Factors Influencing New Graduate Nurse Employment
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Introduction:

In recent years, healthcare advocates
have focused attention on the nursing
shortage. Health Resources and Services
Administration (HRSA) workforce projec-
tions indicate a shortage of 78,610 full-
time equivalent Registered Nurses (RNs) in
2025 and 63,720 RNs in 2030 (HRSA, 2022).
The shortage is exacerbated by multiple
contributing factors including an aging
population that will place greater demand
on the healthcare system due to chronic
illnesses, comorbidities, and the need for
geriatric care. It is anticipated that the
number of citizens aged 65 and older
will increase from 58 million in 2022 to 82
million by 2050 (United States Census Bu-
reau, 2023). The number of working RNs is
also aging, and more than one-quarter of
RNs report planning to leave their profes-
sion or retire in the next five years (AACN,
2024). Additionally, the number of RNs in
the workforce has recently been impacted
by the COVID-19 pandemic (Auerbach et
al., 2022). While the number of RNs con-
tinues to decline, admission to nursing
programs has remained stagnant. Nearly
one-quarter of eligible applicants to RN
programs are declined admission due to

lack of appropriate clinical sites and clin-
ical preceptors, limited classroom space,
and educator shortages (National League
for Nursing, 2024).

The nursing shortage has implications
for quality of care and patient outcomes.
Ross (2022) cites multiple concerns with
lower nurse-to-patient ratios. Access to
care may be jeopardized, especially for
those residing in rural areas. Suboptimal
staffing contributes to medication errors,
infections, and sentinel events. Institu-

Table 1. Factors Influencing Employment

tions that can attract and retain adequate
staff will be poised to minimize these im-
plications. New graduate nurses have op-
portunity to be selective in their choice of
first employer. Understanding factors that
attract new graduate nurses may assist
employers in accentuating those attri-
butes to recruit and retain more nurses.

Measures, Procedures,

and Findings

Senior nursing students enrolled in a
Bachelor of Science in Nursing program
at a Midwest university were surveyed
to determine factors influencing choice
in post-graduation employment. In-
stitutional Review Board approval was
obtained, and students were informed
that participation was voluntary. An
electronic survey link was emailed to stu-
dents with a consent form. The self-de-
veloped survey included demographics,
previous experience in healthcare, cur-
rent community setting, desired com-
munity type after graduation, and early
employment acceptance. 62 students
were enrolled in the course and the total
number of responses was 34, a response
rate of 52%.

Influencing Factors Rank/Score
Location/city 83.3
Facility Reputation 79.9
Nurse/Patient Ratios 79.6
Specific Unit 77.2
Salary 76
Nurse Residency 69.1
Schedule/Flexibility 69.1
Leadership Opportunities 68
Employees Benefits (e.g. insurance, retirement) 65.8
Previous Experience with Facility 64.9
Relationship with current employee (e.g. family, friend) 46
Employee Perks (e.g. gym, childcare) 44
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AGE

20-29
M 30-39
M 40-49

Current Community

Rural (2,499 or less
M Urban Cluster (2,500 - 49,999)
M Urbanized Area (50,000 or more)

Of the 34 respondents, 88% were in the
20-29-year range. Most students, 69%, re-
ported living in an urban area with a popu-
lation of 50,000 or more. A vast majority of
respondents, 78%, reported employment
in the healthcare field during nursing
school while 22% had no prior healthcare
experience. At the time of the survey, 53%
of respondents stated they had already ac-

cepted an RN position, and an additional
9% stated they had at least one job offer
but had not yet accepted a position. 38% of
students had not accepted a position and
had not received a post-graduation job of-
fer. Of those who had already accepted a
post-graduation position, 78% stated the
job was in an urban facility. Respondents
were then asked to rank factors influenc-

ing their choices related to post-gradua-
tion employment on a scale from 0-100
with 100 being the most influential on job
selection. Influencing factors and rank are
included in Table 1.

Discussion

HRSA analyzed health workforce issues
to help inform decision makers in public
and private sectors. A major challenge
identified in their 2023 report was the
number of people living in a primary care
Health Professional Shortage Area (HRSA,
2024). As of November 2023, around 102
million people were living in a shortage
area. While physical location is not a fac-
tor that may be changed, healthcare ad-
ministrators, governmental agencies, and
policymakers should be encouraged to
consider ways to attract healthcare work-
ers to rural communities. Urban planning,
recruitment, and retention efforts will be
especially important for those in rural
areas with healthcare shortages as these
efforts may have a significant impact on
population health.

Facility reputation and patient-to-
nurse ratios were factors greatly influ-
encing employment decisions for new
graduates. Chen et al. (2019) studied the
impact of nurse-patient ratios on job sat-
isfaction and burnout. Nurses with higher
patient to nurse ratios were more likely
to experience personal burnout, job dis-
satisfaction, and have intention to leave
their job. This cycle of higher workloads,
burnout, and attrition may impact facility
reputation, thus perpetuating the cycle
of staffing shortages. Facilities that can
recruit staff adequately to ensure optimal
nurse-patient ratios may increase satisfac-
tion, retention, and will likely benefit from
improved reputations.

Students surveyed identified oppor-
tunities to work in specialty areas as im-
portant in job consideration. Facilities
may consider creating pathways for new
graduates to progress from generalist
practice to practice in specialty areas. Fi-
nally, salary was identified as a top factor
influencing employment. Employers must
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offer attractive pay to remain competitive
in recruiting efforts, but recruitment fo-
cus should also include consideration for
other factors such as residency programs,
flexible scheduling, leadership opportuni-
ties, and a comprehensive benefits pack-
age for new employees.

Limitations and Implications

This study is a first step in examining
efforts that may positively impact the
nursing shortage through new graduate
employment. A limitation of this study is
sample size (n = 34). Further study is indi-
cated to examine a larger number of new
graduates across a larger geographical
area. Future research should include fac-
tors affecting retention of new graduates
after initial hire. The number of newly li-
censed RNs increased by 18% each year
between 2018 and 2022, suggesting con-
tinued growth in the nursing workforce
(HRSA, 2024). Now is the time to strategi-
cally plan for new graduate recruitment to
positively impact the nursing workforce
for generations to come. ®
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(continued from page 3)
e Certification audit
e Maintained a stable retention rate

o We reviewed and updated KSNA's Stra-
tegic Plan. We also reviewed the KSNA
Mission Statement and will propose a
revision at the Membership Assembly,
along with adding a KSNA value state-
ment.

We discussed the effectiveness of hav-
ing regions and will have breakout ses-
sions at the Membership Assembly to dis-
cuss regions, special interest groups, etc.,

and how to move KSNA forward to best
support Kansas nurses. | look forward to
seeing you virtually at the Membership
Assembly on October 22,2024, at 7 p.m.

My door is open, and | look forward to
hearing from you. Please connect with
me at ksna@ksnurses.com. ll

Laura Mallett, MSN, RN
President

Kansas State Nurses Association
ksna@ksnurses.com
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