financial assistance to students
seeking a post-secondary education (Hengji & Library of Congress, C. R. S., 2019).

Students enrolled in hybrid programs are not eligible to receive student aid (CAEL,
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2016). In all three models, the major role of the faculty is that of a coach who provides
guidance and support to the students, as opposed to a traditional college professor who
must include lectures in their teachings (Book, 2014; Gallagher, 2014; Springer, 2020).
CBE Program Offerings

Kelchen (2015) inventoried CBE programs and reported that in 2014 there were
approximately 34 institutions offering CBE programs in the United States, with another
18 institutions not yet operational. Because these programs operated outside of the
Carnegie model of seat time, they were not eligible for financial aid, and therefore,
students had to pay out of their own pockets (Kelchen, 2015). While CBE programs were
typically a fraction of the cost of traditional programs, if a student progressed at a slower
pace, they could have ended up exceeding the cost of a traditional program (Kelchen,
2015; Ordonez, 2014).

Included in the list was an early adopter of CBE, WGU, an online, private,
nonprofit school known proverbially as the grandfather of CBE programs (Marcus, 2017,
Morris, 2017; Thomas, 2015). WGU was founded in the1990s by 19 western governors
who had an interest in the burgeoning tech industry and saw a need for online education
that would reach and serve residents in western states that lived in areas remote from
colleges and universities (Morris, 2017; Thomas, 2015). The online degrees centered on a
student’s existing competencies and work experience (Morris, 2017). In 1997, WGU
began to offer online CBE programs through the direct assessment model. They received
full accreditation in 2003 and have since mapped their programs to a course-based model

(Book, 2014; Marcus, 2017; Thomas, 2015). Since becoming fully accredited, WGU
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narrowed its program focus to four areas: teaching, business, Information Technology,
and health, which includes an RN BSN, resulting in a student population growth of over
100,000 students (Marcus, 2017; Morris, 2017; Pulsipher, 2019; Thomas, 2015).

In 2013, using the direct assessment clause in the 2005 Higher Education Act, the
Department of Education approved the awarding of financial aid to institutions that used
direct assessment (Ordonez, 2014). The federal direct assessment allows the practice of
direct assessment to measure student learning, as opposed to the traditional credit hour
(Fain, 2014; Porter, 2016). The U.S. Department of Education initially identified and
granted six institutions, including Walden University, the ability to offer direct
assessment CBE programs with financial aid eligibility (Fain, 2015; Ordonez, 2014).
Through this approval, Walden University launched “Tempo Learning” and its first CBE
program in early childhood studies (Walden University, 2015). Tempo Learning
programs focus on competencies and rigorous assessments that have been validated by
employers. The programs allow students to apply their real-world work experience,
knowledge, skills, and abilities toward earning their degree. Students work at their own
pace and receive assistance from faculty and coaches to pass assessments that mimic
workplace needs, thus linking education and the workplace (Walden University, 2018).
Since the launch of the early childhood studies program, Walden University has
developed and launched seventeen additional degree programs, including business
administration, criminal justice, psychology, and an RN BSN (Walden University, 2018).

The 2019 Annual National Survey of Postsecondary CBE reported that there are

over 600 CBE programs offered through colleges and universities in the United States
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(Mason & Parsons, 2019). In this report, to classify as a CBE program, the entire

program must have included one of the following characteristics: “1) learning is
measured in competencies and either quantified without reference to seat time or mapped
to measures of seat time; 2) students advance from the course or complete the program
based on mastering all required competencies; or 3) courses or programs offer flexible
pacing” (Mason & Parsons, 2019, p. 9). Certificate, undergraduate, and graduate
programs listed included but were not limited to biological and life sciences; business
administration; education; nursing and health professions; and social sciences (Mason &
Parsons, 2019).

The Carnegie Foundation’s Flexner centenary report issued in 2010 supported a
competency-based approach to curriculum development, calling it a “gold standard” for
medical education in the United States (Morcke et al., 2013, p. 854). In a 2011 report,
Institute of Medicine suggested that nurses should progress in their post-secondary
education through an educational system that encourages seamless academic progression
(Carissimi & Burger, 2017). Based on the recommendation from Institute of Medicine, a
strategy arose from state collaborative conversations about “what, how, and where”
nursing students would achieve higher levels of education, including baccalaureate
degrees in nursing (Carissimi & Burger, 2017, p. 1). There were several state coalitions
on both the west and east coasts that began to adopt this strategy for change.

In January of 2021, The American Association of Colleges of Nursing website
listed approximately 1,000 baccalaureate nursing programs offered in the United States,

with 626 member institutions that offered RN BSN programs, which included WGU and
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Walden University RN BSN CBE programs. Furthermore, in 2020, the American

Association of Colleges of Nursing conducted its eighth yearly online survey asking
nursing schools if employers in their region required new nurses to have at least a
bachelor’s degree in nursing (American Association of Colleges of Nursing, 2021).
Results indicated that of the 647 responses, 41.1% of employers (e.g., hospitals, clinics,
etc.) were requiring a minimum of a bachelor’s degree, and the rest of the employers
expressed a strong preference for BSN graduates (American Association of Colleges of
Nursing, 2021).

Traditional RN BSN programs are designed to help RNs advance their knowledge
and skills previously obtained from their past formal education and practical experience
(Knecht et al., 2020). In addition, traditional RN BSN programs focus on providing a
broader understanding of issues pertaining to patient care and healthcare delivery
(Conner & Thielemann, 2013). CBE program outcomes align with the traditional
programs (Fan et al., 2015). A study by Fan et al. reported that undergraduate CBE
nursing students performed academically better in a healthcare course than did other
students in a traditional course. Furthermore, the nursing CBE students’ core competence
levels were found to be significantly increased as opposed to students in traditional
courses (Fan et al., 2015).

Perceptions of CBE

While CBE programs are on the rise, skeptics question CBE and the ability of

learners to obtain general education skills over a short period of time (Camacho &

Legare, 2016). Critics argue that these types of programs may be heavily focused on
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occupational preparation as opposed to preparing for an educated citizenry (Wax &
Klein-Collins, 2015). Camacho and Legare (2016) reported that providing academic
credit for work performed outside of a traditional classroom would potentially
delegitimize traditional academic knowledge and certifications.

Some observers feel that CBE undermines the professionalism of college faculty
by the huge influx of adjunct faculty/coaches and the decrease in tenure track faculty
teaching these courses (Gallagher, 2014). Additionally, the CBE model would benefit
only the highly motivated student, adult learner with solid college skills, or a certified
professional and not necessarily the traditionally marginalized student who will likely be
more confused and excluded than they had been before due to the independent learning
model of CBE (Gallagher, 2014). Finally, there is no data that supports students
graduating from CBE programs as being more competent than those who graduate from
traditional programs (Gallagher, 2014; Kelly & Columbus, 2016).

Labor Market and the Workforce

Dennis’ (2017) survey results indicated that 52% of employers in the United
States are having difficulties filling job openings due to the lack of qualified candidates.
According to a study by Haddad et al. (2020) due to the lack of potential educators, the
nursing profession continued to see shortages. Juraschek et al’s. (2019) research results
forecasted a significant nursing shortage until 2030. The U.S. Department of Labor
(2021a) reported that employment opportunities for RNs are projected to increase at a
faster rate than any other occupation from 2019-2029, and those who possess a BSN

degree will have more job prospects than those that do not. Additionally, over 34 million
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Americans have some college credits but no degree (the U.S. Census Bureau, 2020). By
the year 2025, 60% of all jobs in the United States will require a postsecondary credential
(Brower et al., 2017). CBE programs may be the way for students to gain the knowledge,
skills, and competencies needed to fill the workforce gap.

According to Alic (2018) educational attainment signals potential in the eyes of
employers. However, Wax and Klein-Collins (2015) contend that employers are
concerned with traditional college graduates and credential workers not having the skills
and competencies needed to succeed in the workplace. Gauthier (2020) reported that
employers valued competency and experience over a traditional college degree. While
college transcripts identify how well a job candidate did in college, transcripts do a poor
job in identifying whether a person gained the competencies needed to do the job.

Camacho and Legare (2016) asserted that 21 Century employers prefer potential
employees who are ready to perform the requirements of the job. Therefore, instituting
competency-based curriculum in undergraduate programs could help students gain
successful employment experiences (Wu & Lewis, 2019). Additionally, partnerships
between industry and colleges in the creation of CBE programs would not only allow
employers to provide feedback to validate assessments for real-world skills but help
promote student employment upon graduation (Akos et al., 2018; Boykin et al., 2020;
Camacho & Legare, 2016; Cunningham et al., 2016; Pulsipher, 2019). Thus, allowing
employers to match job openings with candidates with relevant competencies (McClarty
& Gaertner, 2015; Pulsipher, 2019). To further substantiate this, in 2018, The White

House created the American Workforce Policy Advisory Board, comprised of 25
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distinguished leaders from government, education, and the private sector (The White
House, 2018). The Board was created to develop strategies that would better align
education with workforce needs. One of the Board’s most critical objectives was to
“create the agile and resilient workforce of the future, centered around skills and
competencies” (Pulsipher, 2019, p. 38).
Summary and Conclusions

This chapter provided a literature search strategy and comprehensive review of
the literature about CBE. The research suggests that while CBE is continuing to steadily
grow as an educational option for students, there is a gap in practice in the way
employers currently perceive and compare CBE with an earned traditional degree. Also
included in this chapter was the conceptual framework that was used for this study.

Chapter 3 describes the Research Methods of the study and includes the Research
design and rationale, Role of the researcher, and the Methodology of this study. It also
incorporates the Interview protocol, and procedures for Participant selection, recruitment,
participation, and data collection. Data analysis, Trustworthiness, and Ethical procedures

are also discussed. Chapter 3 ends with a Summary.
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Chapter 3: Research Method

The purpose of this study was to explore the way hospital hiring employers
perceive potential employees” RN BSN CBE credentials relative to traditional degrees to
meet their workforce needs. This chapter begins with my research design and rationale,
followed by the role of the researcher and methodology. The methodology discusses
participant selection, instrumentation, procedures for recruitment, participation, and data
collection and analysis. Also included in this chapter are procedures to strengthen
trustworthiness and ensure the ethical conduct of the research. Chapter 3 concludes with a
summary.

Research Design and Rationale

This qualitative study was conducted to understand how hospital hiring employers
perceive potential employees” RN BSN CBE relative to traditional degrees to meet their
workforce needs by addressing the following questions:

1. What are the perceptions of hospital hiring employers regarding potential RN

BSN CBE employees to meet their workforce needs?
2. How do hospital hiring employers view RN BSN CBE credentials in relation
to traditional credentials?
A variety of designs to use for qualitative studies were reviewed before a decision was
made to use a basic qualitative approach. Many researchers use this approach as it seeks
to promote a general understanding of the topic (Merriam & Tisdell, 2015; Mirhosseini,
2019; Ravitch & Carl, 2016). Basic qualitative research is useful when the researcher is

not interested in the lived experiences of the participant, as in a phenomenological study,
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but the viewpoint or perception of the participant (Merriam & Tisdell, 2015). Because my
research was focused on hospital hiring employers’ perceptions of RN BSN CBE to meet
their workforce needs, this method was the most appropriate choice. Following sections
provide information on other designs and the rationale for not selecting them to guide my
study.
Action Research

Action research is “situated, interpretive, reflexive, collaborative, ethical,
democratic, and practical” (Ravitch & Carl, 2016, p. 20). Action research is used to
engage the dynamics involved in a social context and, by design, is continually
investigated to reveal solutions to problems experienced in specific situations (Stringer,
2014). This design is designed to change the status quo documenting the problem while
examining proposed solutions (Bloomberg & Volpe, 2019; Rubin & Rubin, 2012). It can
be a collaborative and democratic process in which researchers take a shared approach in
the responsibility of the goal of the research and investigation (Ravitch & Carl, 2016). |
did not choose this design as | was not researching a specific problem and did not include
a collaborative effort.
Case Study

A case study is a form of empirical inquiry that studies real-life phenomena that
are understood as being bounded by time and place (Bloomberg & Volpe, 2019). The
intent of a case study is to develop an understanding of or illustrate a unique case,

process, program, event, or activity (Bloomberg & Volpe, 2019; Creswell, 2013; Ravitch
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& Carl, 2016). This design was not considered because I did not seek to understand a
process, program, event, or activity.
Ethnography Research

This design stems from anthropology and allows the researcher to gather data by
immersing themselves in studying an entire culture and environment for a long period
(Ravitch & Carl, 2016). The data describe the shared patterns, values, behaviors, beliefs,
and language of a culture-sharing group (Bloomberg & Volpe, 2019; Creswell, 2013).
This research design was not considered, as the purpose of my project was to study the
perceptions of employers regarding CBE, not to study an entire culture and environment
over time.
Grounded Theory

Grounded theory is focused on developing a theory based on direct information
and numerous data that comes from the field (Ravitch & Carl, 2016). The researcher
generates a theory of a process, action, or interaction resulting from the views of the
participants (Bloomberg & Volpe, 2019; Creswell, 2013). My study is not based on
developing an abstract theory from the views of the participants, making grounded theory
not appropriate.
Narrative Research

Researchers use the narrative design to report the life experiences of individuals,
communicate stories about the participants, and provide chronological narratives about
the participants’ experiences (Creswell, 2013). Individuals construct reality through the

narration of their stories and narrative research gives importance to the experiences lived
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by the individuals (Bloomberg & Volpe, 2019; Ravitch & Carl, 2016). This design did

not align with my study, as | was not seeking to research the lives of the participants and
provide a chronological report of their experiences.
Participatory Action Research

Participatory action research focuses on social transformative change through
local stakeholder knowledge generation and dissemination (Ravitch & Carl, 2016). It
questions hierarchical and unbalanced relationships “between research and action and
between researchers and members of the community that are minoritized or
marginalized” (Ravitch & Carl, 2016, p. 23). I did not consider this research design
because the focus of my study did not include studying local stakeholders of minoritized
or marginalized communities.
Phenomenological Research

The purpose of a phenomenological study is to describe the commonalities of
several individuals’ experiences with an identified concept or phenomenon (Bloomberg
& Volpe, 2019; Creswell, 2013; Ravitch & Carl, 2016). This design helps to develop a
comprehensive description or descriptions based on the individuals’ experiences with the
phenomenon. I did not choose this design because the focused was not on participants’
lived experiences with a phenomenon.

Role of the Researcher

In this study, my role as researcher was as an observer or external researcher as |

was not part of the phenomena that was being studied (Creswell, 2013; Ravitch & Carl,

2016). I do not directly work in the health care industry but am an associate dean
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employed by a state university system supervising undergraduate nursing programs
consisting of a traditional BSN program and an accelerated BSN program. Therefore, my
positionality was not related to this study because I did not directly work with or
supervise hospital hiring employers. Based on the target participant population being
hospital hiring employers in the United States, there was a slight chance that I may have
been affiliated with a participant through a personal or professional relationship because |
had friends who worked at hospitals but were not involved in hiring RN BSN potential
employees.

Researcher bias consists of influences that skew the results of a study (Thorne et
al., 2015). Researchers in a qualitative study should also consider the concepts of rigor
and trustworthiness, as they are more relative to the reflexive nature of qualitative
research (Galdas, 2017). Furthermore, self-awareness is critical for a researcher to
understand before a study, as it can impact the collection and results of the data (Bleiker
et al., 2019). Therefore, | ensured my interviewing techniques and questions were not
biased toward any preconceptions | had regarding RN BSN CBE based on my current
research. | remained neutral without expressing my opinions relating to RN BSN CBE.

Methodology
Participant Selection

The target population for this study consisted of hospital hiring employers. The
participants were known to meet the hospital hiring employer criteria as they were one of
the over 7,500 hospitals listed in the U.S. Department of Homeland Security HIFLD

website. Random and purposeful sampling was initially used for this study (Creswell,
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2013; Ravitch & Carl, 2016). Due to the lack of response and inability to recruit

participants for the study using random and purposeful sampling, I switched to snowball
sampling.

Sample sizes in a qualitative study are generally smaller than a quantitative study
(Vasileiou et al., 2018). The small sample supports the in-depth analysis that is
fundamental to the qualitative method of investigation (Vasileiou et al., 2018). The
number of interviews should be enough to derive data that can demonstrate the
trustworthiness and consistency of a study that, in turn, can contribute to CBE research
(Thorne et al., 2015). It is suggested that data saturation can be reached within a sample
size of six to 12 participants, which | used to guide this study of hospital hiring employer
representatives (Guest et al., 2006; Hennink et al., 2019; Young & Casey, 2018).
Interview Protocol

An interview protocol with semi-structured interview questions for individuals
was used to collect data (Appendix B). The protocol was produced by me, the researcher,
and therefore no permissions to use were needed. The face validity of this instrument was
ensured through its revision by the specialized research methodologist that was part of
the doctoral committee. Additionally, because the study involved perceptions, there were
no historical or legal documentation sources used. The interview protocol included the
necessary components to establish sufficiency in my data collection, such as questions
aligned with my research questions and follow-up or probing questions (Creswell, 2017).
The protocol guide included the following steps needed to ensure | 1) recorded the name

of the participant, including the date and time of the interview; 2) reconfirmed the
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participant’s consent to participate in the interview; 3) reconfirmed the participant’s
consent to the recording of the interview; 4) properly welcomed the participant to my
study and provided their rights which included declining to answer specific questions,
skipping questions, asking the researcher questions to clarify a study question being
asked, or stopping the interview at any time; 5) thanked the participant for their
participation; 6) provided the next steps to the participant that would include a summary
of their interview to ensure | captured what they were conveying and; 7) asked if they
would like a copy of the final study.

Procedures for Recruitment, Participation, and Data Collection

To recruit hospital hiring employers to participate in this study, | retrieved the list
of U.S. hospitals through the U.S. Department of Homeland Security HIFLD website.
The HIFLD website provides National foundation-level data that can be used to support
research, among other things. This website contains a list of over 7,500 hospital
employers throughout the United States.

To generate a pool of possible participants, random sampling was used. Using the
“RANDBETWEEN” function in Excel, a random number was generated. | used the
random number and started counting the first hospital on the HIFLD list as number one,
and the second on the list as number two and continued counting until I got to the
hospital that corresponded to the random number. The hospital following the first
identified hospital reverted to number one, and | repeated the count to identify the second
hospital. This process continued until all the hospitals were selected and listed on a

spreadsheet. Then using purposeful sampling, I accessed each hospital’s website
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directory and identified the person who oversaw hiring. The person who oversaw hiring
was sent an email invitation to participate in the study, along with a consent form. They
were asked in the email if they were familiar with traditional degrees and RN BSN CBE
credential programs. I received no responses from the first round of recruitment. |
repeated the process a second time, and again received no responses. | then switched to
snowball sampling.

The first participant recruited was referred by the chief executive officer (CEO) at
a local hospital. The CEO sent an email introduction to his contacts introducing my study
and me. | was copied on the emails. | sent individual emails to each of the contacts with
an invitation to participate in the study, along with a consent form. They were asked in
the email if they were familiar with traditional degrees and RN BSN CBE credential
programs. One contact responded that they consented and were familiar with both
traditional degrees and RN BSN CBE credential programs. They were listed on a
spreadsheet as “Participant 1. Participant 1 was asked for referrals and subsequently
repeated the same type of email introduction as the CEO to their contacts. | repeated the
process and sent individual emails to each contact of Participant 1 with an invitation to
participate in the study, along with a consent form. The snowball sampling recruitment
process was repeated with each participant in the study. until I identified enough
participants to reach data saturation.

Because human participants were part of the study, I completed an application
and submitted it to Walden University’s Institutional Review Board for review and

approval prior to any interaction with participants. Additionally, | ensured that the
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previously emailed signed informed consent form was on file for each volunteer
participant before scheduling the interview.

To collect data for my study, hospital hiring employer representatives were
interviewed one-on-one and asked semi-structured open-ended questions focusing on the
research questions. Individual interviews using a responsive interviewing style allows for
in-depth conversations whereby interviewees are treated as partners as opposed to
subjects of research (Hammarberg et al., 2016; Rubin & Rubin, 2012). Responsive
interviewing style results in the interpretation of the answers as neither right nor wrong,
but as different perspectives on the subject matter (Rubin & Rubin, 2012). The goal of
open-ended questions is to obtain the most information to develop themes (Weller et al.,
2018). Because my study involved participant perceptions, open-ended questions were
asked to allow the participants to expand on their answers by providing more thoughts
and ideas than a ‘yes or no’ questionnaire or survey with forced choices (Allen, 2017).

The interviews were held via online conferencing tools. Williams (2020)
suggested that an audio recording of an interview is a necessary tool to be used in
capturing the entirety of what was said, which helps to alleviate having to rely on
memory. Therefore, audio recordings were used to ensure a complete accounting of the
interview for analysis later. In addition to recordings, field notes were used and analyzed.
According to Phillippi and Lauderdale (2018) field notes have been used in qualitative
studies since the early 1900s and are now considered to be an essential component of
rigorous research. Field notes serve many functions, including encouraging the researcher

to reflect and identify bias, facilitating preliminary coding, and providing context to assist
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in informing data analysis (Phillippi & Lauderdale, 2018). Additionally, the use of notes

allowed me to write down follow-up questions during the interview.

Once the interview had concluded, | thanked the interviewee for their
participation. Transcription of the individual interviews occurred within 5-7 days after the
interview. | protected the identity of the participants by documenting each interview on a
spreadsheet and assigning participants an alphanumeric code. The spreadsheet was kept
on a flash drive in a locked cabinet only accessible by me. I continued to interview
employer representatives until data saturation was reached, which is the point when no
new information or themes are observed in the data (Boddy, 2016; Ravitch & Carl, 2016;
Tran et al., 2017; Trotter, 2012).

Data Analysis Plan

Qualitative research attempts to analyze non-numerical data, in this study, the
perceptions of hospital hiring employers (Ravitch & Carl, 2016). Additionally, content
analysis is the categorization and thematic analysis of qualitative data and was applied to
this research study (Saldana, 2016). Data analysis occurred within 72 hours after the
completion of the transcription of the interviews. A thematic analysis of the transcriptions
utilizing open, in vivo, and axial coding strategies were conducted, According to Ravitch
and Carl (2016) thematic analysis is an appropriate method for this study as it extracts
themes from the text notating the relationships, similarities, and differences in the data.

There were three cycles of coding development. Linneberg and Korsgaard (2019)
posited that coding is a simple way to identify segments of meaning in the data by

labeling them with a short phrase or word. For this research, open, in vivo, and axial
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coding were used. Open coding is a useful first round of coding method, as it helps to
summarize sections of the data (Ravitch & Carl, 2016). In vivo coding is inductive and
useful when doing exploratory studies, as the codes are developed directly from the
phrases and terms used by the participants (Linneberg & Korsgaard, 2019; Ravitch &
Carl, 2016; Saldana, 2016). Additionally, in vivo coding is more likely to capture the
inherent meaning of perceptions, helping me to draw implications from hospital hiring
employers’ perceptions of RN BSN CBE (Saldana, 2016). Axial coding or pattern coding
occurred after in vivo coding to establish categories and ultimately develop themes
(Creswell, 2013; Ravitch & Carl, 2016).

Before the first cycle of data analysis, | uploaded and transcribed the interview
audio files. The first cycle of open coding method to document repetitive words, phrases,
and terms from each transcript were completed (Ravitch & Carl, 2016). | continued to
review each transcription a second time to identify and document data specifically related
to the research questions. The second cycle was inductive and incorporated the use of in
vivo coding. A query was performed to find repetitive words, phrases, and terms, to
develop codes from specific words used by participants and that | felt seemed best to
describe the data (Creswell, 2013). Axial coding was applied to the final coding
development cycle. The third query was conducted to find the relationship among the in
vivo codes to form categories and, ultimately, identify patterns to form themes (Creswell,
2013). A maximum of seven themes that occurred most in the data were kept as
recommended by Creswell (2013). Because this study was about hospital hiring

employers’ perceptions of RN BSN CBE to meet their workforce needs, there were no
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discrepant cases or theories to elaborate, modify, or refine because this study sought to
understand the perceptions of hospital hiring employers. (Hackett, 2015; Ravitch & Carl,
2016).

Trustworthiness

Trustworthiness in a qualitative study refers to the “quality and rigor of a study”
(Ravitch & Carl, 2016, p. 186). Researchers can employ many strategies to establish
trustworthiness in a study, including credibility, dependability, confirmability, and
transferability (Amankwaa, 2016). Ravitch and Carl (2016) posit that qualitative
credibility is the way researchers affirm that the findings of their study are an accurate
description of the participants' experiences. Therefore, to ensure credibility, I conducted
member checking and an open peer review.

Member checking is a process by which a transcription summary of the interview
is shared with the participant to check for accuracy (Birt et al., 2016). | shared a summary
of the transcriptions with the participants and ask them to review the summary and return
it to me within five days with their comments. According to Creswell (2013) an open
peer review is the process by which the researcher’s work is checked by another expert in
the field and both parties are familiar with each other. | shared my findings with my peer
and asked for feedback.

Dependability is the stability and consistency of the data addressing and
answering the research questions (Amankwaa, 2016; Ravitch & Carl, 2016). An external
audit provides confirmation that the data supports the findings and is one of the processes

to confirm dependability (Creswell, 2013; Ravitch & Carl, 2016). | asked my chair to
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perform an external audit of the findings. | also used an audit trail, which is an approach
that deals with detailed descriptions and record-keeping of all the steps taken from the
beginning of the research to the development to the final report (Amankwaa, 2016;
Ravitch & Carl, 2016).

To establish confirmability, reflexivity was implemented. The concept of
reflexivity is that the writer is conscious of their biases that they bring to a study (Barrett
et al., 2020; Creswell, 2013; Ravitch & Carl, 2016). Therefore, at each stage of the
research process, utilizing my field notes, | paused for self-reflection of any biases that
could impact the accuracy of the data and results of the study.

According to Daniel (2018) transferability is the degree to which the results of a
study can be applicable or transferrable to other contexts or settings. It provides detailed
information in a broader context for possible further exploration by others (Ravitch &
Carl, 2016). | used the thick description strategy to support transferability. Journaling
allowed me to include copious amounts of detailed information (Amankwaa, 2016).
Ethical Procedures

My study focused on human participants, and therefore, ethical procedures were
adhered to, which included approval from Walden University’s Institutional Review
Board (IRB). | completed and submitted all the necessary IRB paperwork and waited for
the approvals before | contacted or engaged with any potential participants. As previously
mentioned, the HIFLD is freely accessible via their public website; therefore, no approval
was necessary to access hospital employer contact information for recruitment purposes.

Participants were given a consent form to review and sign. Participants were informed



47

that they could choose not to answer any question that they did not want to. Additionally,
they could withdraw from the study at any time by email, text message, or phone call to
the researcher.

Following the IRB guidelines, the data were kept confidential, and an
alphanumeric code replaced real participant names. The data were kept on encrypted
flash drives in a locked file cabinet only accessible by the researcher. The data will be
destroyed after 5 years.

To thank the hospital hiring employers for participating in my study, | sent them
an electronic gift card (e.g., Starbucks or Amazon) in the amount of $10.00. The
participants had the opportunity to choose which gift card they preferred after the
completion of the interview.

Summary

Chapter 3 included several sections outlining the methodology used for this
qualitative study. Following Research design and rationale, the chapter highlighted the
Role of the researcher and the Methodology, including Participant selection, Interview
protocol, Recruitment procedures, Participation, Data collection, and the plan for Data

analysis. The chapter also discussed Trustworthiness and Ethical procedures.



48
Chapter 4: Results

| conducted this basic qualitative study to explore the way hospital hiring
employers perceive potential employees’ RN BSN CBE credentials relative to traditional
degrees to meet their workforce needs. Using Bailly’s model of employers’ beliefs
framework, | designed the research instrument and conducted semi-structured interviews
with hospital hiring employers to identify their perceptions. Seven hospital hiring
employers participated in the semi-structured interviews, which focused on two research
questions:

1. What are the perceptions of hospital hiring employers regarding potential RN

BSN CBE employees to meet their workforce needs?
2. How do hospital hiring employers view RN BSN CBE credentials in relation
to traditional credentials?
In this chapter, | present the setting, participant demographics and characteristics, data
collection process, and analysis of the study. Also included is the description of evidence
of trustworthiness and the results of the study. The chapter concludes with a summary.
Setting

All participants in the study were southern California hospital employers partially
responsible for interviewing and hiring RNs. Their working titles included director,
manager, and recruiter. The average length in their position was 4.57 years. At no time
was | informed or aware of any personal or organizational conditions (e.g., changes in
personnel, budget cuts, other trauma, etc.) that influenced the participants or their

experiences that may have affected the interpretation of the results of the study.
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Data Collection

The eligibility criterion to participate in this study was that participants had to be
hospital hiring employers listed in the U.S. Department of Homeland Security HIFLD
website. Random and purposeful sampling were initially used as the method for
participant recruitment. | retrieved the list of over 7,500 U.S. hospitals through the
HIFLD public website and converted it to an Excel spreadsheet. | sorted the spreadsheet
according to open and closed hospitals; 321 were closed hospitals. | resorted the list to
exclude the closed hospitals and renumbered the list with the first open hospital as
number one. Using the RANDBETWEEN function in Excel, | generated a random
number between one and 7,276. Using the random number generated, | systematically
selected every kth hospital on the list until the list was exhausted. This first round of
sampling identified 34 hospitals.

From the 34 hospitals, 20 hospital hiring employer publicly accessible email
addresses were obtained. A recruitment email with the subject line: Workforce
Development Interview and containing an explanation of the study, along with a consent
form, and response deadline was sent to the 20 hiring employers. Four emails were
returned as undeliverable. After 2 weeks of no responses, a second follow-up email was
sent to the remaining 16 employers. After an additional week of no responses, | repeated
the random and purposeful sampling process and identified another 26 hospitals.

From the 26 hospitals, nine hospital hiring employer publicly accessible email
addresses were obtained. The same recruitment email, with a different response deadline

was sent to the nine hiring employers. After 2 weeks of no responses, | consulted with my
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chair and decided to change the subject line in the email to read: Assistance Needed
Nursing Degree Research. This email was sent to the nine employers and the initial 16
usable contact from the first sampling round. After the response deadline had passed and
2 weeks of no responses, | consulted with my chair and methodologist about the
challenges of randomly contacting hospital hiring employers during the time of the
COVID-19 pandemic. A determination was made to change the sampling method to my
IRB approved secondary method, snowball sampling (see Kirchherr & Charles, 2018),
because the initial random and purposeful sampling method did not yield any
participants.

To recruit the first participant, | contacted the chief executive officer at a local
hospital and asked for referrals, which resulted in Participant 1. Participant 1 referred
participants, and those participants referred participants, and so on. An email was sent by
each participant to their list of contact referrals introducing my study and me. | was
copied on the emails. | thanked each participant for the introduction and sent a separate
email to their referral, which contained an explanation of the study, along with a consent
form and response deadline. Upon receipt of their response and consent, | scheduled and
conducted Zoom platform video conferencing interviews due to COVID-19 social
distancing restrictions. Each interview was scheduled for a maximum of 60 minutes and
was recorded using the Zoom platform-recording tool. No interviews exceeded the 60-
minute timeframe. A total of seven participants were recruited and interviewed.

At the start of each interview, | received verbal consent from the participants to

record the interview and reminded them of the purpose of the study, that their
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participation was voluntary, and that they could ask questions at any time or end the
interview at any time without repercussions. During the interview, | used the IRB
approved Interview Protocol Guide (Appendix B) to ensure I included all the semi-
structured, open-ended interview questions. Field notes were taken. After the interviews
concluded, I thanked the participants for their time and sent them a $10 gift card for their
participation in my study.

| then transcribed and summarized the interviews. To ensure accuracy, validity,
and credibility of the data collected, member checking was conducted (Birt et al., 2016).
Each participant was given 5 days to review and approve their transcription summary or
respond with questions or additional information. If the participants did not reply in 5
days, | concluded that they approved the transcript summary. Most participants approved
their summaries, with only one participant responding with a clarification statement to
their summary.

Participant confidentiality was maintained by assigning alphanumeric codes. All
identifying information that allowed the participants to be identified in the data by their
responses was omitted in the study and results. All information and data were saved on a
flash drive in a locked cabinet and password protected computer in a secure physical
location. Data will be securely stored for 5 years from the completion date of the study, at
which time all data and information will be destroyed.

Data Analysis
| conducted a thematic analysis of the transcripts utilizing open, in vivo, and axial

hand-coding techniques. A thematic analysis was appropriate for this study as it derives
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themes from the text notating the relationship, similarities, and differences in the data
(Ravitch & Carl, 2016).

After interviews concluded, I transcribed the recordings using the Microsoft tool
TRANSCRIPTION function. Once the transcriptions were complete, they were checked
for accuracy and edited accordingly. After the transcriptions were edited, | began three
rounds of data analysis. Starting with open coding, | read the transcripts and my field
notes twice to identify repetitive words used (Ravitch & Carl, 2016). Using the Microsoft
tool FIND function, I then highlighted all the repetitive words. The top 15 repetitive
words used included bachelors, BSN, competent(cy), degree, education, experience,
hire(d)(s), hospital, interview, magnet, nurse, prepare(d), program, traditional, and
work(s)(ed).

The second inductive cycle of coding involved in vivo coding to develop
additional codes from the specific highlighted words, phrases, and terms identified
through open coding (Creswell, 2013). The codes developed were as follows: magnet
hospital facility requirements, nursing competencies, CBE graduates are better prepared,
RN BSN hires only, performance expectations for CBE and traditional graduates are the
same, and CBE and traditional graduates have the same evaluation criteria.

Using axial coding for the third round of the coding cycle, seven themes were
identified (Creswell, 2013; Ravitch & Carl, 2016). The themes were (a) RN BSN CBE
graduates meet facility required competencies; (b) RN BSN CBE graduates are better
prepared than traditional graduates with real world experience that can be immediately

applied in the workplace; (c) RN BSN CBE program curriculum is a good educational
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option that meets facility required competencies; (d) RN BSN CBE and traditional

graduates are held to the same expectations and evaluated based on the same criteria; (€)
employers see a positive trend toward RN BSN CBE programs to meet hiring needs as it
increases the talent pool of competent nurses; (f) RN BSN CBE graduates do not receive
preference over traditional BSN graduates; and (g) colleges and universities should
collaborate with hospitals and subject matter experts when developing CBE programs to
ensure programs incorporate current real-life scenarios.

Though there were no significant discrepant cases, it should be noted that
Participant 1 was a RN BSN and MSN CBE graduate and Participant 7 was currently
enrolled in a RN MSN CBE program during the interview process.

Results

The results section of this study discusses themes related to hospital hiring
employers’ perceptions regarding RN BSN CBE to meet their workforce needs. The first
cycle of coding identified the most used words by each participant as outlined in Table 2.

Table 3 presents code results from the second round of in vivo analysis.
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First Phase of Coding: Open Coding

Recurring Words and Frequency of Occurrences
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Participant P1 P2 P3 P4 P5 P6 P7
Nurse 4 13 2 63 15 6 0
Program 7 10 11 14 12 7 20
BSN 3 0 5 4 21 7 16
Bachelor’s 0 0 4 41 1 5 1
Nursing 12 0 2 19 13 3 1
Hire(d)(s) 4 1 9 5 9 14 5
Degree 1 1 1 21 4 4 7
Competency 1 14 0 8 4 0 6
Work(s)(ed) 2 2 11 6 5 2 3
Hospital 7 1 2 2 6 7 3
Education 0 1 10 4 4 2 3
Experience 2 3 4 0 6 6 3
Prepare 1 1 0 17 0 1 0
Traditional 0 9 3 0 2 4 2
Working 3 0 2 3 8 1 0
Interview 2 3 3 2 1 1 0
Magnet Hospital 1 1 0 1 2 3 3
ADN 0 1 1 0 5 1 1
Partner 2 1 1 2 0 2 0
Candidate 3 0 0 2 1 0 1
Workforce 2 0 1 0 1 0 1

Note. ADN = Associate Degree in Nursing
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Second Phase of Coding: In Vivo Coding

Participant

Codes

1

RN BSN CBE meets facility required competencies. CBE graduates have proven that they
are the best fit for the facility. CBE graduates have proven to be best prepared. Positive
trend for CBE. No hiring preference for CBE or traditional graduate. Partner with hospitals
CBE grads better prepared than traditional grads. CBE grads are more successful with
facility on-the-job training. Quality of CBE graduates much higher versus traditional
graduates. CBE graduate seamless transition to on-the-job. Hire CBE graduates. CBE
graduate quality and knowledge are up to par. CBE graduates have more practical
knowledge. CBE graduates think outside the box and can see the whole picture. Both
traditional and CBE graduates are evaluated based on the same criteria. CBE graduates are
more competent than traditional graduates. CBE graduates are easier to teach. CBE
graduates learn faster. CBE graduates critically think. CBE graduates are more confident in
the ability to do their jobs. Expectations are the same for CBE and traditional graduates.
Positive trend for CBE. No hiring preference for CBE over traditional graduate. Course
content must be relevant with real-life scenarios.

CBE is a needed educational option. BSN CBE greater depth of nursing scope and
practice. CBE is an education option. CBE promotes career and professional development.
Hire CBE graduates. No difference in evaluations between CBE and traditional graduates.
CBE graduates are equally as good as traditional graduates. Expectations are the same for
CBE and traditional graduates. Positive trend for CBE. No hiring preference for CBE or
traditional graduate. Develop curriculum with advisory boards and collaborators.

BSN CBE greater depth of nursing scope and practice. BSN CBE graduates are better
nurses. CBE graduates have greater knowledge and understanding of scope of work. CBE
graduates provide better care to patients. CBE graduates are successful with passing
credentials and certifications. Hire CBE graduates. One competency validation tool used
for all nurses. CBE grads are more articulate, can verbalize concerns in a timely manner.
CBE graduates have excellent bedside manner. CBE graduates are more prepared. CBE
graduates are equally as good as traditional graduates. Expect more from CBE graduates.
Positive trend for CBE. No hiring preference for CBE or traditional graduate. Engage with
hospitals. Collaborate with other nursing schools. Collaborate with human resource
partners.

CBE grads have the experience and knowledge that can be immediately applied. CBE is
more meaningful. CBE validates competencies. Hire CBE graduates. Both traditional and
CBE graduates are evaluated based on the same criteria. CBE graduates are better at
articulating both orally and in writing. CBE graduates see the bigger picture. CBE
graduates are more competent than traditional graduates. Positive trend for CBE. Hiring
preference for CBE graduate over a traditional graduate. Collaborate with hospitals on
curriculum development. Align with real-life scenarios and workforce trends.

(table continues)
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Participant

Codes

6

BSN CBE meets facility required competencies. RN BSN CBE requirements and
curriculum match facility requirements. RN BSN CBE curriculum is more expansive. Hire
CBE graduates. All nurses have the same evaluation that include specific competencies.
CBE graduates know how to prioritize to execute patient care. Expectations are the same
for CBE and traditional graduates. Positive trend for CBE. No hiring preference for CBE
or traditional graduate. Partner with local hospitals.

CBE is a good educational option. CBE model mirrors facility job duties. CBE graduates
are competent. CBE graduates have real-world experience. Hire CBE graduates. Same
evaluation for CBE grads and traditional grads. CBE graduates have bedside manner
experience. CBE graduates can hit the ground running. CBE graduates are comparable to
traditional graduates. Expectations are the same for CBE and traditional graduates. Positive
trend for CBE. No hiring preference for CBE or traditional graduate. Involve stakeholders
to build real world curriculum and focus on employer expectations.
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The final development cycle resulted in categories and themes as related to the
two research and nine of the 13 interview questions. The first interview question asked
about the participant’s job title. The second question asked about how long the participant
had been in their position. Demographic data were presented in the Setting section. The
last question asked if the participants had any further information to add or any questions.
These three questions are not included in the final table. I used a color-coding system to

summarize and organize the themes. The results are outlined in Table 4.
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Third Phase of Coding: Axial Coding
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Interview Questions

Code

Theme

RQ1: What are the perceptions of hospital hiring employers regarding potential RN BSN CBE
employees to meet their workforce needs?

3. Please describe your
perceptions of RN BSN
CBE to meet your
workforce needs.

-CBE grads meet facility
requirement

-CBE grads are better prepared
-CBE validates competencies
-CBE is a needed educational
option

1. RN BSN CBE graduates meet
facility required competencies

2. RN BSN CBE graduates are
better prepared than traditional
graduates with real world
experience that can be immediately
applied in the workplace

4. Please describe what has
influenced your perception
of RN BSN CBE.

-CBE graduates have proven
competency

-Quality of CBE graduates are
much higher than traditional
graduates

-CBE graduates have seamless
transition to the job

-CBE graduates have better
understanding and knowledge of
scope of work

-BSN CBE curriculum is more
expansive

-CBE graduates have real-world
experience

3. RN BSN CBE program
curriculum is a good educational
option that meets facility required
competencies

4. Employers see a positive trend
toward RN BSN CBE programs to
meet hiring needs as it increases the
talent pool of competent nurses

5. Colleges and universities should
collaborate with hospitals and
subject matter experts when
developing CBE programs to ensure
programs incorporate current real-
life scenarios

5. Have you hired RNs that
possess a BSN through
CBE? If yes how many? If
no, why not?

-Hire CBE graduates

-1/3 to 1/2 of nursing staff are CBE
graduates

-Yes, unknown number

7. What are the strengths
and weaknesses you
perceive in your RN BSN
CBE hires?

-CBE graduates can think outside
of the box

-CBE graduates are more articulate
-CBE graduates are well prepared
and can hit the ground running

12. What advice would you
give to colleges and
universities looking to
develop RN BSN CBE
programs?

-Program curriculum must meet
industry requirements and
standards

-Program must include real-world
scenarios

-Collaborate with industry and
subject matter experts

(table continues)
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Interview Questions

Code

Theme

RQ2: How do hospital hiring employers view RN BSN CBE credentials in relation to traditional

credentials?

6. How would you evaluate the
performance of any RN BSN
CBE hires?

8. Do you view RNs possessing
a BSN CBE credential to be as
competent as those with a
traditional degree? Why or why
not?

9. Do your expectations of
competency differ from a
traditional degree vs RN BSN
CBE? Why or why not?

11. If you had two RN BSN
applicants, one traditional and
one CBE, for the same job,

would you set preference for one
applicant over the other? Why or

why not?

-All nurses have same
competency expectations
-All nurses are evaluated on
same criteria

-CBE graduates are as
competent as traditional
graduates

-CBE graduates are more
competent than traditional
graduates

-No, competency expectations
are the same for CBE and
traditional graduates

-No, hires based on skill and
personality

-No, interviews are based on
knowledge, skills, aptitude,
and attitude

-Yes, BSN CBE graduates
have proven competency

6. RN BSN CBE and traditional
graduates are held to the same
expectations and evaluated based
on the same criteria

7. RN BSN CBE graduates do not
receive preference over traditional
BSN graduates
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The following section includes detailed data analysis results for the two research
questions with direct quotes from the participant interviews to provide support and
evidence of validity. Research question 1 resulted in five themes and research question 2
resulted in two themes.

Research Question 1

What are the perceptions of hospital hiring employers regarding potential RN
BSN CBE employees to meet their workforce needs? As presented in Table 4, there were
five themes that emerged from this question 1) RN BSN CBE graduates meet facility
required competencies; 2) RN BSN CBE graduates are better prepared than traditional
graduates with real world experience that can be immediately applied in the workplace;
3) RN BSN CBE program curriculum is a good educational option that meets facility
required competencies; 4) Employers see a positive trend toward RN BSN CBE programs
to meet hiring needs as it increases the talent pool of competent nurses and 5) Colleges
and universities should collaborate with hospitals and subject matter experts when
developing CBE programs to ensure programs incorporate current real-life scenarios.
Theme 1: RN BSN CBE Graduates Meet Facility Required Competencies

All seven participants attested that their RN BSN CBE graduate employees met
their facility educational requirements for the job. All facilities have achieved magnet
designation, which includes the recommendation that at least 80% of a hospital’s nurse
workforce possess a minimum of a bachelor’s degree (Carissimi & Burger, 2017).

Additionally, all seven participants stated that their facility is only hiring nurses with a
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minimum of a bachelor’s degree. Participant 5 stated, “We’re a magnet facility hospital,
so we do require that all our external hires are bachelors prepared.” Therefore, by default,
a nurse with a RN BSN CBE meets facility requirements. While all nurse applicants with
a BSN met the minimum facility requirements, Participant 2 stated, “We felt that their
[RN BSN CBE graduate hires] quality and their knowledge was very up to the par that
we want them at.”
Theme 2: RN BSN CBE graduates are Better Prepared than Traditional Graduates
with Real World Experience that can be Immediately Applied in the Workplace
The majority of participants found RN BSN CBE graduates to be competent and
better prepared than traditional graduates. Participant 2 stated,
I think it’s actually that they’re more competent, straight out. I feel they were
better prepared than the new grads we’re getting that have gone through
traditional schooling. This year we’ve actually lost three of the new grads that
went through a traditional type of school. But yet, all of our competency-based
new grads made it. Competency-based learners think outside the box and can put
the whole picture together quickly.
Similarly, Participant 6 stated, “I think they are more competent.” While Participant 3
thought that RN BSN CBE graduates were as equally competent to traditional graduates.
Theme 3: RN BSN CBE Program Curriculum Is a Good Educational Option That
Meets Facility Required Competencies
As previously stated, CBE programs seek to build bridges between academics and

employers (Koys et al., 2019). This research revealed that RN BSN CBE programs are a
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good educational option that meets facility required competencies for persons who desire
employment as a nurse in hospitals. Participant 1 supported this by stating, “We know,
you know, if they went through this program versus that program, that they’re the best
prepared.” Participant 3 added, “I see those [CBE] as programs that are options for
nurses, and | also think that people need educational options that fit within their work-life
balance and that’s one of the options people have.” Finally, Participant 7 confirmed this
theme by stating, “I think that competency-based education in general is a pretty good
way to go and I think that we’re learning over time that it’s not about, you, know, butt in
the seat.”
Theme 4: Employers see a Positive Trend Toward RN BSN CBE Programs to Meet
Hiring Needs as it Increases the Talent Pool of Competent Nurses

All seven participants voiced their perception of seeing a positive trend toward
RN BSN CBE programs meeting their workforce needs. Participant 1 stated in support, “I
think it’s positive. With the nursing shortages, we can use as many nurses in our
workforce as possible.” Participant 2 confirmed by stating, “I think it’s definitely a
positive. | think it better prepares your nurses and you’re getting a quality of nurses that
you can work with.” Participant 3 added, “I think it’s a positive..., because it’s just
another option for education and | think, we need to give people as many choices as we
can, and we know having a bachelor’s degree improves the outcomes for patients.”
Participant 5 commented, “I definitely think it is a positive, and again, it’s sort of
validating that the nurses are taking that academic knowledge and that they are able to

apply it.” Participant 7 provided additional confirmation of this theme by stating, “I’d say
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positive. It just increases access and the fact that you know what CBE programs are...it
gives folks a lot of opportunity to get things done around their existing work and home
life schedules.”
Theme 5: Colleges and Universities Should Collaborate with Hospitals and Subject
Matter Experts When Developing CBE Programs to Ensure Programs Incorporate
Current Real-Life Scenarios

All seven hospital hiring employers conveyed the importance of universities
collaborating with industry partners when developing RN BSN CBE programs to ensure
the inclusion of current industry requirements and real-world scenarios. Participants 1, 4,
and 6 emphasized engaging with hospitals from the start when developing curriculum.
Participant 4 stated, “Number one, I would ask them to engage with all the local
community hospitals.” Participant 6 added, “I think basically just partnering up with
certain you know institutions. Maybe their local hospitals around their area.”

Participants 2, 3, 4, 5, and 7 further recommended that from the beginning of the
curriculum development process, universities involve stakeholders, including other
institutions with existing programs, to build real-world curriculum with practical
experiential applications. In support of this theme, Participant 2 stated, “So the best
advice | could give is make the course content as relevant as possible. Ask us [hospital
employers] what we really need to make a nurse successful in today’s environment.”
Participant 3 added, “Like if they were developing a new program, they should partner
with people who already have a program.” Participant 4 confirmed by stating, “I would

ask them to collaborate with other nursing schools to find out what they’re doing. I would
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also ask that they collaborate with HR partners to find out what are the
expectations...what are the hospitals looking for.” Additionally, related to curriculum,
participant 7 stated, “You know, it needs to be as close as possible to what they would
reasonably be expected to do in a real-world environment.”
Research Question 2

How do hospital hiring employers view RN BSN CBE credentials in relation to
traditional credentials? This question yielded themes six and seven, 6) RN BSN CBE
graduates and traditional graduates are evaluated on the same criteria; and 7) no
preference given to RN BSN CBE graduates over traditional graduates.
Theme 6: RN BSN CBE and Traditional Graduates are Held to the Same
Expectations and Evaluated Based on the Same Criteria

All participants, except for one reported that RN BSN CBE graduates and
traditional graduates were held to the same expectations and evaluated based on the same
criteria. For example, Participant 2 stated that, “We have no difference in expectations.
We give them all the same chance, all the same learning, all the same courses.”
Participant 3 reinforced this by adding, “We’re trying to hire the best person that fits for
our organization over which school did you go to.” Participant 6 also noted, “Once you
are hired in, as an RN, expectations are the same no matter if you have your associates, or
your bachelor’s. We have to hold you in the same standard so that it’s fair and equitable
for everyone.” Participant 7 added, “They’re held to the same job description as everyone
else and they go through the same evaluation as everyone else...feels pretty equal.” Only

Participant 5 held the CBE graduate to higher expectations stating,
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| expect a lot more of the CBE BSN RN, | expect, that they are bringing the

evidence and they are, looking at the why. Why am | doing this? | expect them to

understand that, and I don’t necessarily expect that from a traditional BSN or

ADN global RN.
Theme 7: RN BSN CBE Graduates do not Receive Preference Over Traditional
BSN Graduates

Similar to Theme 6, all but one participant reported that there is no preference
given to RN BSN CBE graduates over traditional graduates. Participants 2, 6, and 7
confirmed that they listen to what the applicant has to say and how they answer difficult
scenarios questions. The hiring is also based on the applicant’s experience and how they
present themselves as opposed to if they are a traditional BSN or CBE graduate. Only
Participant 5 reported that they would give hiring preference to a CBE graduate, stating
that “probably would have preference over them over the traditional. ... Because you
know, there’s not that risk. ... They’ve already been able to demonstrate those skills
levels.”

Evidence of Trustworthiness

Ravitch and Carl (2016) posited that trustworthiness is the quality and rigor in a
qualitative study. In this section, I describe how | employed strategies to establish
trustworthiness by including credibility, dependability, confirmability, and transferability.
Credibility

Credibility is the way the researcher asserts the findings of their study are an

accurate description of the participants’ experiences. To ensure credibility I conducted



66

member checking and peer review. | provided a transcription summary of the interview to
each participant to check for accuracy (Birt et al., 2016). | also implemented an open peer
review, whereby | shared my findings with a peer who is an expert in the field, and
received feedback (Creswell, 2013). Based on the feedback, | made changes to
distinguish between CBE graduates meeting facility requirements and CBE programs
meeting facility required competencies.
Transferability

Transferability is the degree to which the results of the study can be applicable or
transferrable to other contexts or settings (Daniel, 2018). Participant questions prompted
in-depth responses that were beyond a yes or no answer. Using the thick descriptions
strategy, | used a journal throughout the interview, recording, and transcription process.
Through journaling, | learned of the importance of comparing and crosschecking journal
notes with interview transcripts to ensure the participants perceptions were accurately
documented and reported. Journaling helped me to remember things | found important
during the interview process and to keep track of the data analysis process itself.
Journaling also helped me to check my bias about CBE and CBE graduates.
Dependability

According to Amankwaa (2016) dependability is the stability and consistency of
the data addressing and answering the research questions. To ensure dependability |
asked my chair to perform an external audit of the findings. | also used an audit trail by

keeping detailed notes and record keeping of the entire research process from the
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beginning of the research to the final report. The audit confirmed the findings of the
study.
Confirmability

Confirmability ensures that the findings of the study are reflecting the perceptions
and ideas of the participants (Barrett et al., 2020). Reflexivity was implemented to
establish confirmability. According to Ravitch and Carl (2016) reflexivity is the writer’s
awareness of their biases they bring to a study. During each phase of the study, using
field notes, | paused for self-reflection of any biases that could impact the accuracy of the
data and results. My bias supports CBE and CBE graduates. Therefore, pausing for self-
reflection throughout the process allowed me to analyze the data based on the
information received from the participants, and not my perception or personal thoughts.

Summary

The previous sections of this chapter included the analysis of the data to identify
themes using open, in vivo, and axial coding. The purpose of this study was to explore
the way hospital hiring employers perceive potential employees’ RN BSN CBE
credentials relative to traditional degrees to meet their workforce needs. The research
guestions and subsequent interview questions focused on the purpose of the study.

Seven themes emerged from the analysis of the data collected as part of this
study. In general, the results of the study revealed that hospital hiring employers viewed
RN BSN CBE credentials similar to traditional credentials. RN BSN CBE graduates and
traditional graduates are evaluated on the same criteria and there is no preference given to

either type of graduate, RN BSN CBE or traditional. Employer perceptions regarding
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potential RN BSN CBE employees to meet their workforce needs was positive.
Employers perceived RN BSN CBE graduates to be as competent or better prepared than
traditional RN BSN graduates. Furthermore, employers perceived CBE programs to be a
good educational option for nurses in helping to meet hospital hiring employer workforce
needs.

In Chapter 5, | compare the interpretations of the findings with previous research
presented in Chapter 2’s Literature Review and the conceptual framework of Bailly’s
model of employers’ beliefs. I also include the limitations and recommendation for
further research. Finally, | explain the Implications of the study and how it might affect

positive social change.
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Chapter 5: Discussion, Conclusions, and Recommendations

The purpose of this qualitative study was to explore the way hospital hiring
employers perceive potential employees’ RN BSN CBE credentials relative to traditional
degrees to meet their workforce needs. The key findings revealed that hospital hiring
employers had a positive perception of RN BSN CBE credentials meeting their
workforce needs, resulting in the following seven themes: (a) RN BSN CBE graduates
meet facility required competencies; (b) RN BSN CBE graduates are better prepared than
traditional graduates with real world experience that can be immediately applied in the
workplace; (c) RN BSN CBE program curriculum is a good educational option that meets
facility required competencies; (d) RN BSN CBE and traditional graduates are held to the
same expectations and evaluated based on the same criteria; (€) employers see a positive
trend toward RN BSN CBE programs to meet hiring needs as it increases the talent pool
of competent nurses; (f) RN BSN CBE graduates do not receive preference over
traditional BSN graduates; and (g) colleges and universities should collaborate with
hospitals and subject matter experts when developing CBE programs to ensure programs
incorporate current real-life scenarios. The key findings of this study confirm and extend
beyond the existing literature in the field of CBE and workforce.

Interpretation of the Findings
In this section, | discuss the findings in relation to the existing literature and

Bailly’s model of employers’ beliefs.
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Findings in Relation to Existing Literature

Current studies have reported that CBE programs have experienced another surge
in response to employer concerns that traditional college graduates do not possess the
competencies needed to perform the job requirements (Kaufman et al., 2019; Wax &
Klein-Collins, 2015). Employers value graduates with proven competency and
experience over graduates with a traditional college degree (Gauthier, 2020). Employers
also prefer potential employees who could immediately perform the duties of the job
(Camacho & Legare, 2016). Through my study I found that employers perceived RN
BSN CBE graduates to meet facility-required competencies and are better prepared than
traditional graduates, with real-world experience that can be immediately applied to the
workplace. This finding extends the knowledge of the aforementioned studies and
contradicts another study that found the absence of data to support CBE graduates as
being more competent than those who graduated from traditional programs (Gallagher,
2014; Kelly & Columbus, 2016).

Another key findings in this study indicated that employers would not give RN
BSN CBE graduates preference over traditional graduates. Employers also noted that RN
BSN CBE and traditional graduates are held to the same expectations and evaluated
based on the same criteria. This finding extends the knowledge in the field of CBE and
workforce as it is not found in existing research.

Findings also confirmed existing literature indicating the credibility of CBE.
Hospital hiring employers attested that RN BSN CBE program curriculum is a good

educational option to meet their workforce needs. Additionally, hospital hiring employers
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see a positive trend for CBE. Similarly, McClarty and Gaertner (2015) asserted CBE

programs are a viable option to a post-secondary degree. The Carnegie Foundation’s
Flexner 2010 centenary report supported competency-based approach to curriculum as a
“gold standard” for medical education in the United States (Morcke et al., 2013, p. 854).

Employers who participated in this study also supported the findings from the
existing research by recommending colleges and universities who are interested in
offering CBE programs, collaborate with hospitals and subject matter experts to develop
curriculum, with real-life scenarios, which meet facility-required competencies.
Researchers such as Kaufman et al. (2019) and Akos et al. (2018) reported that CBE
program competencies should align with the expectations and needs of the employers.
Furthermore, Eloy Oakley, Chancellor of the California Community Colleges, posited
that linking skills to employment is critical and therefore suggested employers should be
at the table, helping to develop curriculum with colleges and universities (personal
communication, August 31, 2020).
Findings in Relation to Bailly’s Model of Employers’ Beliefs

In Bailly’s (2008) model of employers’ beliefs, the first stage assumes the
employer is inexperienced in hiring and therefore makes hiring decisions based on their
initial beliefs about the applicant’s educational credentials. This study confirms Bailly’s
first stage, as all seven employer who participated in this study attested that their RN
BSN CBE graduate employees met their facility educational requirements for the job.

Bailly’s (2008) second stage posits that as the employer observes the employee

while on-the-job, the employer’s beliefs are confirmed or adjusted. If the employee’s job
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performance meets or exceeds the expectations of the employer, the employer’s beliefs
are confirmed. Conversely, if the employee’s performance does not meet the employer’s
initial beliefs, then the employer will adjust their beliefs. This study showed that
employers found the RN BSN CBE employees’ job performances either met or exceeded
their expectations, thereby confirming their beliefs.

Finally, in the third stage, the employer becomes more experienced by continuing
to observe the performance of the employee, thereby influencing the employer’s beliefs
about the true value of the employee (Bailly, 2008). The employers in this study stated
that the RN BSN CBE employees were competent and better prepared with real world
experience that could be immediately applied, thereby influencing the employer’s belief
of the true value of the RN BSN CBE employee and confirming Bailly’s third stage of
employers’ beliefs.

Limitations of the Study

There were a couple of limitations of this study. The first limitation came with the
difficulty in recruiting hospital hiring employers throughout the United States due to the
COVID-19 pandemic. | changed the random and purposeful sampling method to
snowball sampling. This limited the initial national geographical recruitment to a regional
recruitment, thus, limiting transferability to other geographic regions. This study included
seven participants to reach data saturation; however, questions about demographic (e.g.,
gender and age) beyond job title and years in the job were not asked, which limited the

study.
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Recommendations For Future Studies
The purpose of this study was to explore the way hospital hiring employers
perceive potential employees’ RN BSN CBE credentials relative to traditional degrees to
meet their workforce needs. Based on the findings, there are a couple of
recommendations within the scope of this study. The first recommendation is to expand
this study by doing a national recruitment to obtain representation of hospital hiring
employers throughout the United States. This information would be beneficial to
understand the needs of hospital hiring employer workforce needs throughout the
country. The second recommendation is to include questions related to hospital location
and population demographics. This information would be beneficial in determining if the
perceptions of hospital hiring employers vary widely based on hospital location and
population demographics in the country.
Implications
This qualitative study explored the way hospital hiring employers perceive
potential employees’ RN BSN CBE credentials relative to traditional degree credentials
to meet their workforce needs. The findings of this study have the potential to create
positive social change as evident in the data collected, revealing that hospital hiring
employers found RN BSN CBE programs to be a good alternative to traditional degrees
and RN BSN CBE graduates to be as competent as traditional graduates to meet their
workforce needs. By understanding hospital hiring employers’ perceptions of RN BSN
CBE, CBE educators will be able to inform hospital hiring employers about the potential

of not only meeting their workforce needs but also decreasing the national healthcare
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shortage of nurses through collaborations between CBE educators and employers.
Additionally, RNs interested in pursuing a BSN degree have information which confirms
they have a choice of educational models from which to choose and so can confidently
choose either a traditional or CBE model, which best suits them.

A methodological implication of the findings of this study is that the process of
selecting and recruiting hospital hiring employers through random and purposeful
sampling during a pandemic to be extremely challenging. Pivoting to snowball sampling
to obtain participants for the study proved to be easier and expeditious. Additionally, by
having participants refer other participants who were familiar with CBE, supported the
purpose of the study to explore the way hospital hiring employers perceived potential
employees’ RN BSN CBE credentials relative to traditional degrees to meet their
workforce needs.

The theoretical implications of the finding of this study align with the peer-
reviewed literature regarding the conceptual framework of Bailly’s model of employers’
beliefs. The data shows that employers’ perceptions were initially centered on the RN
BSN CBE applicant’s credentials and were later confirmed based on the graduate’s job
performance. This suggests that employers, who hire RN BSN CBE graduates based on
their credentials, can be assured that those graduates will be competent enough to meet
their job performance expectations.

Conclusion
The nursing profession will experience nursing shortages due to the lack of

potential educators until 2030 (Haddad et al., 2020; Juraschek et al., 2019). Furthermore,
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employment opportunities for RNs are projected to increase at a faster rate than any other
occupation until 2029, and those who possess a BSN will have even more employment
opportunities than those who do not (U.S. Department of Labor, 2021a). At the time of
this study, the world was hit with the COVID-19 pandemic. Hospitals throughout the
United States and world experienced an unprecedented outbreak of life-threatening
medical emergencies. The demand for nurses is greater than ever.

This study proposed to explore the way hospital hiring employers perceive
potential employees’ RN BSN CBE credential relative to traditional degrees to meet their
workforce needs. The findings of this qualitative study concluded that in general, hospital
hiring employers had a positive perception of RN BSN CBE graduate credentials to meet
their workforce needs. Employers perceived RN BSN CBE graduates to meet facility
required competencies and to be better prepared to perform their job duties immediately.
However, employers would not give RN BSN CBE graduates preference over traditional
graduates, and both were held to the same expectations and evaluated based on the same
criteria.

The findings of this study should not be generalized as the norm because the
population of participants was small and limited to the southern California region.
Further research is recommended on a broader scale and with a larger, national
population of participants. Understanding on a national level, how hospital hiring
employers perceive potential employee’s RN BSN CBE credentials relative to traditional

degrees to meet their workforce needs, would be helpful to educators in developing RN
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BSN CBE programs as an alternative to a traditional degree, while also addressing the

projected national nursing shortage as being a possible educational solution.



77

References

Abas, M., & Imam, O. (2016). Graduates’ competence on employability skills and job
performance. International Journal of Evaluation and Research in Education,
5(2), 119-125. https://doi.org/10.11591/ijere.v5i2.4530

Adams, S. M., & Wilder, L. (2016). A new approach to PLA using scholarship and an
audit tool. The Journal of Continuing and Higher Education, 64, 125-129.
https://doi.org/10.1080/07377363.2016.1177703

Adler, K. M. (2020). Determining Carnegie Units: Student engagement in online courses
without residential equivalent. Online Journal of Distance Learning
Administration, 23(1), 109.

Akos, P., Wasik, S., McDonald, A., Soler, M., & Lys, D. (2018). The challenge and
opportunity of competency-based counselor education. Counselor Education &
Supervision, 58(2), 98-111. https://doi.org/10.1002/ceas.12134

Al-Ababneh, M. M. (2020). Linking ontology, epistemology, and research methodology.
Science & Philosophy, 8(1), 75-91. https://doi.org/10.23756/sp.v8i1.500

Alic, J. A. (2018). What we mean when we talk about workforce skills. Issues in Science
& Technology, 34(3), 30-36.

Al-Jibreen, H. S. (2019, April 21). Competencies (an introduction).
http://www.hrmasterkey.com/2019/04/21/competencies-an-introduction/

Allen, M. (2017). Survey open-ended questions. In The sage encyclopedia of
communication research methods (Vol. 1-4). Sage.

Amankwaa, L. (2016). Creating protocols for trustworthiness in qualitative research.


https://doi.org/10.11591/ijere.v5i2.4530
https://doi.org/10.1080/07377363.2016.1177703
https://doi.org/10.1002/ceas.12134
http://www.hrmasterkey.com/2019/04/21/competencies-an-introduction/

78
Journal of Cultural Diversity, 23(3), 121-127.

American Association of Colleges of Nursing. (2021, January). Baccalaureate education.
https://www.aacnnursing.org/Nursing-Education-Programs/Baccalaureate-
Education

Bailly, F. (2008). The role of employers’ beliefs in the evaluation of education output.
Journal of Socio-Economics, 37, 959-968.
https://doi.org/10.106/j.socec.2006.12.083

Bansal, P., Smith, W., & Vaara, E. (2018, August). New ways of seeing through
qualitative research. The Academy of Management Journal, 61(4), 1189-1195.
https://doi.org/10.5465/amj.2018.4004

Barrett, A., Kajamaa, A., & Johnston, J. (2020). How to be reflexive when conducting
qualitative research. The Clinical Teacher, 17(1), 9-12.
https://doi.org/10.1111/tct.13133

Best Colleges. (2017). What is the difference between credit-based and competency-

based online degree programs? https://www.bestcollegesonline.org/fag/what-is-

the-difference-between-credit-based-and-competency-based-online-degree-

programs/

Birt, L., Scott, S., Cavers, D., Campbell, C., & Walter, F. (2016). Member checking: A
tool to enhance trustworthiness or merely a nod to validation? Qualitative Health
Research, 26(13), 1802-1811. https://doi.org/10.1177/1049732316654870

Blackford, M. (1998). The richest man in the world: Andrew Carnegie. The Journal of

American History, 85(3), 1176. https://doi.org/10.2307/2567376


file:///C:/4%20-%20Summer%202019/Proposal%20Drafts/doi
https://www.bestcollegesonline.org/faq/what-is-the-difference-between-credit-based-and-competency-based-online-degree-programs/
https://www.bestcollegesonline.org/faq/what-is-the-difference-between-credit-based-and-competency-based-online-degree-programs/
https://www.bestcollegesonline.org/faq/what-is-the-difference-between-credit-based-and-competency-based-online-degree-programs/

79
Bleiker, J., Morgan-Trimmer, S., Knapp, K., & Hopkins, S. (2019). Navigating the maze:

Qualitative research methodologies and their philosophical foundations.
Radiography, 25(Supplement 1), S4-S8.
https://doi.org/10.1016/j.radi.2019.06.008

Bloomberg, L. D., & Volpe, M. (2019). Completing your qualitative dissertation. Sage.

Boddy, C. R. (2016). Sample size for qualitative research. An International Journal,
19(4), 426-432. https://doi.org/10.1108/QMR-06-2016-0053

Book, P. A. (2014). All hands-on deck: Ten lessons learned from early adopters of
competency-based education. https://files.eric.ed.gov/fulltext/ED546830.pdf

Boykin, M., Duren, W. V., Ohene, N. M., & Steen, J. (2020). Master of Healthcare
Administration programs’ journey to competency-based education. Journal of
Competency-Based Education, 5(1), 1-5. https://doi.org/10.1002/cbe2.1206

Brower, A., Humphreys, D., Karoff, R., & Kallio, S. (2017, March 20). Designing quality
into direct-assessment competency-based education. The Journal of Competency-
Based Education, 2(2). https://doi.org/10.1002/cbe2.1043

Cai, Y. (2012). Understanding employer’s perceptions of international graduates: An
investigation of the employment prospects of Finnish-educated Chinese graduates
in Finnish companies operating in China. Tampere University.

Cai, Y. (2013). Graduate employability: A conceptual framework for understanding
employer’s perceptions. Higher Education, 65, 457—-469.
https://doi.org/10.1007/s10734-012-9556-x

Camacho, D. J., & Legare, J. M. (2016). Shifting gears in the classroom — Movement


https://files.eric.ed.gov/fulltext/ED546830.pdf

80

toward personalized learning and competency-based education. Journal of
Competency-Based Education, 1(4), 151-156. https://doi.org/10.1002/cbe2.1032

Carissimi, K., & Burger, J. (2017). Bridging the gap: Seamless RN to BSN degree
transitions. The Online Journal of Issues in Nursing, 22(2).
https://www.doi.org/10.3912/0JIN.Vol22No02PPT37

Cavanagh, S. (2012). States loosening “seat time” requirements. Education Week.
https://www.edweek.org/ew/articles/2012/03/07/23biz-state.h31.html

Competency-Based Education Network. (2020). Competency-based education.
http:/cbenetwork.or/competency-based-education/

Condliffe, S., Link, C. R., & Zengin Farias Martinez, S. (2020). Factors affecting the
labor supply decisions of registered nurses. Contemporary Economic Policy,
38(1), 127-138. https://doi.org/10.1111/coep.12433

Conner, N. E., & Thielemann, P. A. (2013). RN-BSN completion programs: Equipping
nurses for the future. Nursing Outlook, 61, 458-564.
https://doi.org/10.1016/j.outlook.2013.03.003

Cornacchione, E., & Daugherty, J. L. (2013). Trends in opportunity costs of U.S.
postsecondary education: A national HRD and human capital theory analysis.
New Horizons in Adult Education and Human Resource Development, 25(2), 62-
82.

Council for Adult and Experiential Learning. (2013, July 9). Keeping College Within
Reach: Improving Higher Education through Innovation.

https://edworkforce.house.gov/uploadedfiles/tate_written_testimony_final.pdf


https://www.doi.org/10.3912/OJIN.Vol22No02PPT37
https://www.edweek.org/ew/articles/2012/03/07/23biz-state.h31.html

81
Council for Adult and Experiential Learning. (2016, October). Giving CBE a Jumpstart:

Stories of institutional progress on CBE from the jumpstart initiative.
http://cdn2.hubspot.net/hubfs/617695/2016 CAEL_CBE_Jumpstart_Monograph.
pdf?__hstc=259760725.0d621537e9baf083779057fe428a13b3.1594595779609.1
594595779609.1594595779609.1& hssc=259760725.3.1594595779609& _ hsf
p=1112991701

Creswell, J. W. (2013). Qualitative inquiry & research design: Choosing among five
approaches. Sage.

Creswell, J. W. (2017). Research Design: Qualitative, Quantitative, and Mixed Methods
Approaches. Sage.

Cummins, R. W., & Floten, B. J. (2016). To CBE or Not to CBE: The Washington state
experience. Competency-Based Education, (1)140-145.
https://doi.org/10.1002/cbe2.1028

Cunningham, J., Key, E., & Capron, R. (2016). An evaluation of competency-based
education programs: A study of the development process of competency-based
programs. The Journal of Competency-Based Education 1(3), 130-139.
https://doi.org/10.1002/cbe2.1025

Dailey, R. (2016). History of competency-based education. Communication: Journalism
Education Today, 49(4), 46-47.

Daniel, B. K. (2018). Empirical verification of the “TACT” framework for teaching
rigour in qualitative methodology. Qualitative Research Journal, 18(3), p. 262-

275. https://doi.org/10.1108/QRJ-D-17-00012


http://cdn2.hubspot.net/hubfs/617695/2016_CAEL_CBE_Jumpstart_Monograph.pdf?__hstc=259760725.0d621537e9baf083779057fe428a13b3.1594595779609.1594595779609.1594595779609.1&__hssc=259760725.3.1594595779609&__hsfp=1112991701
http://cdn2.hubspot.net/hubfs/617695/2016_CAEL_CBE_Jumpstart_Monograph.pdf?__hstc=259760725.0d621537e9baf083779057fe428a13b3.1594595779609.1594595779609.1594595779609.1&__hssc=259760725.3.1594595779609&__hsfp=1112991701
http://cdn2.hubspot.net/hubfs/617695/2016_CAEL_CBE_Jumpstart_Monograph.pdf?__hstc=259760725.0d621537e9baf083779057fe428a13b3.1594595779609.1594595779609.1594595779609.1&__hssc=259760725.3.1594595779609&__hsfp=1112991701
http://cdn2.hubspot.net/hubfs/617695/2016_CAEL_CBE_Jumpstart_Monograph.pdf?__hstc=259760725.0d621537e9baf083779057fe428a13b3.1594595779609.1594595779609.1594595779609.1&__hssc=259760725.3.1594595779609&__hsfp=1112991701

82

Dennis, M. J. (2017). Competency-based degrees: Another way to grow the enroliment
pie? Enrollment Management Report 20(10), 3. https://doi.org/10.1002/emt.30249

Di Stasio, V., Thijis, B., & Van de Werfhorst, H. G. (2016). What makes education
positional? Institutions, overeducation and the competition for jobs. Research in
Social Stratification and Mobility, 43, 53-63.
https://doi.org/10.1016/j.rssm.2015.09.005

Donald, W. E., Ashleigh, M. J., & Baruch, Y. (2018). Student’s perceptions of education
and employability: Facilitating career transition from higher education into the
labor market. Career Development International 23(5), 513-540.
https://doi.org/10.1108/CDI-09-2017-0171

Dragoo, A., & Barrows, R. (2016). Implementing competency-based education:
Challenges, strategies, and a decision-making framework. Journal of Continuing
Higher Education, 64(2), 73-83. https://doi.org/10.1080/07377363.2016.1172193

Drennan, V. M., & Ross, F. (2019). Global nurse shortages — the facts, the impact and
action for change. British Medical Bulletin, 130(1), 25-37.
https://doi.org/10.1093/bmb/1dz014

EDUCAUSE. (2014). 7 things you should know about competency-based education.
https://library.educause.edu/~/media/files/library/2014/2/eli7105-pdf.

Fabris, C. (2015). The Credit Hour Is Here to Stay, at Least for Now. The Chronicle of
Higher Education website https://www.chronicle.com/article/the-credit-hour-is-
here-to-stay-at-least-for-now/

Fadulu, L. (2017). Do employers overestimate the value of a college degree? The


https://doi.org/10.1016/j.rssm.2015.09.005
https://doi.org/10.1093/bmb/ldz014

83

Atlantic website: https://www.theatlantic.com/education/archive/2017/12/do-
employers-overestimate-the-value-of-a-college-degree/547343/

Fain, P. (2014, February 21). Taking the direct path. Inside Higher Ed website:
http://www.insidehighered.com/new/2014/02/21/direct-assessment-and-feds-
competency-based-education

Fain, P. (2015, April 15). Education department approves two more direct-assessment
programs. Inside Higher Ed website:
https://www.insidehihgered.com/quicktakes/2015/04/15/education-dept-approves-
two-more-direct-assessment-programs

Fain, P. (2017, March 15). Competency-based degrees for federal employees. Inside
Higher Ed website:
https://www.insidehighered.com/quicktakes/2017/03/15/competency-based-
degrees-federal-employees

Fan, J.-Y., Wang, Y. H., Chao, L. F., Jane, S.-W., & Hsu, L.-L. (2015). Performance
evaluation of nursing students following competency-based education. Nursing
Education Today, 35(1), 97-103. https://doi.org/10.1016/j.nedt.2014.07.002

Franklin, C., & Lytle, R. (2015, April). Employer perspectives on competency-based
education. https://files.eric.ed.gov/fulltext/ED557615.pdf

Fuscaldo, D. (2015). More schools turn to competency-based education to teach in-
demand job skills. GoodCall website: https://www.goodcall.com/news/more-
schools-turn-to-competency-based-education-to-teach-in-demand-job-skills-

02531


https://www.theatlantic.com/education/archive/2017/12/do-employers-overestimate-the-value-of-a-college-degree/547343/
https://www.theatlantic.com/education/archive/2017/12/do-employers-overestimate-the-value-of-a-college-degree/547343/
https://www.insidehighered.com/quicktakes/2017/03/15/competency-based-degrees-federal-employees
https://www.insidehighered.com/quicktakes/2017/03/15/competency-based-degrees-federal-employees
https://www.goodcall.com/news/more-schools-turn-to-competency-based-education-to-teach-in-demand-job-skills-02531
https://www.goodcall.com/news/more-schools-turn-to-competency-based-education-to-teach-in-demand-job-skills-02531
https://www.goodcall.com/news/more-schools-turn-to-competency-based-education-to-teach-in-demand-job-skills-02531

84

Galdas, P. (2017). Revisiting bias in qualitative research: Reflections on its relationship
with funding and impact. International Journal of Qualitative Methods, 16(1).
https://doi.org/10.1177/1609406917748992

Gallagher, C. W. (2014). Disrupting the Game-Changer: Remembering the history of
competency-based education. Change, 46(6), 16-23.
https://doi.org/10.1080/00091383.2014.969177

Gamage, D., & Henegedara, R. (2019). Employability of university graduates;
Investigation of graduate’s and employer’s perspectives on employability.
International Journal of Scientific and Research Publications, 9(7), 946-955.
http://dx.doi.org/10.29322/1JSRP.9.07.2019.p91124

Garn, M. (2019). Three decades and stilling counting (the wrong things): An analysis of
three reports on the possibility and practicality of shifting our academic currency
from credit hours to competencies. Journal of Competency-Based Education,
4(3). https://doi.org/10.1002/cbe2.1196

Gauthier, T. (2020). The value of microcredentials: The employer’s perspective. Journal
of Competency-Based Education, 5(2), 1-6. https://doi.org/10.1002/cbe2.1209

Gervais, J. (2016). The operational definition of competency-based education. Journal of
Competency-Based Education, 1(2), 98-106. https://doi.org/10.1002/cbe2.1011

Gravina, E. W. (2017). Competency-based education and its effect on nursing education:
A literature review. Teaching and Learning in Nursing, 12(2), 117-121.
https://doi.org/10.1016/j.teln.2016.11.004

Griffith, A. (2017). Human Capital Theory and the U.S. For-Profit Education Industry’s



85
Earnings Announcements during the High Unemployment Years of 2008-2010.

International Review of Accounting, Banking and Finance, 9(2), 65-84.

Griffith, D. A., Morris, E. S., & Thakar, V. (2016). Spatial autocorrelation and qualitative
sampling: The case of snowball type sampling designs. Annals of the American
Association of Geographers, 104(4), 773-787.
https://doi.org/10.1080/24694452.2016.1164580

Gruppen, L. D., Burkhardt, J. C., Fitzgerald, J. T., Funnell, M., Maftel, H. M., Lypson,
M. L., Mullan, P. B., Santen, S. A., Sheets, K. J., Stalburg, C. M., & Vasquez, J.
(2016). Competency-based education: Programme design and challenges to
implementation. Medical Education, 50, 532-539.
https://doi.org/10.1111/medu.12977

Guest, G., Bunce, A., & Johnson, L. (2006). How many interviews are enough? An
experiment with data saturation and variability. Field Methods, 18(1), 59-82.
https://doi.org/10.1177/1525822X05279903

Hackett, P. (2015). Qualitative research methods in consumer psychology: Ethnography
and culture. Routledge.

Haddad, L. M., Annamaraju, P., & Toney-Butler, T. J. (2020). Nursing Shortage.
National Center for Biotechnology Information, U.S. Library of Medicine.
https://www.ncbi.nlm.nih.gov/books/NBK493175/

Hammarberg, K., Kirkman, M., & deLacey, S. (2016). Qualitative research methods:
When to use them and how to judge them. Human Reproduction, 31(3).

https://doi.org/10.1093/humrep/dev334



https://www.ncbi.nlm.nih.gov/books/NBK493175/
https://doi.org/10.1093/humrep/dev334

86
Hengji, A., & Library of Congress, C. R. S. (CRS). (2019). Institutional Eligibility for

Participation in Title IV Student Financial Aid Programs. CRS Report R43159,
Version 16. Updated. In Congressional Research Service. Congressional
Research Service.

Hennink, M. M., Kaiser, B. N., & Weber, M. B. (2019). What influences saturation?
Estimating sample sizes in focus group research. Qualitative Health Research,
29(10), 1483-1496. https://doi.org/10.1177/1049732318821692

Henrich, J. (2016, October). Competency-based education: The employer’s perspective
of higher education. The Journal of Competency-Based Education, 1(3), 122-129.
https://doi.org/10.1002/cbe2.1023

Ho, H. (2015). Matching university graduates’ competences with employers’ needs in
Tawain. International Education Studies, 8(4).
https://doi.org/10.5539/ies.v8n4p122

Howell, D., Serignese, M., Anderson, S., Dodson, R., McDowell, J., Miller, J.,
Newcomer, D., Sanders, R., & Shehan, B. (2019). Promoting the Value of Career
Education Programs. Inquiry: The Journal of the Virginia Community Colleges,
22(1), 10.

Howell, S. L., Williams, P. B., & Lindsay, N. K. (2003). Thirty-two trends affecting
distance education: An informed foundation for strategic planning. Online
Journal of Distance Learning Administration, 4(3).
https://www.westga.edu/~distance/ojdla/fall63/howell63.htmI?ref=%C4%B0IkSe

xShop.com


https://www.westga.edu/~distance/ojdla/fall63/howell63.html?ref=%C4%B0lkSexShop.com
https://www.westga.edu/~distance/ojdla/fall63/howell63.html?ref=%C4%B0lkSexShop.com

87
Humphreys, J., Hayek, M. J., Novicevic, M. M., Haden, S., & Pickens, J. (2019). The

narrative cleansing of Andrew Carnegie: Entrepreneurial generativity as identity
capital. Journal of Management History, 25(2), 203-220.
https://doi.org/10.1108/JMH-06-2018-0031

Johnstone, S., & Soares, L. (2014). Principles for developing competency-based
education programs. Chane: The Magazine of Higher Learning, 46(2), 12-19.
https://doi.org/10.1080/00091383.2014.896705

Juraschek, S. P., Zhang, X., Ranganathan, V., & Lin, V. W. (2019). United States
Registered Nurse Workforce Report Card and Shortage Forecast. American
Journal of Medical Quality, 34(5), 473-481.
https://doi.org/10.1177/1062860619873217

Kaliber, A. (2019). Reflecting on the Reflective Approach to Qualitative Interviewing.
All Azimuth: A Journal of Foreign Policy & Peace, 8(2), 339-357.
https://doi.org/10.20991/allazimuth.477335

Karasek, R., & Bryant, P. (2012). Signaling Theory: Past, present, and future. Academy of
Strategic Management Journal, 11(1), 91-99.

Kaufman, P., Cartwright, D. K., & Gore, K. W. (2019). The Role of Competency-Based
Education in Higher Education: The process of tuning the marketing discipline.
Business Education Innovation Journal, 11(1), 137-153.

Kaupins, G. E., Wanek, J. E., & Coco, M. P. (2014). The relationship of HR
professionals’ online experiences with perceptions of organizational hiring and

promotion of online graduates. Journal of Education for Business, 89(5), 222-229.



88
https://doi.org/10.1080/08832323.2013.852076

Kelchen, R. (2015, January 25). The landscape of competency — based education:
Enroliments, demographics, and affordability.
https://www.aei.org/publication/landscape-competency-based-education-
enrollments-demographics-affordability/print/

Kelly, A., & Columbus, R. (2016, June). Innovate and Evaluate: Expanding the research
base for competency-based education. AEI: Center on Higher Education Reform.

Kirchherr, J., & Charles, K. (2018). Enhancing the sample diversity of snowball samples:
Recommendations from research project on anti-dam movements in Southeast
Asia. PLoS ONE 13(8). https://doi.org/10.1371/journal/pone.0201710

Knecht, L. D., Dabney, B. W., Cook, L. E., & Gilbert, G. E. (2020). Exploring the
development of professional values in an online RN-to-BSN program. Nursing
Ethics, 27(2), 470-479. https://doi.org/10.1177/0969733019850237

Koys, D., Thompson, K., Martin, W., & Lewis, P. (2019). Build it and they will come:
Designing management curricula to meet career needs. Journal of Education and
Business, 94(8), 503-511. https://doi.org/10.1080/08832323.2019.1580244

Krauss, S. M. (2017, October). How competency-based education may reduce our
nation’s toughest inequities. Lumina Foundation.
https://www.luminafoundation.org/resource/how-competency-based-education-
may-help-reduce-our-nations-toughest-inequities/

Laitinen, A. (2012). Cracking the credit hour. New American Foundation.

https://eric.ed.gov/?id=ED540304


https://www.aei.org/publication/landscape-competency-based-education-enrollments-demographics-affordability/print/
https://www.aei.org/publication/landscape-competency-based-education-enrollments-demographics-affordability/print/
https://www.luminafoundation.org/resource/how-competency-based-education-may-help-reduce-our-nations-toughest-inequities/
https://www.luminafoundation.org/resource/how-competency-based-education-may-help-reduce-our-nations-toughest-inequities/
https://eric.ed.gov/?id=ED540304

89
Lindsay, T. (2018, May 27). New Study: Less expensive competency-based education

programs just as good as traditional programs.
https://www.forbes.com/sites/tomlindsay/2018/03/27/new-study-less-expensive-
competency-based-education-programs-just-as-good-as-traditional-
programs/#fb9517¢674d7

Linneberg, M. S., & Korsgaard, S. (2019). Coding qualitative data: A synthesis guiding
the novice. Qualitative Research Journal, 19(3), 259-270.
https://doi.org/10.1108/QRJ-12-2018-0012

Long, C. (2020, November 10). General Session: Shifting to a new higher education
model. Address at the virtual CBExchange 2020 Conference.

Marcus, B., Weigelt, O., Hergert, J., Gurt, J., & Gelleri, P. (2017). The use of snowball
sampling for multi-source organizational research: Some cause for concern.
Personnel Psychology, 70(3), 635-673. https://doi.org/10.1111/peps.12169

Marcus, J. (2017). Competency-based education put to the test: An inside look at learning
and assessment at Western Governors University. Education Next, 17(4), 27-33.

Marginson, S. (2015, December). Rethinking education, work, and employability.
Foundational problems of human capital theory. Paper presented at the SRHE
Conference, Newport, Wales.
https://scholar.googleusercontent.com/scholar?q=cache:d5SCh4DFz6EJ:scholar.g
oogle.com/&hl=en&as_sdt=0,5

Mason, J., & Parsons, K. (2019). State of the field: Findings from the 2019 national

survey of postsecondary competency-based education. Postsecondary


https://www.forbes.com/sites/tomlindsay/2018/03/27/new-study-less-expensive-competency-based-education-programs-just-as-good-as-traditional-programs/#fb9517c674d7
https://www.forbes.com/sites/tomlindsay/2018/03/27/new-study-less-expensive-competency-based-education-programs-just-as-good-as-traditional-programs/#fb9517c674d7
https://www.forbes.com/sites/tomlindsay/2018/03/27/new-study-less-expensive-competency-based-education-programs-just-as-good-as-traditional-programs/#fb9517c674d7

90

Competency-Based Education Research at American Institute for Research.
https://www.air.or/sites/default/files/National-Survey-of-Postsecondary-CBE-
Lumina-October-2019-rev.pdf

Mattison, L. (2016). How Important is Having a Degree on My Resume?
https://study.com/blog/how-important-is-having-a-degree-on-my-resume.html

McClarty, K., & Gaertner, M. (2015). Measuring Mastery: Best practices for assessment
in competency-based education. American Education Institute: Center on Higher
Education Reform.

McDonald, N. (2018). A private, nonprofit university’s experiences designing a
competency-based degree for adult learners. The Journal of Continuing and
Higher Education, 66, 34-45, 2018.
https://doi.org/10.1080/07377363.2018.1415632

Merriam, S. B., & Tisdell, E. J. (2015). Qualitative research: A guide to design and
implementation. San Francisco, CA: John Wiley & Sons.

Mirhosseini, S. A. (2019). A view of two classic introductory qualitative research texts
evolving through decades. Qualitative Research, 19(2), 231-234.
https://doi.org/10.1177/1468794117743468

Morcke, A. M., Dornan, T., & Eika, B. (2013). Outcome (competency) based education:
an exploration of its origins, theoretical basis, and empirical evidence. Advances
in Health Sciences Education: Theory and Practice, 18(4), 851-863.
https://doi.org/10.1007/s10459-012-9405-9

Morris, C. (2017). An online education pioneer: Western Governors University is reaping


https://study.com/blog/how-important-is-having-a-degree-on-my-resume.html

91

rewards by focusing on health, teaching, business, and IT. Diverse Issues in
Higher Education, 18(8).

Nodine, T. R. (2016). How did we get here? A brief history of competency-based higher
education in the United States. Competency-Based Education, 1, 5-11.
https://doi.org/10.1002/cbe2.1004

Nogales, R., Cordova, P., & Urquidi, M. (2020). The impact of university reputation on
employment opportunities: Experimental evidence from Bolivia. The Economic
and Labour Relations Review. https://doi.org/10.1177/1035304620962265

Ordonez, B. (2014). Competency-Based Education: Changing the traditional college
degree power, policy, and practice. New Horizons in Adult Education & Human
Resource Development, 26(4), 47-53. https://doi.org/10.1002/nha3.20085

Palinkas, L. A., Horwitz, S. M., Green, C. A., Wisdom, J., Duan, N., & Hoagwood, K.
(2013). Purposeful sampling for qualitative data collection and analysis in mixed
method implementation research. Administration and Policy in Mental Health and
Mental Health Services Research, 42(5), 533-544.
https://doi.org/10.1007/s10488-013-0528-y

Pang, E., Wong, M., Leung, M., & Coombes, J. (2018). Competencies for fresh
graduates’ success at work: Perspectives of employers. Industry & Higher
Education, 33(1), 55-65. https://doi.org/10.1177/0950422218792333

Pengate, W. (2018). Proceedings of the 5" International Conference on Business and
Industrial Research (ICBIR): IEEE 2018. http://ieeexplore.ieee.org/document

/8391268


http://dx.doi.org/10.1002/cbe2.1004
http://ieeexplore.ieee.org/document

92
Phillippi, J., & Lauderdale, J. (2018). A guide to field notes for qualitative research:

Context and conversation. Qualitative Health Research, 28(3), 381-388.
https://doi.org/10.1177/1049732317697102

Porter, S. (2016). Competency-based education and federal student aid. Journal of
Student Financial Aid, 46(3). https://files.eric.ed.gov/fulltext/EJ1121002.pdf

Pulsipher, S. D. (2019). Creating pathways to opportunity: WGU 2019 annual report.
https://archive.wgu.edu/artifact/wgu-annual-report-2019

Ravitch, S. M., & Carl, N. M. (2016). Qualitative research: Bridging the conceptual,
theoretical, and methodological. Sage.

Ris, E. W. (2016). The education of Andrew Carnegie: Strategic philanthropy in
American higher education, 1880-1919. The Journal of Higher Education, 88(3),
401-429. https://doi.org/10.1080/00221546.2016.1257308

Rivera, L. A. (2011). Ivies, extracurriculars, and exclusion: Elite employers’ use of
educational credentials. Research in Social Stratification and Mobility, 29, 71-90.
https://doi.org/10.1016/j.rssm.2010.12.001

RPK Group. (2016, October). Competency-Based Education. A study of four new models
and their implications for bending the higher education cost curve.

Rubin, H., & Rubin, S. (2012). Qualitative Interviewing: The art of hearing data. Sage.

Ryan, S., & Cox, J. D. (2017). Investigating student exposure to competency-based
education. Education Policy Analysis Archives, 25(24).
https://doi.org/10.14507/epaa.25.2792

Saldana, J. (2016). The coding manual for qualitative researchers. Sage.


https://archive.wgu.edu/artifact/wgu-annual-report-2019

93
Schulte, M. (2016). The online credit hour: A brief history and guide to regional

accreditation similarities, differences, and how they can affect your programs. The
Journal of Continuing and Higher Education, 64, 206-2009.
https://doi.org/10.1080/07377363.2016.1229108

Sigelman, M. (2014). Do Employers Value the Bachelor’s Degree Too Much? New
England Board of Higher Education website: https://nebhe.org/journal/do-
employers-value-the-bachelors-degree-too-much/

Silva, A., Lourtie, P., & Aires, L. (2013, March). Employability in online higher
education: A case study. The International Review of Research in Open and
Distributed Learning, 14(1). https://doi.org/10.19173/irrodl.v14i1.1262

Silva, E., White, T., & Toch, T. (2015). The Carnegie Unit: A Century-Old Standard in a
Changing Education Landscape. Carnegie Foundation for the Advancement of
Teaching. https://files.eric.ed.gov/fulltext/ED554803.pdf

Simona, B. (2015). Human Capital Theory and Human Resource Management.
Implications in development and knowledge management strategies. Ecoforum,
4(1), 22.

Spence, M. (1973). Job market signaling. The Quarterly Journal of Economics, 87(3),
355-374. https://doi.org/10.2307/1882010

Springer, S. B. (2020). Forty Years: Where is competency-based education? Adult
Learning, 2, 54. https://doi.org/10.1177/1045159519892696

Stringer, T. (2014). Action research (4" ed.) Sage

Suleman, F. (2016, June). Employability skills of higher education graduates: Little


https://nebhe.org/journal/do-employers-value-the-bachelors-degree-too-much/
https://nebhe.org/journal/do-employers-value-the-bachelors-degree-too-much/

94

consensus on a much-discussed subject. Procedia — Social and Behavioral
Sciences, 228, 169-174. https://doi.org/10.1016/j.sbspro.2016.07.025

Sullivan, S. C., & Downey, J. A. (2015). Shifting educational paradigms: From
traditional to competency-based education for diverse learners. American
Secondary Education, 43(3), 4-19.

Tejan, O. A., & Sabil, A. (2019). Understanding Employer’s Perception of Employability
Skills and Career Development in Morocco. International Journal of Education
and Literacy Studies, 7(2), 134-138. https://doi.org/10.7575/aiac.ijels.v.7n.2p.134

Thomas, J. (2015). Meeting the challenges: Competency-based education and the Obama
2020 goal. The William & Mary Educational Review, 3(2).
https://scholarworks.wm.edu/wmer/vol3/iss2/9

Thorne, S., Stephens, J., & Truant, T. (2015). Building qualitative study design using
nursing’s disciplinary epistemology. Journal of Advanced Nursing, 72(2), 452-
460. https://doi.org/10.1111/jan.12822

Tran, V. T., Porcher, R., Tran, V. C., & Ravaud, P. (2017). Predicting data saturation in
qualitative surveys with mathematical models from ecological research. Journal
of Clinical Epidemiology, 82, 71-78.
https://doi.org/10.1016/j.jclinepi.2016.10.001

Trotter, R. T. (2012). Qualitative research sample design and sample size: Resolving and
unresolved issues and inferential imperatives. Preventive Medicine: An
International Journal Developed to Practice and Theory, 55(5), 3898-400.

https://doi.org/10.1016/j.ypmed.2012.07.003


https://doi.org/10.1016/j.ypmed.2012.07.003

95
U.S. Census Bureau. (2020). Education attainment in the United States: 2019.

https://www.census.gov/content/census/en/data/tables/2019/demo/educational-
attainment/cps-detailed-tables.html

U.S. Department of Education. (2011, November 8). Statement by U.S. Secretary of
Education Arne Duncan at the Microsoft partners in learning global forum.
http://ed.gov/news/speeches/secretary-arne-duncans-remarks-microsoft-partners-
learning-global-forum

U.S. Department of Labor. (2020). Bureau of labor statistics: Job opening and labor
turnover. https://www.bls.gov/news.release/pdf/jolts.pdf

U.S. Department of Labor. (2021a). Bureau of labor statistics: Registered nurses.
https://www.bls.gov/ooh/healthcare/registered-nurses.htm#tab-6

U.S. Department of Labor. (2021b). Bureau of labor statistics: Registered nurses.
https://www.bls.gov/ooh/healthcare/registered-nurses.htm#tab-1

Vasileiou, K., Barnett, J., Thorpe, S., & Young, T. (2018). Characterising and justifying
sample size sufficiency in interview-based studies: Systematic analysis of
qualitative health research over a 15-year period. BMC Medical Research
Methodology, 18(1), 1-18. https://doi.org/10.1186/s12874-018-0594-7

Walden University. (2015, January 12). Walden university introduces Tempo Learning.
Offering the nation’s first competency-based M.S. in Early Childhood Studies
program using direct assessment model. https://www.prnewswire.com/news-
releases/walden-university-introduces-tempo-learning-300019027.html

Walden University. (2018, August 21). Walden university expands competency-based


https://www.census.gov/content/census/en/data/tables/2019/demo/educational-attainment/cps-detailed-tables.html
https://www.census.gov/content/census/en/data/tables/2019/demo/educational-attainment/cps-detailed-tables.html
https://www.bls.gov/ooh/healthcare/registered-nurses.htm#tab-6
https://www.prnewswire.com/news-releases/walden-university-introduces-tempo-learning-300019027.html
https://www.prnewswire.com/news-releases/walden-university-introduces-tempo-learning-300019027.html

96

offering with tempo learning BSN program.
https://www.waldenu.edu/connect/newsroom/walden-news/2018/08-21-walden-
expands-competency-based-offerings-with-tempo-learning-bsn-program

Wax, D., & Klein-Collins, B. (2015). Competency-based education: A powerful way to
link learning and the workplace. The EvoLLLution. https://evolllution.com

Weise, M. R. (2014, November 10). Got skills? Why online competency-based education
is the disruptive innovation for higher education. Educause Review, 49(6).
https://er.educause.edu/articles/2014/11/got-skills-why-online-competencybased-
education-is-the-disruptive-innovation-for-higher-education

Weller, S. C., Vickers, B., Bernard, H. R., Blackburn, A. M., Borgatti, S., Gravlee, C. C.,
& Johnson, J. (2018). Open-ended interview questions and saturation. PLOS One,
13(6). https://doi.org/10.1371/journal.pone.0198606

The White House. (2018, July 19). Executive order establishing the President’s national
council for the American worker:
https://www.federalregister.gov/documents/2018/07/24/2018-15955/establishing-
the-presidents-national-council-for-the-american-worker

Williams, P. (2020). The collaborative personal statement: A more inclusive method of
data-gathering than audio recording interviews with vulnerable people. European
Journal of Special Needs Education 35(4).
https://doi.org/10.1080/08856257.2019.1706256

Wu, L., & Lewis, M. W. (2019). How well does undergraduate education prepare college

students for employment outlook? A secondary data analysis of baccalaureate and


https://www.waldenu.edu/connect/newsroom/walden-news/2018/08-21-walden-expands-competency-based-offerings-with-tempo-learning-bsn-program
https://www.waldenu.edu/connect/newsroom/walden-news/2018/08-21-walden-expands-competency-based-offerings-with-tempo-learning-bsn-program
https://er.educause.edu/articles/2014/11/got-skills-why-online-competencybased-education-is-the-disruptive-innovation-for-higher-education
https://er.educause.edu/articles/2014/11/got-skills-why-online-competencybased-education-is-the-disruptive-innovation-for-higher-education
https://doi.org/10.1371/journal.pone.0198606

97
beyond longitudinal study (B&B). Higher Education Studies, 9(4), 181-188.

https://doi.org/10.5539/hes.von4p181
Young, D., & Casey, E. (2018). An examination of the sufficiency of small qualitative

samples. Social Work Research, 43(1), 53-58. https://doi.org/10.1093/swr/svy026



Date:
Time:

98

Appendix: Interview Protocol Guide

Name of Participant:
Job Title of Participant:

WELCOME

Thank you (participant first name) for volunteering to participate in this study, hospital
hiring employers’ perceptions regarding RN BSN CBE to meet their workforce needs.
My study aims to help facilitate positive social change by bridging the gap between RN
BSN Competency-Based Education educators and hospital hiring employers to meet their
workforce needs. Your participation in this study is greatly appreciated.

I would like to remind you that all your information will be kept confidential. |
will assign an alphanumeric code so your name will not be identified in the data.
| respect your time, and the interview is scheduled to last no more than one hour,
however, if the interview is running over the one-hour time frame, | will ask your
permission to continue. If your answer is no, there will be no negative
consequences.

At any time, you may refuse to answer a question, skip a question, or drop out of
the study at any time, without negative consequences.

You may ask questions related to the study at any time during the interview.
During the initial interview process, you agreed to have your interview recorded,
do you still agree?

Thank you ... before we begin, do you have any questions for me?

I will now begin to record the interview.

QUESTIONS
1. Please describe your perceptions of RN BSN Competency-Based Education

(CBE) to meet your workforce needs.
Potential F/U Question
e Would you please tell me more about that?

Please explain what has influenced your perceptions of RN BSN CBE.
Potential F/U Question
e Why do you think that influenced you?

Have you hired RNs that possess a BSN through Competency-Based Education?
If yes, approximately how many? In no, why not?
Potential F/U Questions

e Why did you hire (X) number of RNs with BSN CBE?

e Can you please expand on why you did not hire RNs with BSN CBE?
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4. How would you evaluate the performance of any RN BSN CBE hires?
Potential F/U Question
e Would you please expand on that?

5. What are the strengths and weaknesses you perceive in your RN BSN CBE hires?
Potential F/U Question
e Would you please tell me more about that?

6. Do you view RNs possessing a BSN CBE credential to be as competent as those
with a traditional degree? Why or why not?
Potential F/U Question
e Would you please tell me more about that?

7. Do your expectations of competency differ from a traditional degree vs a RN
BSN CBE? Why or why not?

8. Do you view the trend toward RN BSN CBE programs as positive or negative for
employers seeking RNs with BSN degrees? Why?
Potential F/U Questions
e Would you please expand on why it is positive?
e Would you please expand on why it is negative?

9. If you had two RN BSN applicants, one traditional and once CBE, for the same
job, would you set preference for one applicant over the other and why?

10. What advice would you give to colleges and universities looking to develop RN
BSN CBE programs?

11. Do you have any questions or additional comments at this time?

THANK YOU and NEXT STEPS

Thank you again for volunteering to participate in this study. Should you have any
questions after the interview, please feel free to contact me by phone (xxx) XXX-XXXX
or email i Also, 1 will be providing a summary of our interview
for your review. If possible, please return any comments to me within five days of
receipt. Please let me know if you would like a copy of the final study. | would be happy

to provide one to you. Have a nice (day, afternoon, evening, weekend, etc.). | am
officially concluding this interview.



mailto:regina.cash@waldenu.edu

	Hospital Employer Perceptions of Baccalaureate Registered Nurse Competency-Based Education to Meet Workforce Needs
	EdD Dissertation Template, APA 7

