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In the fal of 2000, a survey was sent out to full-time faculty membersin schools of nurangin
Minnesota to obtain information on work satisfiers and dissatisfiers affecting their productivity
and satisfaction. The intent was to use this information to shape the development and
implementation of recruitment and retention strategies for nurang faculty. Full-timefaculty in
programs awarding licensed practical, associate and baccal aureste degrees received the surveys.

The insrument that was used for this survey was adapted from one that had been recently used in
evauating productivity and morade within the Medicad School of the Univergity of Minnesota,
Twin Cities campus. The premise of the framework is that faculty morae and productivity are
affected by interaction among three types of factors - individud, ingtitutiond and leadership. Of
the 548 nursing faculty members sent the survey, 298 were able to be included in data anayss.

The respondents were, on average, 50.5 years old, female (96%), and white (97%). More than
half of the respondents taught in baccaaureate or higher degree programs (56%). Approximeatey
82% would choose nurang again as a professon, with 63% indicating they would choose to
work in their current college or university; only 9% would not choose afaculty career again.
Ninety-seven percent (98%) indicated that they were committed to their careers, with dmost the
same number (97%) committed to the professon. However, only 44% had confidence in the
direction nurang was taking.

Across the three types of nurang programs, there were surprisng smilarities. These included
the faculty member’s commitment to nurang as a career; the sense of having input into their

roles and time; clarity about how one' s work and goas fit within the school’ s vison and godls;
the role of the dean and senior faculty in kegping the vison visble; the confidence that faculty
have in the professon, their college and their department; the sense that their opinions are
routinely solicited and incorporated; that there are adequate communication systems; and,
findly, the shared sense that compensation is not fair for the work that is done. What differed
among faculty in the three schools related mostly to the conduct of research, with baccaaureate
and graduate program faculty more likely to be involved in research, fee more driven to conduct
it, perceive greater rewards and resources, etc. Another interesting difference among the schools
was that, in the LPN programs, faculty were more likely to have a clear picture of their gods, a
well-defined plan for achieving them, and abdlief that their school or department had a
commonly held vision.

Regarding indtitutional support, amgority (80%) felt that there were effective communication
systemsin place; that they received congructive feedback from colleagues (71%); and that there
was a supportive network in their departments (55%). Faculty offered severd suggestions asto
what would mogt facilitate them in their roles of research, teaching, and scholarly activities, eg.,
providing support while gaining new skills (in research, teaching, scholarly activities); provide
sdary increases for teaching achievements; providing adequate support staff; helping with skills
training in certain aress.
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BACKGROUND

Purpose Inthefdl of 2000, asurvey was sent out to full-time faculty membersin schools of
nursing in Minnesota to obtain information on work satisfiers and dissatisfiers affecting their
productivity and satisfaction. The intent was to use thisinformation to shape the devel opment
and implementation of recruitment and retention strategies for nurang faculty. Full-timefaculty
in programs awarding licensed practical, associate and baccal aureste degrees received the
surveys.

This project was coordinated through Minnesota Colleagues in Caring, in conjunction with the
University of Minnesota School of Nursaing. Theimpetus for the project arose out of concern by
nursing leaders in the ate that, while a severe shortage of dinicaly practicing nursesis
anticipated if not dready exiding, an equally severe shortage of qudified faculty ison the
horizon. Actions must be taken now to assure an adequate supply of faculty for conducting
research, educating students and serving as clinical role moddls, and providing service.

Objectives The objectives of the survey were to:
— ldentify the status of individud, indtitutiona and leadership factors known to
affect faculty morae and productivity
— Determine the Strategies that faculty perceive are needed to support their work
— Deermine whether the dtrategies differ among faculty
— Develop recommendations for promating faculty recruitment and retention.

Framework The framework for the survey was based on work that had been done by Carole
Bland and William Bergquist on faculty vitdity. They assert that faculty morae and
productivity are aresult of the interplay among three types of factors, i.e., individud,
indtitutional and leadership. Table 1 reflects examples of each of the types of factors.



INDIVIDUAL INSTITUTION LEADERSHIP
Adult development Career development | Highly regarded,
able scholar
Socidization Clear, coordinating Research/teaching
gods oriented
Motivation Emphasison Kegpsgodsvigble
priority gods
Content knowledge Culture Initiates structure
Research/teaching kills Pogtive climate Uses assartive
participative syle
Professond network Assertive Proactively brokers
participative opportunities
governance
Simultaneous projects Decentrdized
organization
Work time usage Communication
Orientation Resources
Autonomy, commitment Szelage/diversty
Morde Rewards
Work habits Recruitment,
selection
Mentors Brokered
opportunity
Structure
Effective leedership

Tablel: Components of a productive academic organization. From CJBland and Bergquis,
W.H., The Vitality of Senior Faculty Members. Show on the Roof, Fire in the Furnace, p. 40.

Drawing from the research that has been done on productive academic organizations and
productive faculty, their premise is that a productive organization is achieved by having well-
prepared individuds in a supportive environment with effective leadership providing avison,
resources and rewards. While this may seem obvious, much of the earlier work on productivity
focused excdusively on the characterigtics of theindividua faculty member.

THE SURVEY

Survey Theinstrument that was used for this survey was adapted from one that Bland had
recently used in evauating productivity and morae within the Medica School of the University

of Minnesota, Twin Cities campus. Modifications to that tool included refining language to
fadilitate use by faculty in the three levels of nursing educationd programs; diminating some of
the data eements gpplying to a medica school but not a community nursing school; and adding
guestions related to scholarship as aprofessona activity. Thistool was chosen because it
provided amore professona orientation to the work experience of faculty, as contrasted with
some studies that had used tools targeted toward hourly workers, or those engaged in the trades.



Process Aninitid letter was sent out to deans and directors of schools of nursing in the sate,
inviting them to participate in the sudy and provide lists of facuty members who were on full-
time gppointments. Follow-up phone calls were made to dicit support for the study and to
answer questions. The Data Coallection and Support Services (DCSS) of the Divison of
Epidemiology at the Univerdity of Minnesota coordinated the obtaining of the ligts of full-time
faculty, the digtribution and collection of surveys, and the mailing of reminder letters and
postcards.

The names of 581 faculty were submitted as being full-time faculty. Of these, after extensive
review by DCSS, 548 were deemed dligible (the others were found to be retired, not in afaculty
position, etc.). Of the 548 sent the survey, 347 responded (63.3%). However, in answer to a
question in the survey to assure that full-time faculty were indeed the respondents [“What kind

of gppointment do you hold as afaculty member?-- full-time (75% or more); part-time (lessthan
75%)"], only 298 individuals responded “full-time.” Thus, the fina number used for andyss of
the data was 298 (54%).

Respondents The demographics of the faculty who responded are presented here:

LPN 74 (24.8%)
AD 55 (18.5%)
BA/Graduate 166 (55.7%)
Missing 3 (1.0%)

Table 2: Number of faculty responding from each of the types of programs

As might be expected, the vast mgjority of respondents were femae — 285 (95.6%), with 11
males responding (3.7%), and 2 (0.7%) with missing data.

Equally expected, but no less disheartening, was the racid or ethnic background of the
respondents. Chicano/Latino/Higpanic = 1; American IndiavAlaska Native = 1; Asan/Peacific
Idander = 2; White = 290; Other = 2; missing = 2.

The mean age of the faculty responding was 50.5 years of age. Demographics of the faculty are
reflected in the graphs (a separate document).



ANALYSIS

Responses to the questions were structured using a 5-point Likert scae. Given the smdl
response size for certain categories, the Strongly Agree and Agree responses were combined, as
were those indicating Disagree and Strongly Disagree.

Datawere analyzed in three ways.
(1) collectivey for faculty in al 3 types of programs;
(2) faculty by type of program; and
(3) where there were more than 10 respondents from an individua school, faculty
responses according to individua school.

For the mogt part, descriptive statistics were used. However, for andyss of faculty responses
by type of program, Chi Squares were determined.

FINDINGS

|(1) Faculty Responses from all 3 typesof programs: (n=298)

A sgnificant part of the survey tool asked faculty to respond to questions related to 5 role
components. research, scholarly activities (e.g., presentations, consulting, writing), teaching,
patient care and administration.

Quedtions such as.
— | have adequate time to conduct research; ...teach; ...engage in scholarly
activities; ... provide patient care; .. .fulfill an administrative role
— | have excellent opportunitiesin research; ...teaching...etc
— | feel appreciated and valued for my work in research; ...teaching...etc
— | have sufficient resources for research; ...teaching...etc

For many of the questions, there was greet variability in how many faculty responded, or
indicated “Not Applicable.” In genera, faculty tended to answer the questions related to
teaching and scholarly activity, and not as frequently to questions about research, patient care or
adminigration, suggesting perhaps that they were lessinvolved in these activities. Presented
below are responses from faculty related to the 5 role types, beneath each table is the range of
faculty responding to some of the questions related to the individua roles.



In regard to conducting resear ch:

Nature of question

(% ) who agreed or strongly agr eed*

| fed up-to-date

(51%)

I’minternaly driven (46%)
Rewards for research (40%)
Dean supportive (33%)
Faculty have kills (33%)
High expectation (30%)
Adeguate resources (12%)
| have adequate time (8%)

* # of faculty responding to these questions ranged from 221 to 284

In regard to scholarly work:

Nature of question (% ) who agreed or strongly agr eed*
Faculty skilled (56%0)
Many colleagues participate (56%)
Rewards (45%)
Adeguate space (43%)
Appreciated (43%)
Excdlent opportunities (36%)
Adequate resources (26%)
Uninterrupted time (20%)

* # of faculty responding to these questions ranged from 248 to 288

In regard to teaching:

Nature of question (% ) who agreed or strongly agr eed*
Driven (96%0)
Expectations (92%)
Provide qudity education (90%)
Up to date (90%)
Faculty with skills (83%)
Dean very supportive (80%)
Vaued (78%)
Adequate time (78%)

*# of faculty responding to these questions ranged from 292-295




In regard to patient care:

Nature of question (% ) who agreed or strongly agr eed*
Up to date (71%)
Driven (60%)
Provide quality patient care (55%)
Faculty with skills (51%)
Expectations (48%)
Vaued (39%)
Dean supportive (38%)
Patient care (30%)

* # of faculty responding to these questions ranged from 151 to 283

In regard to administration:

Nature of question (% ) who agreed or strongly agr eed*
Dean supportive (37%)
Vaued (31%)
Driven (30%)
Rewards (28%)
Good opportunities (27%)
Up to date (27%)
Adeguate resources (25%)
Adeguate time (22%)

* # of faculty responding to these questions ranged from 191-289

A number of questions were asked relative to the individud’s own qualities which would affect
productivity and morale, as wdl as characterigtics of the indtitution and leadership in the schoal.
The questions that were analyzed here relate to what can be described as those characteristics or
elementsthat are program-neutrd. In other words, these questions do not examine the faculty
member’srole, e.g., research, teaching, patient care, or the type of indtitution associated with
providing a particular service, but rather the individuass, their environment, and the leadership of
their schools. All percentages reflect faculty who agreed or strongly agreed with the statements.

Factorsréelated to the I ndividual Faculty M ember

| am highly committed to contributing to the success of my

Profession 97%
College/University 92%
Department 96%
Career 98%

| would like more opportunities to contribute to the leadership of my
Profession 64%
College/Universty 52%

Department 65%



Given my career stage, appropriate use is being made of my knowledge/experiencein
my:

Profession 75%
College/University 68%
Department 74%
| believe | am currently up-to-datein
Research kills 38%
Grant getting kills 22%
Education 83%
Computer kills 63%
Writing skills 70%
Adminigrative skills 41%
If I were to select afaculty career again, | would chooseto bein
My current profession 82%
My current college 63%
Not choose faculty career 9%
| fully understand the expectations for promation in the position | hold 73%
| have
A clear picture of where | want to bein my academic career
in five to seven years 71%
A well-defined plan for achieving my academic career gods 60%

Factorsreated to the Academic | nstitution or Environment

| have awdl-devel oped network of colleagues with whom | discuss research projects,

scholarly activity and education
Within my department 55%
Outside department but in college 30%
Outside college 47%

At least weekly, | have substantive uninterrupted conversations with important colleagues
about research and educeation in my

Professon 28%
College/University 17%
Department 32%

| have a high degree of input into how | wish to spend my time as afaculty member
within each of my faculty roles 42%

The reward system in my department or school of nursing maiches the vison and gods
26%



My department or school of nursing has a communication system that alows meto be
adequatdly informed in atimely fashion about mgjor issues, important events and
upcoming concerns 80%

As compared to others at this school, my compensation (that is, my salary and fringe
benefits) isfair for thework | do 45%

Factorsrelated to L eadership

My department or school of nursing has a commonly held vison for what we want to

look likein the next five years 62%
It is clear to me how my work and goals are or can be related to the department or school
of nurang svison and gods 70%
The vison of my department or school is kept visble by my
Dean or director 60%
Senior faculty 51%

The person (e.g., dean, director of nursing) to whom | report is highly regarded for
higher

Research 32%

Teaching 48%

Petient care 20%

Adminigration 65%
| get condructive feedback, guidance and suggestions that help my effortsto perform my
best from my

Other colleagues 71%

Colleagues in my specidty 66%

Dean 55%

My opinions are routindy solicited for important department or school of nursing
decisons 65%

My opinions are serioudy congdered by leadership in the department or school of

nursing when making important decisons 66%
It is expected that faculty will meaningfully and actively contribute to important
decisonsin my
College or univerdty 73%
Department 7%
| have confidence in the current direction in which the following are headed:
Profession 44%
College or university 65%

Department 63%



|(2) Findings accor ding to type of nursing program

Chi Square anayses were performed to identify commondities and differences among faculty
responses in the three programs: licensed practica nursing, associate degree, and
baccal aureate/graduate programs.

As might be expected, the vast mgority of the sgnificant findings were those associated with the
conduct of research. Faculty in baccalaureate/graduate programs were more likely to:

— fed inclined to do research

— fed up-to-date in research, obtaining grants, and writing

— fed they have the necessary kills

— fed valued for conducting research

— sense opportunities for doing research

— perceive high expectations for conducting research

— fedl pressures to obtain funded research and grants

— have adean who is supportive of their doing research

— have adean who is highly regarded for his’/her own research program

— fed they have sufficient, well-equipped space for research aswell as a sufficient

number of colleagues for conducting research
— have a clear sense of the expectations for the ethical conduct of research
— perceive there are non-monetary rewards for conducting research.

Of interest, however, isthat faculty in licensed practica nursing programs were more likely to
have:
— adlear picture of where they wanted to be in their academic careersin 5-7 years
— awadl-defined plan for achieving their academic career goas
— abdief that their department or school of nursing had a commonly held vison for
what it wanted to look like in the next five years.

I(3) Findings according to individual schoolg

For thirteen of the 55 schools, there were atota of ten or more faculty members who responded
to the survey. For thoseinditutions, individua analyses for each school were conducted. This
cut-off was sdected to preserve the anonymity of faculty respondents. (For thisanalyss, it was
fdt that the origina number of 347 respondents could be used in determining which schools had
10 or more responses, thus dlowing 2 more schools to receive individua analyses.)

Graphs were developed to reflect the differences in means among schools for the factors related
to individud characterigtics, indtitutiona environment and leadership. These seemed to be the
mogt interesting and would lend themsdves to interventions.

In the following section, data for each school will be included according to the number of
responses for the school. In other words,



(2) For schools with 10 or more responses, graphswill provide information on
a. themean for the response across dl schools
b. the mean across comparator schools offering smilar programs
c. themeenfor theindividud inditution

(2) For schoolswith fewer than 10 responses, graphs indicate
a. the mean for the response across al schools
b. the mean across comparator schools offering smilar programs

The graphs include data for severd questions, grouped according to the following themes:
Success, Leadership, Choice, Persona Goals, Decison Making, Clarity of Vision, Vison Kept
Visble, Confidence, Criteriafor Promotion, Faculty Contributions, Constructive Feedback,
Communication, Compensation. The ydlow page contains the complete wording of the
questions as they gppeared in the survey.

DISCUSSION

Thefindings from this survey suggest that nursing faculty in Minnesota are stisfied with being a
member of the nurang profession (82%) with only 9% indicating they would not choose a
faculty pogition again. A smaller number (63%) would choose again to work in their same
indtitution. They have confidence in their school (65%) and department (63%) but not
necessxily in the profession itself (44%). A mgority (62%) fed that there is a commonly held
vison in their schools, and 70% have a clear sense of how thelr work fits into the bigger picture.
However, only 26% fed that rewards are commensurate with contributions they make toward
achieving the vison and god.

Nursaing faculty fed that their opinions are routindy solicited (65%) and serioudy considered
(66%). Almogt dl of the faculty who responded (97%) said that they were highly committed to
contributing to the success of the profession, aswell astheir college or university (92%),
department (96%), and own career (98%).

Nurdang faculty in Minnesota continue to be white, middle-aged and femde. The disparity
between the generd population and the nursaing profession iswidening and requires extensve
atention in ashort timeframe.

There seemed to be supportive networks in most of the schools with good communication
systems (80%), constructive feedback from other nursing colleagues (71%), and a
well-devel oped network of colleagues with whom to discuss projects and research (55%).

When andyzing the findings according to the type of nursing programs, there were many
gmilarities. There was consstency among faculty in their responses to questions about the
teaching role, suggesting that teaching is a shared experience among dl of the faculty, not a
surprigng finding. Other amilaritiesincluded the faculty member’s commitment to nursing asa
career; the sense of having input into their roles and time; clarity about how one' swork and
gods fit within the school’ s vison and gods; the role of the dean and senior faculty in kegping
the vison vishle; the confidence that faculty have in the profession, their college and ther



department; the sense that their opinions are routinely solicited and incorporated; that there are
adequate communication systems; and, findly, the shared sense that compensation is not far for
the work that is done.

There were dso sgnificant differences among faculty, specificdly reated to the role, resources
and respongbilities for conducting research. Faculty in baccalaureste and higher degree
programs were predictably more involved in research, sensed they had better resources (athough
more are dways desirable), felt better prepared, more driven, etc. With some questions, thisaso
caried over to participating in scholarly activities.

Another notable area of difference was that in the LPN programs, faculty were more likely to
have a clear picture of their gods, awell-defined plan for achieving them, and a bdlief that their
school or department had a commonly held vison. This may be due to the fact that, in these
organizations, thereisamore sngular focus and misson, or a least it is clear what' sthe
priority — education. This can be contrasted with the challenges facing faculty in schools that
have atripartite mission of education, service and research.

Inlooking a the findingsin the 13 individud schools, it is clear that the schools vary. Some of
the schools had severd mean scores above the overal mean, while afew schools were
consgtently below the overdl mean.

NEXT STEPS

(1) It is our hope that findings from this survey will spur discusson within schools of nurang
about the generd findings, as well as those specific to the type of program or individud
schoal, if those data are available. Even without individud school data, faculty can share
information about their perceptions about their own school, eg., “how do we think we're
doing inthisarea?’ or “what criteriawould we use to measure our performance’ or
“what questions do we want to ask ourselves?’

To assst inthisprocess, aToal Kit isbeing digtributed with the survey resultsto the
deans and directors of the 55 nuraing programsin the state. In thistool kit are aidsto
asss faculty and their leadersin assessing the individual commitment, ingtitutiordl

support and leadership characterigtics; and in fostering discussion about ways to improve
individua and organizationd performance.

(20 A propos isbeing submitted to the Nationa League for Nursing and Johnson &
Johnson to determine their interest in funding a nationa survey of baccaaureste/higher
degree and associate degree faculty. Using this survey as a pilot, gppropriate revisonsin
the tool and methodology would enable the compilation of data on anationd leve, with
examination of regond differences.

(3)  Incollaboration with the Minnesota Association of Colleges of Nursng (MACN), and
the Minnesota State Colleges and Universities (MnSCU), efforts are underway to bring
faculty from bacca aureste/higher degree and associate degree programs to discuss issues
of common concern, and identify drategies for improving faculty skillsin identified
aress.



