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ABSTRACT 

Studies of job satisfaction and stress among nursing faculty and administrators 

were found in the literature.  There were no studies that addressed the relationship 

between job satisfaction based on the perceptions of stress of nursing educator 

administrators and pass rates on the National Council Licensure Examination (NCLEX-

RN).  In addition, the literature is deficient on the job satisfaction and stress of nursing 

educator administrators in associate degree nursing programs at public community 

colleges.   

 This study examined the influence of stress of NCLEX-RN pass rates on job 

satisfaction of nursing educator administrators of associate degree nursing programs at 

Texas community colleges. A sample of 46 community college nursing educator 

administrators participated.  Each participant completed a demographic questionnaire, the 

Job Descriptive Index/Job in General (JDI/JIG) instrument to assess job satisfaction, and 

the Perceived Stress Scale (PSS) to assess current perceived stress levels.   

 The study design was causal-comparative (ex post facto) and utilized descriptive 

and inferential statistics to analyze the data collected to address the research questions.   

Statistical significance was evaluated at the p = .05 level.  

 The results of the study supported that nursing educator administrators are 

predominantly female in both practice and academia in the state of Texas. It did not 

reveal any statistically significant differences in stress levels and pass rates based on 

years in nursing education, educational level, and ethnicity.  Statistical significance was 

found between job satisfaction and perceived stress, and that perceived stress predicted 
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job satisfaction.  Perceived stress was not correlated to pass rates on the NCLEX-RN, 

other than those programs with a NCLEX-RN pass rate between 90 – 100%.  

There is a shortage of qualified nurse educators in the U.S.  Higher education 

institutions must retain their nursing educator administrators and faculty in order to help 

prepare new nurses.  Understanding the impact of perceived stress on job satisfaction of 

nursing educator administrators is important to college administrators and nursing 

education programs.  The ability to understand the stress levels involved in programs that 

have mandated state licensing demands will help colleges implement processes and 

procedures to help relieve the stress of these external demands on their nursing faculty 

and administrators.  This will lead to working environments that are less stressful and 

promote higher job satisfaction. 
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CHAPTER I 

INTRODUCTION 

Nursing is one of the most stressful professions. Hans Selye described the concept 

of stress as “tension producing stimuli with the potential of causing disequilibrium, 

situational or maturational crises, or the experiences of stress within an individual‟s life” 

(as cited in Neuman, 1982, p. 45).  Nurse leaders live in a world of intense chaos, having 

to deal with more tasks than they can reasonably accomplish in any given day.  There are 

more meetings to attend and more relationships to cultivate than ever before (O‟Conner, 

2002).  

Nursing school administrators in community colleges are also nursing educators 

and have the responsibilities of educating future nurses, as well as directing and 

overseeing nursing and other allied health programs at their institutions.  The 

responsibilities of the job include stressors such as pressure to retain failing students, 

working with academically underprepared students admitted to programs through 

lowered admission standards (Leatt & Schneck, 1980), and being sued by failed students 

(Plawecki & Plawecki, 1976).  Other stressors can include philosophical differences 

between what faculty espouse and what they do (Carter, 1978), evaluating student clinical 

performances (Mauksch, 1980; Smith, 1979), and being an effective committee member 

(Accola, 1997).  In addition to the educating of future nurses and the successful 

administration of nursing programs, these individuals are also responsible for the 

successful completion of the mandated National Council Licensure Examination-RN 

(NCLEX-RN) by their graduates. 

 In a qualitative study of six-novice nursing faculty in a university setting, Siler 

and Kleiner (2001) reported overwhelming workloads and unfamiliarity with the culture 
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being the major stressors that affected them.  Anderson (2002) supported Siler and 

Kleiner, stating that universities may be increasing their expectations for promotion and 

tenure, indicating that new faculty may be expected to do more than their senior 

colleagues to obtain promotion and tenure, which can be a significant cause of anxiety. 

Though these studies addressed university settings, these same issues are prevalent in 

associate degree nursing programs at two-year public institutions.   

 Burke and Scalzi (1988) mentioned another factor that causes stress to nursing 

educators called “boundary positions."  Boundary positions are those for which some of 

the direction comes from another unit in an organization or from another organization 

entirely.  Examples would be managers or others who serve in a liaison position linking 

two departments.  Such liaison or “linking pin” functions are generally carried out in 

hospitals by the executives who are administratively responsible for those areas, 

departmental managers, assistant or associate administrators or vice presidents, and nurse 

executives.  Boundary positions are essential for hospitals due to the need for 

coordination between diverse departments.  Nursing school administrators in community 

colleges can also find themselves in “boundary positions” since they receive direction 

from campus administration, Boards of Nursing, as well as other accrediting bodies and 

clinical facilities. 

 A change in student demographics has created another stressor for nursing school 

administrators.  They are challenged with recruiting and hiring faculty that can relate to 

students from many different cultures and backgrounds that may have varying learning 

styles and needs.  In an attempt to meet the needs of a diverse student population, many 

colleges and universities have made efforts to recruit a diverse faculty.  Those faculty 
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who are immigrants or of an ethnic minority may face additional and unique stressors 

such as higher levels of stress related to publishing demands, performance review, the 

promotion and tenure process, and most significantly, subtle discrimination when 

compared to Caucasian faculty.  This is mainly due to having others see them as 

“affirmative action” hires (Higher Education Research Institute, 1997).  

 Besides the daily stressors of the job, there are also external factors that contribute 

to additional levels of stress for those responsible for educating future nurses.  Nearly a 

century ago, state governments, in order to protect the public‟s health, began overseeing 

and ensuring the safe practice of nursing by establishing Boards of Nursing (“National 

Council,” n.d.-b).  The mission of the Boards of Nursing (BON) is to protect and promote 

the welfare of the citizens of a state, ensuring that each individual holding a license as a 

nurse is competent to practice safely (“National Council,” n.d.-b).  Once a license is 

issued, the Boards‟ job continues by monitoring licensees‟ compliance to state laws and 

taking action against the license of those nurses who have exhibited unsafe nursing 

practices.  

 In 1978, the National Council of State Boards of Nursing (NCSBN) was created 

as an organization through which state Boards of Nursing could act and counsel together 

on matters of common interest and concern affecting the public health, safety and 

welfare, as well as the development of licensing examinations in nursing.  Prior to this 

time, representatives of state Boards of Nursing met as a council within the American 

Nurses Association. 

In 1988, the National Council of State Boards of Nursing (NCSBN) introduced 

the National Council Licensure Examination (NCLEX) for Licensed Practical Nurses 



Texas Tech University, Jackolyn Morgan, December 2010 

4 
 

(NCLEX-PN) and Registered Nurses (NCLEX-RN).  The licensing authorities within 

each jurisdiction regulate entry into the practice of nursing in the United States and its 

territories.  To ensure public protection, each jurisdiction requires a candidate for 

licensure to pass an examination that measures the competencies needed to perform 

safely and effectively as a newly licensed, entry-level registered nurse.  The NCSBN's 

NCLEX-PN and NCLEX-RN are the two licensure examinations, used by state and 

territorial Boards of Nursing to assist in making licensure decisions (“National Council,” 

n.d.-a).    

Passing the NCLEX-RN is a standard benchmark of success for nursing graduates 

of registered nurse programs.  This psychometrically solid national examination measures 

the minimum standard for nursing licensure and entry level competence to practice.  The 

exam has undergone revisions since 1988, including its scoring changed to pass/fail and 

moved from a paper and pencil format with delineated scores in different areas of 

practice, to a computerized testing format with a pass/fail outcome measure (Yin & 

Burger, 2003).  

 Two-year colleges have a difficult time recruiting qualified nurses from the 

industry.  The nursing faculty shortage can be a source of stress and of decreased job 

satisfaction.  Faculty positions remaining unfilled for any length of time have the 

potential to be stressful for nursing school administrators and faculty alike.  Increased 

faculty workload issues become a problem, which can affect the teaching-learning 

process for the nursing students.  This scenario could lead to stress and job dissatisfaction 

of the nursing school administrator.  Whenever a problem arises, the nursing school 

administrator is the one that is held responsible and accountable to higher administration. 
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A study conducted by the National League for Nursing/Carnegie Foundation on 

the nurse faculty shortage for the academic year 2005-2006 from certificate programs to 

degree-granting programs throughout the country, found  that 40% of the respondents 

related holding more than one position as an administrator, faculty member, or instructor 

were contributing factors to stress (“National League,” 2010).  In addition to nursing 

school administrators and faculty needing to hold masters degrees to teach at the college 

level, they also tend to take extreme pay cuts when moving to the academic environment 

(“National League,” 2010).  The stress of the position of the nursing school administrator 

could lead to dissatisfaction on the job, which could result in them leaving their roles.  

The ability to determine how stress levels within these positions affect job satisfaction is 

necessary for community colleges to ensure they have qualified nursing faculty and 

administrators to oversee their programs.  

Purpose of Study 

 Nursing school administrators have a tremendous amount of responsibility in their 

roles, including ensuring they hire and retain qualified nursing faculty, having a quality 

program that successfully prepares students for the nursing profession, as well as 

ensuring that their programs meet the required pass rates of the National Council 

Licensure Examination.   

Job satisfaction, as defined by Locke, is “…a pleasurable or positive emotional 

state resulting from the appraisal of one‟s job or job experiences” (Locke, 1976, p. 1300). 

The purpose of this study was to determine whether  there were statistically significant 

differences between job satisfaction, perceived stress, and graduate passing rates on the 

National Council Licensure Examination for Registered Nurses (NCLEX-RN) for 
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nursing school administrators at associate degree nursing programs at Texas community 

colleges.  

Participant demographics were collected through a researcher-developed 

questionnaire.  Job satisfaction was measured by the Job Descriptive Index (JDI)/Job in 

General (JIG) tool, and the Perceived Stress Scale (PSS) was used to measure the degree 

to which situations in one‟s life are appraised as stressful (Cohen, Karmarck & 

Mermelstein, 1983).   

 

Statement of the Problem 

Studies of job satisfaction and stress among nursing faculty and administrators 

were found in the literature.  There were no studies that addressed the relationship 

between job satisfaction based on the perceptions of stress of nursing school 

administrators and pass rates on the National Council Licensure Examination - 

Registered Nurse (NCLEX-RN).  In addition, the literature is deficient on the job 

satisfaction and stress of nursing school administrators in associate degree nursing 

programs at public community colleges.  With the current shortages of qualified nurse 

educators in the U.S. (“National League,” 2010), the need for higher education 

institutions to retain their nursing school administrators and faculty is imperative to the 

wellbeing of society.  
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Research Questions 

To develop an understanding of whether perceived stress affects the job 

satisfaction of nursing school administrators of associate degree nursing programs at 

Texas community colleges, four research questions guided the study: 

1. What is the relationship between job satisfaction, stress, and graduate passing 

rates on the National Council Licensure Examination-Registered Nurse among 

nursing school administrators? 

2. Are there statistically significant differences in stress levels of nursing school 

administrators of programs with high pass rates (90 percent to 100 percent) for 

first time-takers of the National Council Licensure Examination-Registered Nurse 

than for nursing school administrators in programs with pass rates lower than the 

mandated minimum of 80 percent? 

3. Are there statistically significant differences in stress levels of nursing school 

administrators of programs with pass rates between 80 to 89 percent for first-time 

takers of the National Council Licensure Examination-Registered Nurse than for 

nursing school administrators of programs with pass rates lower than the 

mandated minimum of 80 percent? 

4. Are there statistically significant differences in stress levels of nursing school 

administrators in programs related to, gender, ethnicity, years of service, 

educational level, and type of program with pass rates below the minimum of 80 

percent for first-time takers of the National Council Licensure Examination-

Registered Nurse? 
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Theoretical Framework 

 Nurse educators incur the stress of functioning in stressful environments in both 

clinical and academic settings (Langemo, 1990).  The framework of this study was based 

on two theories related to stress and job satisfaction, Herzberg's Two-Factor theory and 

Selye's General Adaptation Syndrome (GAS) theory.  Herzberg's two-factor theory 

originated from a study by Herzberg, Mausner and Snyderman (1959).  It suggested that 

individuals have two sets of needs: their need as animals to avoid pain and their need as 

humans to grow psychologically (House & Wigdor, 1967).  According to the two-factor 

theory of job satisfaction, the primary determinants of job satisfaction are intrinsic 

aspects of the job, called motivators (e.g., achievement, recognition, the work itself, 

responsibility, and advancement), whereas the primary determinants of job dissatisfaction 

are extrinsic factors, called hygienes (e.g., company policies and administration, 

supervision, salary, interpersonal relations with co-workers, and working conditions) 

(King, 1970).    

Selye's General Adaptation Syndrome (GAS) theory (1976) defined stress as the 

response of human beings to the demands placed upon them, whether pleasant or 

unpleasant; each individual‟s response to it is unique.  According to Selye's theory, stress 

is a specific state comprised of a variety of induced changes in the human biological 

system and the social-psychological state (Leatt & Schneck, 1980).  The theory consists 

of three successive stages: an alarm reaction, a stage of resistance and a stage of 

exhaustion.  In the alarm reaction stage, a sense of emergency is signaled throughout the 

body and one‟s defenses are mobilized.  During the stage of resistance, the physiological 

reactions to the stress will increase.  If these reactions become too intense, the body‟s 
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adaptive abilities are depleted.  The stage of exhaustion commences when the body is 

without the necessary resources to deal with the stressor.  Although the stressors may 

differ in origins, they produce a similar pattern of physiological reactions (Selye, 1956).  

Definitions of Terms 

 The following definitions were used for this study: 

Associate Degree Nurse (ADN): A professional nurse that attended a two-year 

associate degree program in order to meet the eligibility requirements for the national 

licensure examination. 

Bachelor of Science in Nursing (BSN): A professional nurse who attended a 

baccalaureate degree program in order to meet the eligibility requirements for the 

national licensure examination. 

Board of Nursing (BON): Agency responsible for approval of nursing programs 

and monitoring of license eligibility within each state. 

Diploma School: A hospital-based nursing program that provides education to 

meet eligibility requirements for the national licensure examination for professional 

nursing graduates. 

Job Satisfaction: A pleasurable or positive emotional state resulting from the 

appraisal of one‟s job or job experiences (Locke, 1976). 

National Council Licensure Examination-RN: An examination mandated by 

the Board of Nursing that measures the competencies needed to perform safely and 

effectively as a newly licensed, entry-level registered nurse. 

Nursing School Administrator: Individual responsible for the day-to-day 

operations of nursing program(s) within an academic setting. 
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Registered Nurse (RN): A graduate of a professional nursing program who has 

passed a national examination and is licensed to practice professional nursing. 

Stress: Stress is the response of human beings to the demands placed upon them, 

whether pleasant or unpleasant; each individual‟s response to it is unique (Selye, 1956).  

Assumptions 

The assumptions for this study include the following: 

1. The Job Descriptive Index (JDI)/Job in General (JIG) assessment and the 

Perceived Stress Scale (PSS) are reliable and valid instruments for measuring job 

satisfaction and perceived stress levels of nursing school administrators. 

2. The participants completing the JDI/JIG and PSS assessments answered 

truthfully. 

3. Participants in the study were nursing school administrators at community 

colleges within the state of Texas. 

Delimitations and Limitations 

The delimitations and limitations described how this study was narrowed in scope 

and the identification of potential weaknesses:    

Delimitations 

 All of the data was collected from  public community colleges within the state of 

Texas 

 The researcher is a nursing school administrator of an associate‟s degree nursing 

program at a Texas community college. The researcher's institution did not 

participate in the study. 

 The data was collected at one point in time, which if collected at another point in 

time could bring different results. 
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 There could be additional personal characteristics or circumstances that this study 

did not examine that could affect its findings.  

Limitations 

 Non-respondents to the questionnaires may have biased the sample. 

 The participants may not have been honest in their responses. 

 The assessment of perceived stress was determined at one point in time and was 

not assessed immediately before or after receiving program results for the 

National Council Licensure Examination-Registered Nurse.  

 The use of three survey instruments for data collection could have affected the 

process of participation, thus decreasing the response rate from the nursing school 

administrators. 

 There was the potential that someone other than the nursing school administrator 

completed the survey instruments. 

 Mail surveys were dependent on the willingness of the nursing school 

administrator to participate. 

Significance of the Study 

 Nurse educators and administrators have a great deal of responsibility, yet this 

high level of responsibility is often combined with low decision-making power (Bauder, 

1982).  This can cause undue perceived stress that may decrease job satisfaction and 

increase the risk of burnout exhibited by emotional exhaustion and depersonalization. 

Burnout has been identified as an issue for nurse educators (Fong, 1992), having too 

many tasks to be performed in too little time (Sarmiento, Laschinger, & Iwasiw, 2004). 

Nurse educators, along with nursing school administrators, teach, counsel students, and 
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work on committees, as well as are engaged in clinical practice with students (Brown, 

1991).  The ultimate measure of their performance is the pass rates of their students on 

the National Council Licensure Examination - Registered Nurse (NCLEX-RN). 

A serious concern for all pre-licensure nursing programs is maintaining a 

minimum pass rate of 80% annually for first-time examination takers of the NCLEX-RN.  

If a program has an annual pass rate, two consecutive years in a row that is less than 80%, 

the program will be placed on warning by the state‟s Board of Nursing.  After one year of 

being placed on warning, programs that do not meet the minimum standard pass rate will 

be placed on conditional approval status.  Rule 215.4 (c) (2) (A-B-C) of the Rules and 

Regulations relating to the approval process that guide nursing education is: 

Eighty percent (80%) of first-time candidates who complete the program of study           

are required to achieve a passing score on the NCLEX-RN examination. (B) 

When the passing score of first-time candidates who complete the professional 

nursing program during the examination year is less than 80%, the nursing 

program shall submit a self-study report that evaluates factors, which contributed 

to the graduates‟ performance on the NCLEX-RN examination and a description 

of the corrective measures to be implemented.  (C) A warning shall be issued to 

the program when the pass rate of first-time candidates, as described in subsection 

(c) (2) (A) is less than 80% for two consecutive examination years. (Texas 

Administrative Code, n. d., para. 3) 

 Nursing programs are expected to increase their annual NCLEX-RN pass rates to 

80% or higher to avoid being placed on conditional approval.  Conditional approval can 
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result in limited abilities to admit new students until the state‟s Board of Nursing deems 

appropriate.  

 Community colleges' associate degree in nursing programs provide a valuable 

resource to the geographical area that they serve. One of the crucial components to 

providing competent registered nurses is that graduates must pass the NCLEX-RN to be 

considered a reasonably safe entry-level practitioner. Overall, nursing programs are 

mandated to maintain a minimum of an 80% pass rate on the exam. The stress involved 

with a mandated pass rate can lead to a stressful environment for those involved, which 

can affect job satisfaction. 

Summary 

Nursing school administrators of associate degree nursing programs in Texas 

community colleges face the possibility that some students graduating from their 

particular programs will not successfully pass the NCLEX-RN.  With success on the 

NCLEX-RN being one of the major requirements for continued approval from the Texas 

Board of Nursing, nursing programs must maintain a minimum annual pass rate of 80%.  

Failure of the NCLEX-RN by graduates has the potential of increasing perceived stress 

levels and decreasing job satisfaction for nursing school administrators.  The purpose of 

this study was to determine if the stress of NCLEX-RN results affected job satisfaction of 

nursing school administrators of associate degree nursing programs at Texas community 

colleges. Chapter II provides a review of the literature concerning stress and job 

satisfaction in the field of nursing education.  
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CHAPTER II 

LITERATURE REVIEW 

The research literature on stress and levels of job satisfaction for nursing 

administrators in academia and practice settings focus on the stressors of the job and the 

challenges of having multiple oversight agencies.  Nursing is one of the most stressful 

professions.  Hans Selye described the concept of stress as “tension producing stimuli 

with the potential of causing disequilibrium, situational or maturational crises, or the 

experiences of stress within an individual‟s life” (as cited in Neuman, 1982, p. 45).  

Nurse leaders live in a world of intense chaos, having to deal with more tasks than they 

can reasonably accomplish in any given day.  There are more meetings to attend and 

more relationships to cultivate than ever before (O‟Conner, 2002).  In addition to the 

stressors of the daily operations of the job, nursing school administrators are responsible 

for the successful passing of the National Council Licensure Examination – Registered 

Nurse (NCLEX-RN) by their program graduates. 

The review of the literature revealed no studies of National Council Licensure 

Examination-Registered Nurse (NCLEX-RN) results as they related to job satisfaction or 

stress of nursing school administrators.  However, studies were available that described 

stress and job satisfaction of nurse educators and nurse administrators in higher education 

related to other variables.  Further, there are a number of studies of job satisfaction and 

stress among nurses that are not in academia, although there are none that addressed the 

impact of NCLEX results. 
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Herzberg Two-Factor Theory 

 Herzberg, Mausner, and Snyderman (1959) developed Herzberg‟s Two-Factor 

theory. This theory is commonly used in research involving nurses.  The Herzberg theory 

centers on individuals in the workplace having two sets of needs related to job 

satisfaction and job dissatisfaction.  One set of factors called motivators, which had the 

tendency to motivate (influence) degree of work.  Motivators included recognition, 

responsibility, achievement, and the work itself (Herzberg, Mausner, & Snyderman, 

1959).  Another factor, called hygienes, was to enhance working conditions by making 

the work environment better. These hygienes tended to reduce job dissatisfaction, but did 

not promote job satisfaction. Hygienes were: peers, salary, working conditions, and co-

workers (Herzberg, Mausner, & Snyderman, 1959). 

Herzberg‟s Two-Factor theory has been utilized in different environments and 

populations. A study was conducted by Lane, Esser, Holte, and McCusker, (2010) of 

nursing faculty job satisfaction in community colleges in Florida.  This study revealed 

that the motivation-hygiene theory was found to be directly related to job satisfaction.  

Based on the results of this study, support for the attainment of higher education, positive 

working conditions, and reasonable salaries for nursing faculty in community colleges in 

Florida promoted job satisfaction and intent to stay. 

A study conducted by Bonaquist (1991) utilized Herzberg‟s theory regarding job 

satisfaction with emerging new leadership in nursing in an acute care setting of a 

hospital‟s dialysis unit.  The nurses on the unit were divided into two groups.  Group one 

held Bachelor of Science in Nursing (BSN) degrees or was continuing their education, 

and group two was prepared at the associate degree or diploma levels.  Group one was 
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satisfied with reinforcers of social services, security, independence, creativity, and 

authority. Group two was satisfied with the reinforcers of security, co-workers, 

independence, social services, authority, and creativity.  Both groups' mean scores 

indicated dissatisfaction with recognition, achievement, company policies, responsibility, 

and working conditions. Fifty-two percent of the total respondents in group one was 

satisfied or very satisfied with their jobs.  Thirty-five percent of the total respondents in 

group two were satisfied or very satisfied with their jobs.  Working conditions, lack of 

equipment and supplies were hygiene factors revealed by the groups as causes of job 

dissatisfaction (Bonaquist, 1991). 

Selye's General Adaptation Syndrome (GAS) Theory 

The modern scientific definition of stress is captured by the work of Hans Selye.  

Selye (1956) defined stress as a consequence of the interaction between the stimulus and 

the response. Selye described three stages an individual encounters in stressful situations: 

1) Alarm reaction: in which an initial phase of lowered resistance is followed by 

counter-shock, during which the individual‟s defense mechanisms become active. 

2) Resistance: the stage of maximum adaptation and, hopefully, successful return to 

equilibrium for the individual. If however, the stress agent continues or the 

defense mechanism does not work, the individual will move on to a third stage. 

3) Exhaustion: when adaptive mechanisms collapse. 

In support of this theory, Boswell (1992) utilized the Selye's and Herzberg‟s 

theories to support the notion of work stress and job satisfaction of the community health 

nurse.  Fifty-one nurses participated in the study. Thirty-nine percent of the participants' 

educational preparation was through a diploma in nursing while 32% held Bachelor of 
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Science degrees in nursing.  Twenty-four percent held associate degrees in nursing.  The 

results revealed that there was indication that job stress and work satisfaction were 

moderately correlated.  These results could mean an increased amount of work 

satisfaction from a decrease in job stress.  Boswell found:  

The nurse's perception of the stress experienced in the job setting and the 

adaptation level at which he or she is functioning affects the nurse's ability to 

manage and perform effective nursing care. The better the nurse comprehends the 

adaptation process, the more likely it is that the nurse will succeed in managing 

the stress encountered in the work setting. (1992, pp. 221-222) 

Job Descriptive Index and Job in General Instrument 

The Job Descriptive Index (JDI) and the Job in General scale (JIG) instrument is 

used in many job classifications and organizations to assess the degree of job satisfaction.  

Nursing is among those classifications. 

The JDI measures five facets of job satisfaction: work itself, promotion, 

supervision, and co-workers.  It contains 72 items and each is described in five or less 

words.  The JIG identifies an individual‟s general feelings toward his or her job.  It 

encompasses all aspects of job satisfaction.  It has 18 items, each described in five words 

or less.  Scores on the JDI (work, supervision, co-workers) and JIG scales are computed 

by summing the points obtained from responses to items in each scale.  JDI (pay and 

promotion) facets are computed by summing the total points and then doubling each 

score because there are only half as many items as the other scales.  The possible range of 

scores for the JDI/JIG is 0-54 (Balzer et. al., 1990).  
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 Lamborn (1991) conducted a study examining motivation and job satisfaction of 

deans of schools of nursing.  The JDI was used as one of the instruments of measurement.  

Findings revealed that deans of schools of nursing are satisfied with their positions.  The 

overall reliability of the JDI was .82.  The construct validity was reported at 70% 

significance at the .001 level.   

 A study by Snarr and Krochalk (1996) utilized the JDI as one of the instruments 

in examining the relationship between job satisfaction of nursing faculty and 

organizational characteristics.  Findings revealed that 86 to 93% of nursing faculty were 

satisfied in regard to work on present job, supervision, co-workers, and job in general.  

Sixty to 70% were neutral to satisfied concerning pay and opportunities for promotion. 

Perceived Stress Scale 

 The Perceived Stress Scale (PSS) is a measure of the degree to which one‟s life is 

appraised as stressful (Cohen & Williamson, 1988).  These items are designed to tap into 

how unpredictable, uncontrollable, and overloaded respondents find their lives. The PSS 

is a 14-item instrument.  The questions asked about feelings and thoughts during the past 

month. The scores were obtained by reversing responses (e.g., 0 = 4, 1 = 3, 2 = 2) to the 

seven positively stated items (items 4, 5, 6, 7, 9, 10 and 13) and then summing across all 

scale items.  Reliability and validity were established at r = 0.85 (Cohen & Williamson, 

1988).  

 In a study by Judkins (2004), the PSS 14-item instrument was used to evaluate 

stress among one hundred fifty three nurse managers. The results of this study indicated 

that low and high hardiness of nurse managers differed significantly in perceived stress. 

Low hardy nurse managers perceived greater stress than high hardy nurse managers.  The 
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average Cronbach alpha coefficient reliability was .84. Reliability was found to be 

consistent between male and female nurse respondents and age.  Reilly-Resop and 

Fitzpatrick (2009) examined perceived stress and belonging in eighty nine doctor of 

nursing practice students utilizing the PSS 14-item instrument.  A statistically significant 

inverse relationship between perceived stress and sense of belonging was found. The 

Cronbach alpha coefficient was .89.  

Job Satisfaction Nursing School Administrators  

Nursing school administrators generally hold the title of dean or director.  The 

National League for Nursing Accrediting Commission (NLNAC), who accredits 

associate degree nursing programs, has a criterion that a nurse who holds a graduate 

degree with a major in nursing administers the nursing program (“National League,” 

2008).  The Texas Board of Nursing requires a master‟s degree or a doctorate degree in 

nursing for the program administrator (“Board of Nursing,” n.d.-a).   As re-organization 

of governance in community colleges takes place, it will allow for the enhancement of 

power at the nursing school administrator level.  As reported by Lamborn (1991), as 

schools of nursing moved into the university setting, deans were expected to be as 

effective in administrating their programs as deans of other disciplines. 

Frank (1986) explored the relationship between formal organizational structures 

and deans‟ job satisfaction in baccalaureate or higher nursing programs.  Data were 

collected using a two-part questionnaire.  The reliability of the instrument was found to 

be .83.  The first portion contained the Porter Needs Satisfaction Questionnaire as 

adapted for academic administrators by Nichols (1978).  This instrument, as reported by 

Frank, had been used extensively in industrial settings and was also tested in higher 

education.  The questionnaire measured security, social esteem, autonomy, and self-
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actualization needs satisfaction, as well as overall job satisfaction. The findings of the 

first part of the study found that decentralization and some degree of complexity and 

formalization were related to job satisfaction of deans/directors of nursing programs. The 

second part of the study utilized an investigator-designed instrument, which measured 

formal organizational structures based on work done by Blau (1973). As revealed by 

Frank, the relationship between formalization and job satisfaction yielded mixed results. 

The presence of the dean‟s job satisfaction was negatively related to social needs 

satisfaction, but job descriptions for support personnel were positively related to security 

needs satisfaction. 

Blau (1973) discovered that as the size of an institution increased, differentiation 

in the form of departmentalization increased.  The higher the number of doctorally-

prepared faculty (which was positively correlated with size), the more decentralized was 

the decision-making. This decentralization enhanced the power at the dean level in the 

organization.   

Size of the institution was associated with more complexity, but less bureaucracy.  

One of the criticisms of bureaucracies has been that they are too formalized.  

Decentralization, some degree of formalization and complexity were related to overall 

job satisfaction (Blau, 1973).  Size was positively related to autonomy and self-

actualization satisfaction, but stratification was related negatively to security needs 

satisfaction.  These findings seem to point out that some amount of formalization, 

particularly with regard to non-professional personnel might be beneficial at least for the 

dean‟s job satisfaction.  Delegating appropriate tasks to clerical staff to relieve the dean 

of some of the day-to-day duties can positively affect job satisfaction. 
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Moore and Porter (1987) found that deans of schools of nursing in small, liberal 

arts colleges faced challenges such as assuming faculty roles, filling faculty vacancies, 

and low faculty salaries as they shouldered the multiple roles of chief executive officers, 

middle managers, and professional leaders. The deans' effectiveness and the ultimate 

quality of their students‟ professional development depended upon their sensitivity to the 

situation and their ability to productively and creatively manage, within these multiple 

roles. Their effectiveness also depended upon their sensitivity to the functions and issues 

related to departmental governance, faculty, students, external affairs, budget, resources, 

support staff, and professional development (Moore & Porter, 1987).   

Lamborn (1991) used the motivational theory of expectancy to analyze the factors 

that influenced the job satisfaction of deans of schools of nursing. Vroom (1964) 

introduced expectancy theory as a major theory in organizational psychology.  The theory 

proposes an interdependent relationship between expectancy attitudes and motivation, as 

well as between effort and performance. A three-part questionnaire was sent to 595 

deans/directors of baccalaureate and higher degree schools of nursing accredited by the 

National League for Nursing and data were analyzed on 335 (56.3%) usable responses. 

The three-part questionnaire consisted of 1) demographic data, 2) motivation and reward 

scale (to measure motivation), and 3) the Job Descriptive Index (JDI) (measures 

components of job satisfaction). 

The study found that there were significant relationships within each job 

satisfaction variable (pay, co-workers, supervision, promotion, and work on present job).  

Pay or salary had the most significant relationships (10, or half of all the significant 

correlations reported), with seven of these correlations at the 0.001 level.  There were 
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significant relationships between motivation and the amount of time one had been a dean, 

the size of the individual school, the parent institution, and that the college or university 

was publicly supported. 

Similar findings were revealed by Gaspar (1990) in a study that described the 

factors that influenced job satisfaction among first-line nurse administrators and to 

determine the effect of those factors on anticipated turnover.  One hundred and sixty 

subjects responded with 150 usable questionnaires.  A random sample of 150 first-line 

nurse administrators, who represented 103 National League for Nursing (NLN) 

accredited institutions with baccalaureate and graduate programs, participated in the 

study.  Themes that emerged that were shown to enhance job satisfaction included 

influence on organizational climate for development and change, control (organizational 

and personal needs), facilitation of faculty growth, and lack of faculty conflict.  As 

measured by the Minnesota Satisfaction Questionnaire (MSQ), 51 (34%) subjects 

reported high satisfaction, while 95 (63%) had average satisfaction.  Themes that 

promoted the least job satisfaction were conflict, university constraints, lack of/need for 

control, organizational structure, and paperwork. 

Only the variables of salary, age, and staff relations were associated with overall 

job satisfaction.  The MSQ variables of responsibility, advancement, supervision-

technical, variety, social status, working conditions, and moral values accounted for 63% 

of the variance in overall job satisfaction.  Anticipated turnover, age, method of 

assignment, importance of administrator responsibilities for faculty and governance, and 

years in nursing education predicted levels of job satisfaction 69% of the time.  While 
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72% of the respondents intended to remain in their first-line positions, 28% of the 

respondents were unsure or anticipated a change to a faculty position.  

Nursing Faculty Job Satisfaction 

Evidence in the literature suggested job satisfaction made a difference in keeping 

qualified workers on the job (Gruneberg, 1979; McCloskey, 1974; Simpson, 1985), but 

no research has been conducted focusing specifically on nursing faculty and 

administrators and NCLEX-RN results.  Several studies have examined nurse faculty 

satisfaction in relationship to one or two influencing factors.  These factors included 

professional autonomy, leader role expectations, organizational climate, perceived role 

conflict, role ambiguity, leadership behaviors, and organizational characteristics 

(Grandjean, Aiken, & Bonjean, 1976; Kennerly, 1989; Snarr & Krochalk, 1996).  As 

evidenced in a study by Gormley (2003), organizational characteristics seemed to have 

little predictive power in determining nursing faculty job satisfaction.  Perception and 

expectations of the leader‟s role in curriculum and instruction appear to significantly 

affect nursing faculty job satisfaction.  Role conflict and role ambiguity have a significant 

effect on job satisfaction.  Professional autonomy would appear to be a significant factor 

in influencing nursing faculty job satisfaction (Gormley, 2003). 

In 1976, Grandjean, Aikens, and Bonjean examined the importance and 

satisfaction associated with 21 characteristics of a nurse faculty position.  Responses to a 

written questionnaire were obtained from 171 of 191 faculty members in the schools of 

nursing at four state universities in 1973-1974. Of this number, 154 respondents whose 

faculty ranks were instructor or higher constituted the working sample for the analysis.  

Teaching, supportive colleagues, keeping current, and faculty autonomy were seen as the 

most important aspects of the job by those surveyed.  Salary, fringe benefits, and other 
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extrinsic rewards ranked substantially lower in importance.  Satisfaction with the more 

important conditions was generally low, with lack of participation in decision making a 

particularly noteworthy source of dissatisfaction.  Importance and satisfaction ranking of 

the 21 characteristics remained stable across the four schools and across groups broken 

down by marital status, experience, and other personal attributes.  It was suggested that 

increased professional autonomy would benefit faculty morale, recruitment, retention, 

and overall effectiveness in nursing education.  

Similarly, O‟Kane (1984) reported that faculty participation in decision-making 

 was primarily in the area of making recommendations, not final determinations. As 

stated by O‟Kane, “Faculty who are free to make more decisions are more job satisfied, 

professionally committed and less job tense” (O‟ Kane, 1984, p. 330).  In a similar study 

conducted by Plawecki and Plawecki (1976) to determine factors that influenced 

attraction and retention of nurse educators, 92 faculty members in Iowa institutions of 

higher learning reported that the work itself was most important in attracting them to and 

keeping them at their institutions.  Recognition was least important in attracting them, 

and salary was least important in retention. 

Increased autonomy has the potential to empower faculty and nursing school 

administrators with the ability to make final determinations of some aspects of their 

responsibilities. The lack of decision-making power has an impact on job satisfaction of 

nursing faculty and nursing school administrators (O‟Kane, 1984). 

Brookman (1989) completed a descriptive study to ascertain the level of job 

satisfaction among nurse educators in four–year institutions.  The JDI was used, along 

with an investigator-constructed demographic tool.  Three hundred and fifty-eight nurse 
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educators employed full-time in 33 accredited Bachelor of Science in nursing programs 

located within the Southern Regional Education Board completed the surveys.  The JDI 

measured satisfaction with five facets of the job: work, pay, promotional opportunities, 

supervision, and co-workers. Satisfaction with promotional opportunities and supervision 

elicited the highest mean scores and satisfaction with pay the lowest.  Significant 

correlations emerged between years of clinical experience and satisfaction with co-

workers (negative relationship) and between years of educational experience and 

satisfaction with pay (positive relationship).  Subjects employed in the public sector were 

significantly more satisfied with promotional opportunities than those in the private 

sector were. Male nurse educators were more satisfied with their work than their female 

counterpart.  Tenure status and size of faculty were not significant factors for job 

satisfaction. 

Beach (1997) researched six facets of job satisfaction of nursing faculty and 

selected faculty demographic variables.  One hundred percent of the population of 362 

full-time nursing faculty teaching in Mississippi‟s 28 associate, baccalaureate, and master 

degree nursing programs were surveyed.  The return rate was 82.9%. Descriptive 

statistics were used to describe survey participants and to determine job satisfaction for 

the six facets included in the JDI/JIG scale.  Results of the study indicated that survey 

participants indicated satisfaction (in ascending order) with work on present job, 

supervision, relationship with co-workers, and the job in general.  Dissatisfaction was 

shown with only one facet, opportunities for promotion, by faculty teaching in associate 

degree nursing programs. Nursing faculty were neutral in their feelings toward pay, 

reporting neither satisfaction nor dissatisfaction.  When correlating the six facets of job 
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satisfaction with the faculty demographic variables such as, race, marital status, years of 

experience teaching at present institution, years of clinical experience, faculty salary, and 

academic rank, the only strong correlation was between academic program in which 

faculty taught and opportunities for promotion.  Statistically significant relationships 

were found between job satisfaction and the faculty demographic variables of academic 

program in which faculty taught such as, race, marital status, years of experience teaching 

at present institution, years of clinical experience, faculty salary, and academic rank.   

Job Satisfaction and the Retention of Nursing Educators 

Retention of highly qualified nursing faculty affects the reputation of the school 

of nursing, the faculty commitment to the organization, and the learning environment for 

students (Moody, 1996).  As Moody (1996) reported, faculty dissatisfaction and fewer 

qualified recruits choosing a career in academia threaten the integrity of the higher 

education system.  Moody examined the relationship between job satisfaction and 

selected demographic variables, organizational characteristics, and role orientation 

among nursing faculty.  Approximately 80% of the schools of nursing in the target 

population of universities who offered a doctorate in nursing participated in the study.  

The response rate was 60%. Significant correlations (p < .05) emerged between each of 

the demographic variables and at least one of the criterion measures of job satisfaction. 

In addition to descriptive statistics and correlation analysis, a stepwise linear 

regression-correlation analysis showed that salary, degree level of nursing students 

taught, and length of annual contract were significant indicators of nurse faculty job 

satisfaction.  Although nursing faculty tended to be satisfied with their jobs, correlation 
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and multiple regression analyses indicated weak to negligible relationships between job 

satisfaction and the organizational characteristics examined (Snarr & Krochalk, 1996).   

Snarr and Krochalk (1996) examined the relationship between job satisfaction of 

nursing faculty and the organizational characteristics of the institutions and nursing 

programs in which they taught.  The faculty completed the JDI and the nursing deans 

completed the Organizational Characteristics Questionnaire.  Eighty-six to ninety-three 

percent of faculty were satisfied on the facets of work on present job, supervision, co-

workers, and job in general. Sixty to seventy percent of faculty revealed being neutral to 

satisfied concerning the facets of pay and opportunities for promotion. The correlation 

between each facet of job satisfaction (for faculty) and the organizational and nursing 

program characteristics (deans) revealed low to negligible associations.  As revealed by 

Christian (1986), working in an environment that is supportive of faculty and that 

promotes a friendly atmosphere will lead to successful outcomes for recruitment and 

retention.   

However, Barrett, Goldenberg and Faux (1992) conducted a study that utilized a 

descriptive survey design to describe the career patterns and job satisfaction of Canadian 

university and college nurse educators. The sample comprised 60 nurse educators, 30 

from three universities and 30 from three colleges. Forty-four returned the completed 

questionnaire, resulting in a response rate of 73%. The variables about the career patterns 

and goals of the nurse educators included their past and present job satisfaction. The 

results found significant differences in job satisfaction between university and college 

faculty on nine of the 36 job characteristics (for example, leadership style, independence, 

autonomy and salary). There were no significant differences in job satisfaction for each 
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of the career patterns and the selected demographic variables of age, years in nursing 

education, educational level and salary between the university and college faculty. 

Although this study focused on community college nursing school administrators, the 

study results by Barrett, Goldenberg and Faux (1992) could also be characteristic of 

community college nursing school administrators.  Barrett also mentioned that the 

addition of more job satisfiers could be a positive strategy or could go the other way to 

somewhat dissatisfied which could be an impetus for faculty to leave. 

 Halcomb, Gregg and Roberts (2007) reported that nursing educators in 

professional nursing programs (associate degree, bachelor degree and higher) felt it was 

unrealistic to be expected to wear so many hats such as clinical practice, and involvement 

in scholarly activities. Other roles included clinical instruction, advising, teaching, and 

participating in professional organizations. 

Maintaining adequate faculty is a problem for educational institutions offering 

nursing programs (Dougherty, 1995). In light of the current nursing shortage, the problem 

is still prevalent. A factor that contributed to the nursing shortage was a lack of qualified 

nursing faculty, not a shortage of qualified applicants to nursing programs (Texas Center 

for Nursing Workforce Studies, 2006).  Dougherty (1995) conducted a descriptive study 

to examine job satisfaction of nursing faculty teaching in associate degree nursing 

programs at community colleges and nursing faculty teaching in associate degree 

programs at senior institutions.  It was thought that if the positive and negative aspects of 

the job were known then efforts to work toward attracting and retaining faculty could 

begin.  Data was collected by means of an anonymous three-part questionnaire. Part I of 
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the questionnaire provided demographic information. Part II contained four open-ended 

questions and Part III was the Revised Job Descriptive Index (JDI).  

The JDI measured job satisfaction in six areas: work on present job, present pay, 

opportunities for promotion, supervision on present job, co-workers, and job in general of 

the 532 full-time and part-time faculty teaching in associate degree programs at 32 

community colleges and 8 senior institutions in Texas, 311 (58%) responded.   On the 

JDI scales at the p = .05 level of significance, the mean scores showed no differences 

between faculty at either type of institution.  Both faculty scored low in the areas of 

salary and promotion. While not significant, there was a tendency for community college 

faculty to be more satisfied with pay than faculty at senior institutions.  Responses to the 

open-ended questions revealed satisfiers to be student contact and clinical supervision, 

while dissatisfiers were paperwork and committee work.  Based on the findings, it was 

concluded that faculty at both types of institutions were satisfied with their jobs, but felt 

that improvements could be made in the areas of pay and promotion (Doughtery, 1995). 

Similarly, a study conducted by Bahrawy (1992) suggested that nursing faculty 

were involved substantially in academic affairs, but less involved in the other areas of 

governance. The faculty indicated satisfaction with their high levels of participation in 

academic affairs, and with their lower levels of participation in student affairs, personnel 

affairs, and public affairs.  The faculty indicated dissatisfaction with their low levels of 

participation in financial affairs. Lindeman (2000) mentioned that market-driven 

economic policy, dramatic technology developments, changing demographics, and the 

knowledge explosion are rapidly changing health care and educational institutions, as 

well as creating a climate of continuous rapid change. Qualified faculty are essential to 
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fulfilling the critical needs of equipping future nurses with the knowledge dictated by the 

ever-changing landscape of healthcare.  Nursing‟s contract with society requires the 

profession to be responsive to these changes.  The public has a right to expect and receive 

prudent care. 

Twenty-First Century Nursing Educators and Nursing School Administrators 

The two factors that will greatly influence the future number of qualified 

registered nurses (RNs) are the aging of the population as a whole, and of the nursing 

faculty.  The mean age for retirement for nurse educators was reported by Berlin and 

Sechrist (2002) as 62.5 years. Kowalaski, Dalley, and Wiegand (2006) revealed that 

nurse educators do not plan to continue in their positions after age 65.  Data from the 

National League for Nursing (NLN) revealed that two-thirds of full-time nurse educators 

in the United States are between the ages of 46 and 65 years and plan to retire within 5 – 

15 years (2006). 

Data from 2003 from the  Board of Nurse Examiners, found  there were 3,084 

RN‟s who held active licenses, were employed full or part-time in nursing, and indicated 

“faculty or educator” as the position they held at the time of license renewal.  Out of the 

3,084 RN faculty or educators, 1,817 worked in schools of nursing.  The median age of 

faculty or educators who worked in schools of nursing was 53 years of age.  This is 

consistent with data from the NLN. This is also consistent with the study done by Rains 

and Tschirch in 2000 where the cohort of nursing faculty continued to age without 

significant increases in recruiting younger nurses into nursing education (Sanchez & 

Raimer, 2005).  
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 A study conducted by Adams revealed that prior to becoming an administrator 

salary did not encourage or discourage administrators from seeking administrator roles, 

but salary was an encouraging factor for faculty (2007).  On the other hand, Ruhland 

(2001) and Wilson (1999) supported the idea that industrial and technical education 

faculty might find that larger salaries offered by business and industry, tempting.  Yordy 

(2006) mentioned that salary was a reason for faculty to retire or take on a new job. 

Rosser (2004) completed a study that extended previous conceptualization and 

understanding of those issues that comprised the dimensions of post-secondary faculty 

work life, satisfaction, and intentions to leave.  In addition, the study examined 

relationships between the dimensions to determine the extent to which demographic 

variables and the quality of work life had an impact on job satisfaction and faculty 

departure.  Using structural equation modeling, the findings indicated that the perceptions 

faculty members have of their work life had a direct and powerful impact on their job 

satisfaction, and subsequently their intentions to leave their institutions.  The perceptions 

were based on provision of adequate funding to support professional development 

activities, adequate and equitable support within a department (i.e., secretarial and office 

support, library services and availability of materials), the number of committees that 

faculty members were  required to serve on, and adequate technical support when 

incorporating technology into teaching. 

A combination of work life perceptions of professional and institutional issues 

and satisfaction initiated faculty‟s behavioral intentions and the desire to leave for 

another position and/or career alternative.  A study to test a theoretical model specifying 

relationships among structural empowerment, burnout and work satisfaction was 
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conducted by Sarmiento, Spence-Laschinger, and Iwasiw (2004). A descriptive 

correlational survey design was used to test the model with a sample of 89 Canadian full-

time college nurse educators employed in community colleges. The instruments used 

were the Conditions of Work Effectiveness Questionnaire, Job Activities Scale, 

Organizational Relationship Scale, Maslach Burnout Inventory Educator Survey, and 

Global Job Satisfaction Questionnaire.  College nurse educators reported moderate levels 

of empowerment in their workplaces, as well as moderate levels of burnout and job 

satisfaction. Empowerment was significantly related to all burnout dimensions, most 

strongly to emotional exhaustion (r = -0.50) and depersonalization (r = -0.41). Emotional 

exhaustion was strongly negatively related to access to resources (r = -0.481, P = 0.0001) 

and support (r = -0.439, P = 0.0001). Multiple regression analysis revealed that 60% of 

the variance in perceptions of job satisfaction was explained by high levels of 

empowerment and low levels of emotional exhaustion [R
2 

= 0.596, F (1, 86) = 25.01, P = 

0.0001]. Both were significant predictors of perceived job satisfaction, empowerment 

was the stronger of the two (β = 0.49).  

Nursing school administrators' challenge to maintain a full staff of educators is a 

stressful event, which has a tendency to affect job satisfaction. The fact that the aging of 

the nursing workforce is moving some nursing educators to retirement have negatively 

affected the number of qualified applicants being accepted into nursing programs. With 

the increased median age (53) of nursing educators and the lack of a sufficient number of 

nurses coming into academia, there will continue to be a decrease in qualified applicants 

being accepted into nursing programs, hence less registered nurses, which impacts the 

supply and demand of nurse educators. 
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National Council Licensure Examination (NCLEX) 

The role of the nursing school administrator can be stressful at times for many 

 reasons, with one stressor being the National Council Licensure Examination-Registered 

Nurse (NCLEX-RN).  Programs are mandated by the Board of Nursing to maintain a 

minimum of an 80% annual pass rate on the NCLEX-RN. 

All graduates completing pre-licensure professional nursing programs must sit for 

the NCLEX-RN and pass with a minimum score of 80% to receive licensure to practice 

as a registered nurse.  It is supported in the literature that nursing programs are held 

accountable for retention rates and NCLEX-RN pass rates (“National League,” 2008).  

As documented by Damgaard, Holman and Karpiuk (2000): 

The history of licensure examination started in the early years of this century. 

Each State Board of Nursing developed its own examination.  The exams usually 

included an essay examination and a clinical performance evaluation.  Each Board 

graded their exams and set their own passing scores. 

 In 1944, the idea of a national pool of tests emerged.  A framework was 

developed and the State Board Test Pool Examination was created.  This 

examination tested thirteen sections including basic sciences.  Each state set its 

own passing standard for the test. This exam was revised in 1952 and became a 

five-part exam testing the major nursing areas of medical, surgical, pediatrics, 

obstetrics and psychiatry.  In 1972, this exam was revised to a more 

comprehensive model focusing on nursing processes and decision making in 

nursing.  During this time, the exam was developed, revised and scored by the 

National League for Nursing. In 1978, the National Council of State Boards of 
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Nursing (NCSBN) was created as an organization through which Boards of 

Nursing could act and counsel together on matters of common interest and 

concern affecting the public health, safety and welfare, including the development 

of licensing examinations in nursing.  Prior to this time, representatives of state 

boards of nursing met as a council within the American Nurses Association. 

 The National Council of State Boards of Nursing introduced the National 

Council Licensure Examination (NCLEX) for Licensed Practical Nurses (LPN) 

and Registered Nurses (RN).  This new exam integrated the five major nursing 

areas into one comprehensive examination.  All State Boards of Nursing in the 

country administered this exam on the same dates.  It was a two-day paper and 

pencil examination.  Boards of Nursing had to adhere to strict security measures 

enforced by the NCSBN to use the examination.  Scoring was done by a national 

testing service with results reported to the individual State Boards.  Candidates 

could expect to receive their results six to eight weeks after taking the exam. 

Computerized adaptive testing replaced the paper and pencil examination on April 

1, 1994.  (p. 4-5) 

The licensing authorities within each jurisdiction regulate entry into the practice of 

nursing in the United States and its territories.  To ensure public protection, each 

jurisdiction requires a candidate for licensure to pass an examination that measures the 

competencies needed to perform safely and effectively as a newly licensed, entry-level 

registered nurse. The NCSBN developed  two licensure examinations, the National 

Council Licensure Examination–Registered Nurse (NCLEX-RN) and National Council 
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Licensure Examination-Practical Nurse (NCLEX-PN) that are used by state and territorial 

boards of nursing to assist in making licensure decisions (“National Council,” n.d.-a). 

The National Council of State Boards of Nursing (NCSBN) decided to change the 

content covered in the NCLEX-RN and to raise the passing standard in order to align 

more closely with a changing practice (“National Council,” 1988; 1989).  Washburn and 

Short (1992) conducted a study to determine the involvement of nurse educators with 

recent NCLEX-RN changes.  One hundred administrators of Bachelor of Science in 

Nursing (BSN) programs and 100 administrators of Associate Degree Nursing (ADN) 

programs were surveyed.  The overall response rate was 60% (n=120).  Response rate by 

programs was similar, with 49% of the respondents from ADN programs and 51% from 

BSN programs.  A decline in the pass rate on the July 1988 NCLEX-RN was noted by 

64.5% of the responding ADN administrators and 56.7% of the BSN administrators.  

However, 14.5% of the ADN administrators and 17.9% of the BSN administrators 

reported improvements in the pass rates.  The remainder of the respondents reported no 

change.  

 The NCSBN distributed a new test plan in October 1987 (Rayfield, 1988).  This 

plan, which went into effect in July 1988, increased emphasis on medical/surgical nursing 

content and decreased psychiatric, pediatric, and obstetric nursing content. Rayfield 

(1988) mentioned two major concerns regarding the handling of the July 1988 NCLEX-

RN changes.  First, nurse educators had insufficient time to prepare students for the 

changes.  While faculty were struggling to understand the test plan changes, graduates 

went off to experience the changes first-hand at the examination table.  The failure rate 

was high: 16.4% for new graduates in July 1988.  Failure rates from 1983 to 1987 ranged 
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from 8% to 11%, according to the November 1988 American Journal of Nursing 

(“American Journal,” 1988).  Secondly, Rayfield (1988) mentioned that information 

about the changes was not adequately disseminated.  The NCSBN had assembled a panel 

of judges consisting of nurse practitioners who recommended that the passing standard be 

raised, but failed to communicate this to those that educate future nurses.  

Reasons given for changes were increased acuity of clients and increased reliance 

on technology.  The NCSBN predicted a much higher failure rate than in previous years, 

but believed the higher passing standard was justified (Rayfield, 1988).  The problem was 

that very few educators or hospital employers knew that the standards had been raised 

(Rayfield, 1988).  

Washburn and Short (1992) revealed in their study that administrators from both 

program types, ADN and BSN, felt ill-informed regarding NCLEX-RN changes prior to 

their implementation, and they expressed a desire to have had input in the change 

process.  The study included 120 administrators from ADN and BSN programs across the 

country that responded to a questionnaire regarding educators‟ knowledge about, 

involvement in, and opinion of the change process.  While administrators had varied 

opinions regarding the passing standard change and the content change, they were 

strongly opposed to the manner in which the changes occurred. 

 It is important for nursing faculty to pay attention to individual, as well as 

institutional results on the National Council Licensure Examination for RNs, along with 

the student experience (Eddy & Epeneter, 2002).  Eddy and Epeneter (2002) identified 

themes to help faculty understand the NCLEX-RN experience from a student‟s 

perspective to help future students pass the examination at the first sitting.  Findings 
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indicated the participants who passed on the first attempt, accepted responsibility for 

learning, were proactive in test preparation, took the examination when they felt ready, 

and used stress management techniques to cope with this challenge.  The unsuccessful 

participants tended to perceive that their lack of success on the exam was the 

responsibility of others, seemed less able to manage stress, and took the examination 

when they did not feel ready.  Both successful and unsuccessful participants felt 

unprepared to answer NCLEX-RN type questions and believed nothing had prepared 

them for this experience.   

The struggle by nursing faculty to improve student success on the NCLEX can be 

a factor in burnout (Eddy & Epeneter, 2002).  Burnout, as defined by Maslach and Leiter 

(1996) “is a syndrome in which a previously committed, helping professional gradually 

disengages from full participation in a job in response to excessive job-related stressors” 

(as cited in Sarmiento, Laschinger, & Iwasiw, 2004, p. 135).  Frith, Sewell, and Clark 

(2006) revealed that there is a concern for the integrity of the nursing program based on 

failure rates on the NCLEX-RN by a substantial number of graduates, which can 

jeopardize a program‟s reputation.  Casey Marks, Chief Operating Officer with the 

NCSBN stated that, “the bar had been raised on the NCLEX-RN exam as of April 1, 

2010, making the exam more difficult. It is projected that fewer students will pass on the 

first attempt (Boivin, 2010, p. 22).  

Stress of Nursing Practice  

Individuals, for the most part, try to keep their thoughts, emotions and 

relationships with the world in a “steady state.”  Each factor of a person‟s emotional and 

physical state has a “range of stability,” in which that person feels comfortable (Arnold, 
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Cooper, & Robertson, 1995, p. 359). When forces disrupt one of these factors beyond the 

range of stability, the individual must act or cope to restore a feeling of comfort (Arnold, 

et al., 1995).  Langemo (1990) studied factors predictive of work-related stress in 287 

female nurse educators in a randomly selected sample of 18 U. S. National League for 

Nursing (NLN) accredited schools of nursing.  Maslach Burnout Inventory-Form, the 

Hardiness of Personality Inventory, the Blair Exercise Activity Index, a demographic 

tool, and an administrator-completed questionnaire were used.   Hardiness is defined 

based on an individual‟s ability to control beliefs and feelings that can influence life 

events, commitment of being actively involved in a situation, and ability to handle life‟s 

challenges (Kobasa, Maddi, & Kahn, 1982).  Moderate levels of stress were found to 

exist, with five individual variables (hardiness, age, education, years in nursing education 

and exercise) and five organizational variables (student contact hours for part-time 

faculty, task complexity, economic environment of school, number of full-time faculty 

and percentage of tenured faculty) combined  to best predict the occurrence of work-

related stress (Kobasa, et al., 1982). 

Research that involved some of the same variables as Langemo‟s (1990) study 

was conducted by Lambert and Lambert (1993).  The researchers examined the 

relationships of stress and psychological hardiness and identified predictors of role stress 

in nurse educators overall and in those either involved or not involved in faculty practice.  

Faculty practice activities included clinical and administrative consultations, clinical 

practice, and continuing education.  Three self-report questionnaires were mailed to 1,345 

nurse educators employed full-time in a National League for Nursing accredited program 

(undergraduate and graduate programs).  There were 871 valid questionnaires returned.  
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A correlation matrix was calculated to show the correlations among the variables for 

nurse educators.  The findings revealed significant negative correlations between role 

stress and psychological hardiness and between components of role stress and 

components of psychological hardiness.  This suggested that as the nurse educator‟s 

psychological hardiness increased, his or her perception of role stress decreased.  The 

findings that were the best predictors of role stress for nurse educators overall were the 

belief that there was a lack of control in their lives and that a small percentage of work 

time was devoted to teaching students.  This suggested that stress increased when one‟s 

perceived control over life‟s situations diminished and when teaching of students 

decreased.  No significant difference was found in role stress or in psychological 

hardiness between nurse educators involved and those not involved in faculty practice 

(Lambert & Lambert, 1993). 

 In 1990, Fong conducted a study that examined the relationships between role 

overload, social support, and burnout among nursing educators.  Ninety percent (n =141) 

of nursing educators from eight campuses of the California State University system 

completed a four-part questionnaire.  Later in-depth interviews were conducted with 30 

nursing educators and five chairpersons.  The findings indicated that a demanding job 

that included increased workload, time pressure, and hours worked, correlated 

significantly and positively with almost all aspects of burnout (emotional exhaustion, 

depersonalization of students, and decreased sense of accomplishment). The degree of 

support of one‟s chairperson and peers correlated significantly and negatively with 

almost all aspects of burnout.  The support of one‟s chairperson and peers can increase 

and/or reduce stress.  In practice, it is plausible that the chairperson has a more crucial 
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influence on a faculty member‟s feelings of accomplishment because the chairperson has 

the power to promote and retain faculty members.  Giving supportive, positive feedback 

rather than destructive criticism would be very important in maintaining and enhancing a 

faculty member‟s feeling of competency.  In the practice setting, peer relationships can 

have a negative as well as positive impact on faculty members. When a faculty member 

perceives that sharing information is a threat, it will not take place, which can be a source 

of stress and job dissatisfaction.  Likewise, when information is shared it can have a 

positive impact on stress and job satisfaction (Fong, 1990). 

The findings from the interviews supported these relationships. In the hierarchical 

regression analysis, a demanding job was the most important predictor of emotional 

exhaustion. Lack of peer support was the most important predictor of depersonalization 

towards students. Chairperson support was the most important predictor of a person‟s 

sense of accomplishment. Social support did not serve as a buffer against the negative 

effects of overload on burnout.  It was concluded that attempts to alleviate burnout must 

directly address the extent of overload or the lack of support.  Any attempt to mitigate the 

overload-burnout relationship by merely amplifying the amount of support is not likely to 

be effective (Fong, 1990). 

Similarly, Oermann (1998) conducted a study to examine work-related stress 

experienced by clinical faculty.  The predominant stressors were: coping with job 

expectations associated with their clinical teaching roles, feeling physically and 

emotionally drained at the end of a clinical teaching day and job demands that interfere 

with activities of personal importance. Other stressors are: heavy workload; pressure to 

maintain clinical competence or a clinical practice without time to do so; feeling unable 
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to satisfy the demands of work-related constituencies (e.g., students, clinical agency 

personnel, patients); and teaching inadequately prepared students. Goldenberg and 

Waddell (1990) obtained similar results.  Although considerable stress is involved in 

nursing education, the sources and extent have not been fully investigated, nor have ways 

of coping (Goldenberg & Waddell, 1990).  The researchers explored the sources and 

levels of perceived occupational stress and coping strategies and their effectiveness 

among female baccalaureate nursing faculty.  This study also examined the relationship 

between stresses, coping and academic responsibilities of the faculty member such as 

teaching, research and community service.  A sample of 70 subjects from eight Ontario 

universities completed the demographic questionnaire, the researcher-developed „Stress-

Coping Anxiety Inventory‟, and the „State-Trait Anxiety Inventory‟ Form (STAI). 

Perceived stressors chosen most frequently as high in stress, in rank order, were heavy 

workload (combined clinical and classroom teaching), retaining failing students, failing 

clinically unsatisfactory students, meeting research requirements and providing 

individual clinical supervision (Goldenberg & Waddell, 1990). Active coping strategies 

were selected more frequently as being effective (greater than or equal to 4) than passive 

coping strategies.  Similar results by Judkins and Ingram (2002) revealed that the 

intensity of job-related demands are a major source of stress among nurse managers and 

often have significant negative effects on job performance and personal well-being. Age 

of the respondent, number of years of full-time teaching and tenure status were most 

often significant factors (less than 0.5) relating to the level of stress. 

Stress is a natural occurring phenomenon in an individual‟s life.  Nursing faculty 

and school administrators, by the very nature of their roles, have experienced many 
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stressors.  These educators have to deal with such stressors as faculty vacancies, 

workload, clinical practice, as well as faculty and student issues. Nursing school 

administrators have the responsibility and accountability of the day-to-day operations of 

quality nursing programs.  In addition, they must deal with crises that develop which can 

affect stress levels.  

Summary 

This chapter examined the literature concerning perceived stress and job 

satisfaction of nursing school administrators and faculty.  The literature supported that 

perceived stress did have an impact on job satisfaction of nursing school administrators 

and faculty at colleges and universities.  Among the stressors identified were heavy 

workloads, emotional exhaustion and a decreased sense of accomplishment.  With 

numerous deadlines to meet accompanied by interruptions that hinder the process a 

nursing school administrator can feel that nothing has been successfully managed during 

any given period.  The literature also found that assuming faculty roles, filling faculty 

vacancies and in some cases, low salaries could have a negative impact on job 

satisfaction for the nursing school administrator.   

Research on whether the stress of the National Council Licensure Examination – 

Registered Nurse (NCLEX-RN) results influenced job satisfaction of nursing school  

administrators was not found in the literature.  The research does mention that to impart 

knowledge to students for their success as first-time takers of the NCLEX can be a factor 

in burnout for faculty.  Chapter III presents the methodology utilized in this study and 

describes the research design, data collection, and data analysis procedures.  
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CHAPTER III 

METHODOLOGY 

The purpose of this chapter was to discuss the methodology utilized in this 

quantitative study. The areas discussed are the targeted population, instruments used, 

procedure for data collection, and data analysis.  

Restatement of Problem 

Studies of job satisfaction and stress among nursing faculty and administrators 

were found in the literature.  There were no studies that addressed the relationship 

between job satisfaction based on the perceptions of stress of nursing school 

administrators and pass rates on the National Council Licensure Examination-Registered 

Nurse (NCLEX-RN).  In addition, the literature is deficient on the job satisfaction and 

stress of nursing school administrators in associate degree nursing programs at public 

community colleges.  With the current shortages of qualified nurse educators in the U.S. 

(“National League,” 2010), the need for higher education institutions to retain their 

nursing school administrators and faculty is imperative to the wellbeing of society.  

Restatement of Significance of Study 

Nurse educators and administrators have a great deal of responsibility, yet this 

high level of responsibility is often combined with low decision-making power (Bauder, 

1982).  This can lead to undue perceived stress that may decrease job satisfaction and 

increase the risk of burnout exhibited by emotional exhaustion and depersonalization.  

Burnout has been identified as an issue for nurse educators (Fong, 1992), having too 

many tasks to be performed in too little time (Sarmiento, Laschinger & Iwasiw, 2004). 

Nurse educators, along with nursing school administrators, teach, counsel students, and 

work on committees, as well as are also engaged in clinical practice with students 
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(Brown, 1991).  The ultimate measure of their performance is the pass rates of their 

students on the National Council Licensure Examination - Registered Nurse (NCLEX-

RN). 

A serious concern for all pre-licensure nursing programs is maintaining a 

minimum pass rate of 80% annually for first-time examination takers of the NCLEX-RN.  

If a program has an annual pass rate, two consecutive years in a row that is less than 80%, 

the program will be placed on warning by the Board of Nursing.  After one year of being 

placed on warning, programs that do not meet the minimum standard pass rate will be 

placed on conditional approval status.  Rule 215.4 (c) (2) (A-B-C) of the Rules and 

Regulations relating to the approval process that guide nursing education is: 

Eighty percent (80%) of first-time candidates who complete the program of study 

are required to achieve a passing score on the NCLEX-RN examination. (B) 

When the passing score of first-time candidates who complete the professional 

nursing program during the examination year is less than 80%, the nursing 

program shall submit a self-study report that evaluates factors, which contributed 

to the graduates‟ performance on the NCLEX-RN examination and a description 

of the corrective measures to be implemented.  (C) A warning shall be issued to 

the program when the pass rate of first-time candidates, as described in subsection 

(c) (2) (A) is less than 80% for two consecutive examination years. (Texas 

Administrative Code, n.d., para. 3) 

 Nursing programs are expected to increase their annual NCLEX-RN pass rate to 

80% or higher to avoid being placed on conditional approval.  Conditional approval can 
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result in limited abilities to admit new students until the state‟s Board of Nursing deems 

appropriate.  

 Community colleges' associate degree in nursing programs provide a valuable 

resource to the geographical area that they serve. One of the crucial components to 

providing competent registered nurses is that graduates must pass the NCLEX-RN to be 

considered a reasonably safe entry-level practitioner. Overall, nursing programs are 

mandated to maintain a minimum of an 80% pass rate on the exam. The stress involved 

with a mandated pass rate can lead to a stressful environment for those involved, which 

can affect job satisfaction. 

Research Design 

A causal-comparative (ex post facto) and correlational design was utilized for this 

quantitative study to determine if perceived stress related to NCLEX-RN pass rate results 

influenced job satisfaction of nursing school administrators. The ex post facto design was 

used, attempting to determine the cause, or reason, for existing differences in the 

behavior or status of groups of individuals (Gay, 1996). The independent variables were 

NCLEX-RN pass rates (years 2003, 2004, 2005, and 2006) and perceived stress levels, 

and the dependent variable of job satisfaction. In causal-comparative design, the 

researcher does not form the groups. Groups compared formed before the study began. A 

pre-existing variable (nursing school administrators) defined the groups. Groups are 

defined by their differences on pre-existing variables (age, gender, ethnicity, years of 

service in education and nursing administration, years in current position, education level, 

and type of program) and the independent variable) and NCLEX-RN pass rates and 

perceived stress (Gay & Airasian, 2003).  



Texas Tech University, Jackolyn Morgan, December 2010 

46 
 

Ex post facto studies are susceptible to faulty interpretation because the researcher 

works with pre-existing groups (nursing school administrators) that were formed through 

self-selection. As indicated by Kerlinger (1986), self-selection occurs when the members 

of the groups being studied are, in part, because they differentially possess traits or 

characteristics extraneous to the research problem; characteristics that possibly influence 

or are otherwise related to the variables of the research problem. This indicated that pre-

existing differences may be a plausible alternative explanation for any observed group 

differences on the dependent variable (job satisfaction). As revealed to Polit and Hungler 

(1991), this type of research tends to be high in realism. 

A correlational design involves collecting data in order to determine whether, and 

to what degree, a relationship exists between two or more quantifiable variables (Gay, 

1996). The nursing school administrators‟ perceived stress levels and job satisfaction 

were measured, and the programs‟ annual pass rates were considered. This study sought 

to determine if a relationship existed between perceived stress (at the point of time the 

Perceived Stress Scale assessment was completed), NCLEX-RN results and job 

satisfaction.   

A strength of a correlational study is that the basic design is not complicated; two 

(or more) scores are obtained for all members of a selected sample, one score for each 

variable of interest, and the paired scores are then correlated (Gay, 1996). A weakness is 

the fact that an existing relationship between variables does not imply that one is the 

cause of the other (Gay, 1996). One advantage of a relationship study is that all the data 

is collected within a relatively short period of time. The population was appropriate for 

each of the identified variables for data collection, and one whose members 
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(deans/directors) were available to the researcher (Gay, 1996).  Relationship means that 

an individual‟s status on one variable tends to reflect his or her status on the other. This 

type of research helped to understand related events, conditions, and behaviors (e.g., is 

there a relationship between perceived stress, pass rates and job satisfaction?). This type 

of research is also utilized to make predictions of how one variable might predict another 

(e.g., Can pass rates and perceived stress predict job satisfaction?). 

Restatement of Research Questions 

The following research questions guided this study in determining if NCLEX-RN 

pass rate results and perceived stress impacted job satisfaction: 

1. What is the relationship between job satisfaction, stress, and graduate passing 

rates on the National Council Licensure Examination-Registered Nurse among 

nursing school administrators? 

2. Are there statistically significant differences in stress levels of nursing school 

administrators of programs with high pass rates (90 percent to 100 percent) for 

first time-takers of the National Council Licensure Examination- Registered 

Nurse than for nursing school administrators in programs with pass rates lower 

than the mandated minimum of 80 percent? 

3. Are there statistically significant differences in stress levels of nursing school 

administrators of programs with pass rates between 80 to 89 percent for first-time 

takers of the National Council Licensure Examination-Registered Nurse than for 

nursing school administrators of programs with pass rates lower than the 

mandated minimum of 80 percent? 

4. Are there statistically significant differences in stress levels of nursing school 

administrators in programs related to, gender, ethnicity, years of service, 



Texas Tech University, Jackolyn Morgan, December 2010 

48 
 

educational level, and type of program with pass rates below the minimum of 80 

percent for first-time takers of the National Council Licensure Examination-

Registered Nurse? 

Population 

The population for this study was deans/directors of the 50 two-year associate 

degree nursing programs at Texas public community colleges. The names and addresses 

were obtained from the Board of Nursing for the State of Texas. The school with which 

the researcher is affiliated was not included in the study to avoid bias. 

Instrumentation 

Three data collection instruments were utilized for this study.  A researcher-

developed questionnaire that collected demographic information on age, gender, 

ethnicity, years of service in education and nursing administration, years in current 

position, education level, and type of program (see Appendix A).  The Job Descriptive 

Index (JDI)/Job in General (JIG) tool were used to assess job satisfaction.  The Perceived 

Stress Scale (PSS) was used to assess the current perceived stress of the participants.  

The JDI and JIG (Appendix B) have both been positively reviewed in various 

editions of the Mental Measurements Yearbook (Crites, 1985; Kerr, 1985; Parsons, 1995; 

Sundberg, 1995) in assessing job satisfaction. The JDI contains 72 items used to measure 

five discriminable facets of job satisfaction. The Work on Present Job facet (18 items) 

focuses on an employee‟s satisfaction with the job itself, present pay (9 items) measures 

satisfaction with a company‟s promotion policy and the way that policy is administered, 

supervision (18 items) reflects satisfaction with one‟s supervisor, and people on your 

present job (18 items) assesses satisfaction with coworkers. The JIG uses 18 items to 
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assess overall satisfaction. The items for these scales consist of a list of short phrases and 

adjectives of five words or less of low reading difficulty.   Respondents mark Y (Yes), N 

(No), or? (Cannot Decide) for each item. A Yes or No was scored 3 or 0 depending on 

the wording of the item, and a Cannot Decide response was scored 1.  The rationale is 

that a 1 is close to an unfavorable response. 

 The JDI has a long history in the assessment of job satisfaction as demonstrated 

in the literature review.  The validation process began in 1959 and spanned a period of 

five years. A series of four studies, using four unique samples, was conducted (Smith, et 

al., 1969). The first revision was published in 1985 and the second revision of the JDI 

appeared in 1997. Considerable attention has been paid to psychometric properties such 

as reliability, validity, and the development of norms. 

1. Norms: In 1996 a pool of 7,000 employees stratified by U. S. state populations 

selected at random was generated based on U. S. Census and Social Security 

data to obtain a representative sample. The 7,000 employees were asked to 

respond to the JDI National Norm Survey. Based on the responses of 

approximately 1,600 (23%) of the employees, norms were developed. These 

data were used to develop norms for job tenure, job level, age, organization 

type, and managerial status (Crites, 1985; Kerr, 1985; Parsons, 1995;  

Sundberg, 1995). 

2. Reliability: Reliability estimates on each of the five facets (work, pay, 

promotions, supervision, and co-workers) in the 1997 revision were computed 

using the data from approximately 1,600 respondents to the JDI.  Cronbach 

alpha coefficients ranged from .86 to .91 (Crites, 1985; Kerr, 1985; Parsons, 



Texas Tech University, Jackolyn Morgan, December 2010 

50 
 

1995; Sundberg, 1995). Cronbach‟s alpha coefficient has an index of internal 

consistency range in value between .00 and 1.00. The higher the reliability 

coefficient, the more accurate (internally consistent) the measure (Polit, Beck, 

& Hungler, 2001). 

3. Validity: Because most of the items on the 1985 and 1997 revisions of the JDI 

are the same, reported validity evidence for the 1997 revision relies heavily on 

data collected for the earlier version. In the 1985 revision the authors used a 

variety of techniques for data collected for 795 employees to examine how items 

and facets were operating, including correlations with other measures of job 

satisfaction, factor analyses, and item response theory models. There was strong 

evidence of construct validity in the JDI that has been shown to correlate with 

other job satisfaction scales and with various job attitudes and behaviors (Crites, 

1985; Kerr, 1985; Parsons, 1995; Sundberg, 1995). 

Development of the JIG was based on theoretical and empirical evidence 

suggesting that producing an overall job satisfaction score for the JDI was inappropriate 

(Ironson, Smith, Branick, Gibson, & Paul, 1989).  The authors developed an 18-item 

instrument intended to provide an overall evaluation of how workers felt about their 

jobs. Initially, responses of 1,149 civil service workers in Florida to 42 items, were 

analyzed using traditional item analysis techniques, factor analysis, and item response 

theory models. A similar process was followed for other employee samples, including 

4,490 employees representing a variety of companies (Ironson, et al., 1989). Based on 

these analyses the pool of items was reduced to 18: 
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1. Norms: Norms were presented for the JIG for job tenure, manager status, job 

level (based on response to a 5-point Likert scale from lowest to highest), 

organization type, and age. The same sample of workers was used to develop 

the JDI and JIG norms (Ironson, et al., 1989). 

2. Reliability: The resulting 18 items showed evidence of high reliability via 

coefficient alpha (.91) and acceptably small standard errors of  

measurement (Ironson, et al., 1989). 

3. Validity: Evidence of convergent validity (Ironson, et al., 1989), (in convergent 

validity, different methods of measuring a construct yield similar results; 

different approaches to measurements should converge on the construct (Polit & 

Hungler, 1991). Evidence of discriminate validity of the JIG was also reported 

(Ironson, et al, 1989). Evidence of discriminate validity refers to the ability to 

differentiate the construct being measured from other similar constructs (Polit & 

Hungler, 1991). 

The JDI has been reported to be the most frequently used measure of job satisfaction 

(DeMeuse, 1986; O‟Connor, Peters and Gordon, 1978; Yeager, 1981). 

The Perceived Stress Scale (PSS) measures the degree to which situations in one‟s 

life are appraised as stressful (Cohen, Karmarck, & Mermelstein, 1983). The PSS 

contains 14 items (see Appendix C).The scores are obtained by reversing the numbers on 

the seven positive items (e.g., 0 = 4, 1 = 3, 2 = 2, etc.) and then summing across all 14 

items. Items 4, 5, 6, 7, 9, 10, and 13 are positively stated. Reversal of scores is necessary 

so that a high score can consistently reflect positive levels of appraised stress (Polit, 

Beck, & Hungler, 2001). Items 1, 2, 3, 8, 11, 12, and 14 are negatively stated. The 
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summation feature of Likert scales makes it possible to make fine discriminations among 

people with different points of view (Polit, Beck, & Hungler, 2001).  

The PSS was designed for use with respondents with at least a junior high school 

education. The items are easy to understand and the response alternatives are simple to 

grasp. The questions are general in nature and relatively free of content specific to any 

subpopulation group. PSS items were designed to tap the degree to which respondents 

find their lives unpredictable, uncontrollable, and overloaded. These three issues have 

been repeatedly found to be central components of the experience of stress (Averill, 

1973; Cohen, 1978; Glass & Singer, 1972; Lazarus, 1966, 1977; Seligman, 1975). The 

scale also includes a number of direct queries about current levels of experienced stress.  

The PSS is an economical scale that can be administered in only a few minutes and is 

easy to score.  

Data Collection Procedures 

 An introductory letter (see Appendix D) was sent via e-mail to the deans/directors 

of associate degree nursing programs at Texas community colleges.  The letter provided 

the purpose of the study and to request their support. Participants were asked to confirm 

receipt of e-mail.  The participants that agreed to participate received study packets 

through the U. S. postal service.  Included in the packets were: 

1. An introductory letter (see Appendix D). 

2. A researcher-developed questionnaire (see Appendix A). 

3. Job Descriptive Index/Job in General tool (see Appendix B) 

4. Perceived Stress Scale (see Appendix C). 

5. Response Card (see Appendix E) 
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A self-addressed, stamped envelope was provided to participants to return the completed 

documents.  A follow-up e-mail (confirmation of receipt requested) was sent two weeks 

after mailing, asking non-responders to return the survey. If there was still no response 

after an additional week, the researcher sent a second follow-up e-mail (confirmation of 

receipt requested). If another week passed without a response, the researcher telephoned 

the non-responders.  A response card (postage paid) was included for participants to 

request a summary of the study if desired (see Appendix E). 

 The researcher examined a sample of the returned selected items week by week to 

determine if responses changed (Leslie, 1972). A check for response bias was done by 

contacting by phone a sample of non-respondents to determine if their responses differed 

substantially from respondents. This constituted a respondent-non-respondent check for 

response bias (Creswell, 2003).  

Data Analysis Procedures 

 Descriptive and inferential statistical methods were used to address the study 

research questions.  SPSS software (Version 15.0) was used for analyses purposes. 

Statistical significance was set at the p = .05 level. 

 The study utilized descriptive statistical methods, including ranges, means, and 

medians, to analyze and synthesize the demographics of the participants. In addition, 

inferential statistics were used.  The Pearson correlation was used to identify the degree 

and the direction of the linear relationship between pass rates on the NCLEX-RN and the 

perceived levels of job satisfaction and stress levels on nursing school administrators. 

The paired samples t-test was performed on perceived stress, NCLEX-RN failure rates of 

those schools falling within the 90 – 100 percent pass rate, and those falling between the 
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80 – 89 percent pass rate. Multiple regression was used to determine if perceived stress 

and NCLEX-RN results had any influence on job satisfaction. A one-way analysis of 

variance (ANOVA) was used to test mean group differences between the independent 

variables, gender, ethnicity, years of service, and educational levels and the dependent 

variable, perceived stress. 

Institutional Review Board Approval 

This study required Institutional Review Board (IRB) of Texas Tech University 

approval (see Appendix F).  This was necessary due to human subjects were involved in 

this research.  

Summary 

 Chapter III outlined the methodology of this study.  The purpose was to determine 

how perceived stress of mandated pass rates on the NCLEX-RN affects the job 

satisfaction of nursing school administrators at two-year associate degree nursing 

programs at Texas community colleges.  Chapter IV will provide the results of the data 

analysis. 
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CHAPTER IV  

DATA ANALYSIS AND RESULTS 

The purpose of this quantitative study was to determine whether the perceived 

stress of the National Council Licensure Examination-Registered Nurse (NCLEX-RN) 

affected job satisfaction of nursing school administrators of associate degree nursing 

programs at Texas community colleges. Job satisfaction, as defined by Locke (1976), is 

“…a pleasurable or positive emotional state resulting from the appraisal of one‟s job or 

job experiences‟ (p. 1300). The following research questions guided this study: 

1. What is the relationship between job satisfaction, stress, and graduate passing 

rates on the National Council Licensure Examination-Registered Nurse among 

nursing school administrators? 

2. Are there statistically significant differences in stress levels of nursing school 

administrators of programs with high pass rates (90 percent to 100 percent) for 

first time-takers of the National Council Licensure Examination-Registered 

Nurse than for nursing school administrators in programs with pass rates 

lower than the mandated minimum of 80 percent? 

3. Are there statistically significant differences in stress levels of nursing school 

administrators of programs with pass rates between 80 to 89 percent for first-

time takers of the National Council Licensure Examination-Registered Nurse 

than for nursing school administrators of programs with pass rates lower than 

the mandated minimum of 80 percent? 

4. Are there statistically significant differences in stress levels of nursing school 

administrators in programs related to, gender, ethnicity, years of service, 
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educational level, and type of program with pass rates below the passing 

minimum of 80 percent for first-time takers of the National Council Licensure 

Examination-Registered Nurse? 

Participants and Data Collection 

 Fifty-three deans/directors of associate degree nursing programs at Texas 

community colleges were sent a researcher-generated questionnaire, the Job Descriptive 

Index/Job in General tool (JDI/JIG) and the  Perceived Stress Scale (PSS) survey (see 

Appendices A, B and C). These instruments were used to determine the level of job 

satisfaction and the perceived stress of nursing school administrators as they related to 

passing rates on the National Council Licensure Examination-Registered Nurse 

(NCLEX-RN). The total number of participants who completed all three instruments was 

46, for a response rate of 87% . 

Data Analysis 

 This study utilized descriptive statistical methods, including ranges, means, and 

medians, to analyze and synthesize the demographics of the participants. In addition, 

inferential statistics were used.  The Pearson correlation was used to identify the degree 

and the direction of the linear relationship between pass rates on the NCLEX-RN and the 

perceived levels of job satisfaction and stress levels on nursing school administrators. 

The paired samples t-test was performed on perceived stress, NCLEX-RN failure rates of 

those schools falling within the 90 – 100 percent pass rate, and those falling between the 

80 – 89 percent pass rate. Multiple regression were used to determine if perceived stress 

and NCLEX-RN results had any influence on job satisfaction. A one-way analysis of 

variance (ANOVA) was used to test mean group differences between the independent 
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variables, gender, ethnicity, years of service, and educational levels and the dependent 

variable, perceived stress. 

 The gender of the participants was 93% female (n = 43) and 7% male   (n = 3). 

Based on the Texas Board of Nursing‟s Biennial Re-Licensure Data 2006 report and  

Education Annual Report from 2006 (BON Reports), the gender of nursing faculty of 

professional nursing programs was 94.2% females and 5-8% males (Texas Center for 

Nursing Workforce Studies, 2007). This indicated that the gender demographics of the 

participants of the study were representative of state gender demographics of nursing 

faculty in professional nursing programs in the state of Texas (see Table 1). 

 The ages of the participants in the study ranged from 35 to 70 years of age. Two 

percent (n = 1) of the participants were in the 35 – 40 age range, 15% (n = 7) in the 41 – 

50 range, 57% (n = 26) in the 51 – 60 range, and 26% (n = 12) were in the 61 – 70 range. 

Based on the BON Reports, the age range demographics of the participants of the study 

were representative of the age demographics of nursing faculty in professional nursing 

programs in the state of Texas (see Table 1). 

 The predominant racial ethnicity of the participants in the study was 83% (n = 38) 

Caucasian.  Nine percent (n = 4) of the participants were African-American, 7% (n = 3) 

Hispanic, and 2% (n = 2) other. Based on the BON Reports, the ethnicity demographics 

of nursing faculty statewide were 81.4% Caucasian, 7.8% African-American and 6.7%  

Hispanic (Texas Center for Nursing Workforce Studies, 2007). This indicated that the 

racial ethnicity demographics of the participants in the study were representative of 

nursing faculty in professional nursing programs in the state of Texas (see Table 1). 
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The highest level of education of the participants was 13% (n = 6) doctorates in 

nursing, 11% (n = 5) doctorates in another field, 67% (n = 31) masters degrees in nursing, 

and 4% (n = 4) with a master‟s degree in another field. Based on the BON Reports, there 

were 11.2% doctorates in nursing, 4.9% doctorates in other fields, and 69.4% masters 

degrees in nursing, and 4.5% with masters in other fields (Texas Center for Nursing 

Workforce Studies, 2007). This indicated that the highest level of education 

demographics of participants in the study were representative of nursing faculty in 

professional nursing programs in the state of Texas (see Table 1). 

 

Table 1:  Demographics of Nursing Administrators in Community Colleges 

Variables                  N % 

Gender 

    Male 

    Female 

Age Range 

    35 – 40 

    41 – 50 

    51 – 60 

    61 - 70 

Ethnicity 

   Caucasian 

   African American 

   Hispanic 

   Other 

Education 

   Doctorate in Nursing 

   Doctorate in another field 

   Master‟s in Nursing 

   Master‟s in another field 

                 

               3 

              43 

                 

                1 

                7 

              26 

              12 

             

              38 

               4 

               3 

               1 

                      

                      6 

              5 

             31                                                                                                                                                                                           

              4 

  

7 

93 

  

 2 

15 

57 

26 

 

83 

                                  9 

 7 

 2 

                                       

                                13 

11 

                                67 

  4 
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In consideration of the number of years administrators had participated in nursing 

education, the largest percentage of the participants, 43% (n = 20) were 21-30 years. The 

next highest percentage of the participants was 30% (n = 14), at 11-20 years.  

Respondents in the 5-10 year range and those in the 31-40 year range were 13% (n = 6), 

respectively. There were no participants with less than six years experience (see Table 2). 

 

Even though the majority of deans/directors in the study had been working in 

nursing education for more than 20 years, most had spent less than 10 years in their 

administrative roles.   Seventy-four percent of the administrators had 10 years or less in 

nursing education administration. 

      Fifty-four percent (n = 25) of the deans/directors surveyed had been in their 

present positions for five years or less, 35% (n = 16) for 6 -10 years, 4% (n = 12), for 11 

– 15 years, and 2% (n = 2)  had been in their present positions for 16 – 20 years and 21 – 

25 years, respectively. There were no deans/directors in the 26 – 30 year range. Two 

percent (n = 1) of the deans/directors had been in their present positions greater than 30 

years (see Table 3). 

 

Table 2:  Nursing Administrators Years of Service in Nursing Education as  

                 Faculty and  Administrators 

Year Range      Administrators Percentage 

 

   5 – 10 

 

 6 

 

13% 

 11 -  20 

 21 -  30 

 31 – 40 

14 

             20 

  6 

30% 

43% 

13% 
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Table 3:   Range of Years in Present Position as Nursing School Administrator 

                 (Dean/Director) 

Year Range      Administrators Percentage 

  

  0  -  5 

 

25 

 

54% 

  6 - 10 

11 - 15 

16 - 20 

21 - 25 

26 - 30 

>30 

16 

 2 

 1 

 1 

 0 

 1 

35% 

 4% 

 2% 

 2% 

 0% 

 2% 

 

The data collected was analyzed using Statistical Package for Social Sciences 

(SPSS) Version 15. Descriptive statistics were used to determine the mean score and 

standard deviation of each facet of the JDI/JIG. The JDI/JIG assessment was used to 

measure the level of job satisfaction. Multiple regression was used to further evaluate the 

results of this assessment, allowing for the use of more than one independent variable, 

perceived stress and NCLEX-RN results, to explain or predict the dependent variable, job 

satisfaction. A paired samples t-test was used to determine the statistical significance of 

the means of the variables, perceived stress and NCLEX-RN failure rates.  An ANOVA 

was used to determine the differences in perceived stress of nursing school administrators 

based on the pass rates of the NCLEX-RN.  A one-way analysis of variance (ANOVA) is 

a parametric test for testing mean group differences of groups larger than two.   Statistical 

significance was determined at the p = .05 level. The Pearson r was used to determine if 

there was any significant correlation between job satisfaction, perceived stress and 

NCLEX-RN pass rates. 
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Results 

Research Question One 

 Research question one sought to determine the relationships between job 

satisfaction, stress, and graduate passing rates on the NCLEX-RN among nursing school 

administrators at Texas community colleges. These variables were measured after 

nursing school administrators had received graduates‟ NCLEX-RN results. The results of 

the JDI survey instrument were used. The JDI is divided into five facets, plus includes the 

JIG facet, for a total of six facets. Each of the facets is scored independently from the 

others. The score range for each facet is 0 – 54. Scores between 22 and 32 represent a 

neutral score where the participants had neither positive nor negative feelings about their 

jobs. Scores above 32 on the scale represented satisfaction and scores below 22 

represented dissatisfaction (Balzer et al., 1990). Descriptive statistics were used to 

determine the mean score and standard deviation of each facet of the JDI/JIG for all 

participants. On a scale of 0 – 54, mean scores were: Work on Present Job (46), Pay (29), 

Promotion (19), Supervision (41), (POPJ) co-workers (42), and Job in General (43) 

(please see Table 4). 
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Table 4:  Administrator Levels of Job Satisfaction According to JDI/JIG Scores 

JDI/JIG Facets aRanges Mean Median Standard Deviation 

Work 22-54 46 49 10.354 

Pay 

Promotion 

Supervision 

Co-Workers 

JIG 

Note. aRanges:                                   

   Satisfied 

         32-54 

    Neutral 

        22-31 

    Dissatisfied 

          0-21 

 

  3-54 

  0-54 

  2-54 

14-54 

  4-54 

 

 

 

29 

19 

41 

39 

41 

30 

16 

46 

46 

47 

12.882 

16.868 

15.070 

14.713 

14.810 

 

 

 

 

  

 The relationships of each nursing school administrator to the facets of the 

JDI/JIG, the PSS and the NCLEX-RN pass rates for years 2003, 2004, 2005, and 2006 

were examined utilizing multiple regression to determine if stress and NCLEX-RN 

results had any relationship to job satisfaction. Statistical significance was found between 

job satisfaction and perceived stress (r = -.463, p = .001). A moderate negative 

correlation existed between perceived stress and the 2005 pass rates (r = -.070, p = .650) 

and the 2006 pass rates (r = -.170, p = .250). There was also a negative correlation that 

existed between job satisfaction and the 2004 pass rates (r = -.059, p = .711) (see Table 

5). 
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Table 5:  Multiple Regression Correlation: NCLEX-RN Pass Rates, Perceived Stress and 

                Job In General 

                                            Pass Rate      Pass Rate      Pass Rate    Pass Rate     PSS     Jig Total 

                                                2003            2004              2005           2006 

Pass Rate 2003 

    Pearson Correlation                1             .331*             .416**         .378*         .089        .086            

    Sig. (2-tailed)                                         .037               .008             .016           .584        .596 

    N                                           40                40                  40                40              40           40 

Pass Rate 2004 

    Pearson Correlation              .331*            1                .301             .292           .220       -.059 

    Sig. (2-tailed)                        .037                                .052             .061           .162        .711 

    N                                              40            42                   42                42              42           42 

Pass Rate 2005 

     Pearson Correlation             .416**      .301                     1             .548**     -.070        .187 

     Sig. (2-tailed)                       .008          .052                                    .000          .650        .224 

     N                                             40             42                   44                44             44           44 

Pass Rate 2006 

     Pearson Correlation             .378*        .292                .548**              1         -.170        .219 

     Sig. (2-tailed)                       .016*        .061               .000                               .258        .145 

     N                                             40             42                  44                 46             46           46 

PSS 

    Pearson Correlation              .089          .220              -.070            -.170               1      -.463**  

    Sig. (2-tailed)                        .584          .162               .650             .258                         .001 

    N                                              40             42                  44                46              46          46 

JigTotal 

    Pearson Correlation              .086         -.059               .187             .219          -.463**       1 

    Sig. (2-tailed)                        .596          .711               .224             .145            .001 

    N                                              40             42                  44                46               46         46 

*Correlation is significant at the 0.05 level (2-tailed) 

**Correlation is significant at the 0.01 level (2-tailed)     

 

The Perceived Stress Scale (PSS) was utilized to measure the degree to which 

situations in one‟s life were appraised as stressful. The PSS contained 14 items. PSS 

scores were obtained by reversing the scores (e.g., 0 = 4, 1 = 3, 2 = 2, etc.) on the seven 

positively stated items (e.g., 4, 5, 6, 7, 9, 10, and 13) and then summing across all 14 

items. The score range was 0 – 45. The higher the PSS score, the higher level of 

perceived stress of the participant. Reversal of the scores was necessary so that a high 

score will consistently reflect positive levels of appraised stress (Polit, Beck, & Hungler, 

2001).  
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 The results of the multiple regression correlation analysis indicated perceived 

stress predicted job satisfaction and that the results were statistically significant (p = .004) 

(please see Table 6). 

 

Table 6:   Multiple Regression
a: 

NCLEX-RN Pass Rates and Perceived Stress 

 Unstandardized                        Standardized 

   Coefficients                           Coefficients 

 

Variable 

 

B 

 

Std. Error 

 

 

Beta 

 

 

t 

 

Sig 

 

Pass Rate 2003 .195 .443 .075 .441 .662 

Pass Rate 2004 

Pass Rate 2005 

Pass Rate 2006 

Perceived Stress 

-.091 

.306 

.108 

-.858 

.413 

.477 

.429 

.276 

-.035 

.117 

.046 

        -.478 

    -.220 

.641 

.251 

   -3.105 

.827 

.526 

.803 

.004 

a
Dependent variable: jigtotal 

Multiple regression was used to investigate the association of the dependent 

variable, job satisfaction and the independent variables, perceived stress and NCLEX-RN 

pass rates (2003, 2004, 2005, and 2006).   The multiple correlation coefficient (R) was 

squared to estimate the proportion of variability in the dependent variable, job 

satisfaction, accounted for by the independent variables, perceived stress and pass rates 

(2003, 2004, 2005, and 2006).  

  



Texas Tech University, Jackolyn Morgan, December 2010 

65 
 

R varied from .00 to 1.00 (R=.528) and indicated that there is not a strong 

relationship between perceived stress, NCLEX-RN results and job satisfaction (see Table 

7). 

 

Table 7:  Multiple Regression: Job Satisfaction, Perceived Stress and NCLEX-RN 

     Pass Rate 

  

                                                                                          Adjusted                  Std. Error of   

Variable                    R                    R Square                    Square                    the Estimate 

      

     JIG                    .528                     .278                            .172                        14.02938 

 

Research Question Two 

 Research question two analyzed the levels of stress of nursing school 

administrators with high NCLEX-RN pass rates.  A paired sample t-test was used to 

determine if there was a statistically significant relationship between perceived stress and 

NCLEX-RN failure rates. The results showed that there was a statistically significant 

relationship at the 95% confidence interval between perceived stress and NCLEX-RN 

failure rates p = .001  (see Table 8). 
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Table 8: Paired Sample Difference of Perceived Stress and NCLEX-RN Failure 

               Rates  <80%        

         _________________ 

                                                             Paired Differences                               

________________________________________________________________________ 

Variables             Mean               SD               SEM               t              df           2-tailed Sig 

Perceived Stress 

                                       19               7.01427         2.86356         6.635          5            .001 

NCLEX-RN  

    Failure Rates 

________________________________________________________________________ 

 

Research Question Three 

 Research question three addressed levels of stress of nursing school 

administrators with 80 – 89% pass rates on the NCLEX-RN compared to those with pass 

rates lower than the mandated minimum of 80%.  A paired samples t-test was used to 

determine if there was a statistically significant relationship between perceived stress and 

NCLEX-RN failure rates. The results showed that there was not a statistically significant 

relationship at the 95% confidence interval between perceived stress and NCLEX-RN 

pass rates between 80 - 89% and those with less than 80%,  p = .187 (please see Table 9). 
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Table 9:  Paired Sample Correlation of Perceived Stress and NCLEX-RN Failure 

                Rates                

 __________________________________________________________________ 

Variable                     N      Correlation     2-tailed            M                SD                 SEM 

                                                                      Sig       

Perceived Stress        15                                                 21.5333       6.54508          1.68993 

                                              -.361                 .187 

NCLEX Failure Rate 15                                                  1.0667          .25820           .06667 

________________________________________________________________________ 

Research Question Four 

 Research question four addressed stress levels related to gender, ethnicity, years 

of service, and educational levels of nursing school administrators with NCLEX-RN pass 

rates below the minimum mandated score of 80%.  To evaluate the differences in stress 

levels, a one-way analysis of variance (ANOVA) was used.  This parametric procedure 

was used to test mean group differences of three or more groups to determine if there 

were any significance between the dependent variable, stress levels, and the independent 

variables, gender, ethnicity, years of service, and educational levels.  The results 

indicated that years in nursing education (p = .625), education levels (p = .419), gender (p 

= .787), and ethnicity (p = .850), did not have statistically significant effects on stress 

levels, based on nursing administrators having a pass rate below the mandated minimum 

score of 80% (please see Table 10). 
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Table 10.  Relationship of Demographics and Perceived Stress of Administrators  

With  <  80% NCLEX-RN Pass Rates        

 

     Variable      df             MS        F                    Significance  

  Years Nursing          5  19.586                .777            .625 

       Education          3           25.208 

            8          

   

  Educational Level          5    2.078                1.385            .419 

                3             1.500 

            8          

                                             

  Gender              5      .078                .467            .787 

                 3               .167 

            8          

 

  Ethnicity          5      .300                .360            .850 

                 3               .833 

            8          

________________________________________________________________________ 

 

Conclusion 

  This study analyzed if levels of job satisfaction were influenced by perceived 

stress and NCLEX–RN pass rates for nursing school administrators of associate degree 

nursing programs at community colleges in Texas. The quantitative study used survey 

research for data collection.  Three instruments were used: a researcher-generated 

demographic survey, the Job Descriptive Index/Job in General (JDI/JIG) assessment tool, 

and the Perceived Stress Scale (PSS). The data were analyzed using descriptive and 

inferential statistics, including means and standard deviations, paired-samples t-tests, 

one-way analysis of variance (ANOVA), multiple regression, and Pearson correlation. 

The research revealed that although the results of the JIG assessment indicated job 

satisfaction, a component of the JDI indicated job dissatisfaction in the aspects of 
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promotion for the nursing school administrators.  The scores on the JDI and the JIG 

indicated low to high levels of job satisfaction.  The PSS resulted in a wide range of 

scores (5 – 39) for the participants in the study.  These results indicated low to high levels 

of perceived stress during the time of data collection.  

 In comparing NCLEX-RN pass rates (years 2003, 2004, 2005, and 2006) utilizing 

multiple regression, no statistically significant relationships existed between NCLEX-RN 

pass rates, perceived stress and job satisfaction.  For year 2004, NCLEX-RN pass rates 

and job satisfaction did have a moderate negative correlation. 

 Chapter IV provided a summary of the findings, limitations and recommendations 

for future research, and conclusions.  Chapter V provides the summary of findings, 

recommendations and conclusions. 
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CHAPTER V 

SUMMARY OF FINDINGS, RECOMMENDATIONS AND CONCLUSIONS 

 

Introduction 

 The practice of nursing continues to evolve, due in part to the acuity levels of 

patients and continued research in identifying best practices for patient safety. Nursing 

school administrators of associate degree nursing education programs must keep abreast 

of these evolving trends and best practices to ensure that their graduates are receiving the 

appropriate cognitive, psychomotor, and behavioral skills necessary for meeting 

workforce needs. To meet these workforce needs, students of nursing programs must be 

able to complete their programs, as well as achieve licensure.  

 Accrediting agencies for nursing programs such as the National League for 

Nursing Accrediting Commission (NLNAC), the Commission on Collegiate Nursing 

Education (CCNE), along Board of Nursing (BON), who is the state regulating agency, 

recognize that nursing programs must be held accountable for retention rates of students, 

as well as National Council Licensure Examination-Registered Nurse (NCLEX-RN) pass 

rates for all graduates (“National League,” 2008). One of the benchmarks for new 

graduates of nursing programs, to indicate evidence of a reasonably safe practitioner, is 

the successful completion of the NCLEX-RN exam. The nursing program‟s annual pass 

rate must have a minimum NCLEX-RN pass rate of 80 %. 

 The factors stated above could be sources of stress for nursing school 

administrators, which could lead to job dissatisfaction. Due to the current nursing 

shortages in practice and academia, it is vital to identify stressors and degrees of job 
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satisfaction for nursing school administrators (“Texas Center,” 2006). This study 

analyzed if the perceived stress of NCLEX-RN results had an effect on job satisfaction of 

nursing school administrators of associate degree nursing programs in community 

colleges in Texas.  This chapter consists of four sections: (1) Summary of Findings, (2) 

Implications, (3) Recommendations for Future Research, and (4) Conclusions. 

Summary of Findings 

 The theoretical perspectives for this study were based on Herzberg‟s Two-Factor 

and Selye's General Adaptation Syndrome (GAS) theories. Herzberg‟s Two-Factor 

theory partially supported the findings concerning participants being satisfied with work 

on present job, supervision, co-workers, and overall satisfaction of the job in general. The 

only factors considered as motivators (or intrinsic components) of satisfaction were work 

on present job and promotion. Herzberg‟s theory also identified hygiene factors (or 

extrinsic components) which supported this study‟s findings, which were people on 

present job, and supervision. 

 The results of the study did not find job promotion as a motivator (intrinsic factor) 

of job satisfaction, as found by Herzberg (Herzberg, Mausner, & Snyderman, 1959). In 

some community colleges, deans/directors and faculty do not frequently advance to 

higher levels of authority just because they are knowledgeable of role functions in regard 

to accountability and responsibility.  There must be a vacant position. Salary was also not 

found to be a motivator or hygiene component, with participants identifying it as neutral 

to motivation. This could possibly be due to more seasoned faculty in these positions and 

the fact of having autonomy and flexible hours in some cases being deemed more 

important than salary at this time in their lives. 
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 Selye‟s (GAS) theory was postulated by Frain and Valiga (1979) with four levels 

of stress within the three levels of the GAS. Level one of the theory addresses stress that 

occurs on a daily basis that is routine.  This study found that stress can be a daily 

occurring encounter.  Nursing school administrators deal with faculty and student issues 

daily, as well as other unexpected problems. Level two of the theory addresses stress that 

a person is aware of and could take deliberate steps in dealing with. The study found that 

the stress of NCLEX-RN results can be a constant among nursing school administrators. 

They are aware of the timeframe for distribution of NCLEX-RN results. These 

administrators can discover ways to minimize their level of stress. Some of the ways to 

minimize stress is to find time to visit with other colleagues that have discovered 

strategies that work. Utilization of relaxation techniques can also provide an outlet for 

stress relief. Level three of the GAS addresses emergency behaviors to deal with stressors 

and the struggle with the stages of resistance and exhaustion. This study found that some 

nursing school administrators had higher levels of stress than others; often times finding 

themselves in emergency mode as they deal with the stressors. Level four of the theory 

addresses the fact that a person is not able to deal successfully with stress. When this 

happens there is burn out and disorganization in physical and emotional terms.  

 This study did not find any evidence of burn-out or disorganization with nursing 

school administrators of associate degree nursing programs in Texas community colleges.  

The research questions guiding this study were used to determine the extent that 

perceived stress and job satisfaction for nursing school administrators in community 

colleges in Texas are impacted by NCLEX-RN pass rates.  
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Research question one evaluated the relationship between job satisfaction, stress, 

and graduate passing rates on the NCLEX-RN among nursing school administrators.  The 

results of the study revealed that deans/directors of these programs were satisfied with 

their jobs overall. The administrators as a group found work on present job, supervision, 

people on present job, and overall job in general, satisfactory.  A study by Adams (2007) 

that investigated the future job role expectations of nursing academic administrators 

found that workload was a significant factor in discouraging individuals from pursing an 

administrative position.  This study did not support Adam‟s findings as it found that   

work on present job was satisfying. The literature addressed the fact that the workload 

placed upon nursing school administrators can have a negative impact on anyone 

considering this type of role. Therefore, work on present job is a factor to consider even 

though this study did not find that to be an issue. 

 With the current nursing faculty shortage, administrators are taking on additional 

duties that would not be the case if there were adequate nursing faculty. Administrators‟ 

job duties are not concluded in the usual 35-40 hour work week.  Traditional work hours 

can be extended significantly due to increases in reporting documents and projects that 

cannot be completed during normal hours.  An awareness of additional administrator 

workload can have a negative impact on those that would possibly consider such an 

administrative role.  As a group, the nursing school administrators were neither satisfied 

nor dissatisfied regarding pay (a facet of job satisfaction). The score range was 0-54. The 

mean score for pay was 29 (22-32 represent a neutral range).  This was an unexpected 

outcome. These findings are not supported by an earlier study by Lamborn (1991) that 

found monetary and financial remunerations and benefits were motivators for considering 
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a job and, hopefully, the satisfaction that comes with the nursing administrator role.  On 

the other hand, Adams (2007) supported that salary did not encourage or discourage 

nursing administrators from seeking administrative roles. Although pay is considered a 

benefit, for some it is not the "be all - end all." The art of the teaching-learning process in 

promoting the engagement of the learner resulting in positive outcomes, is also a 

significant motivator of job satisfaction. It is evident in the results of this study that salary 

was neutral for nursing school administrators, giving indication that successful outcomes 

of the student is satisfying. 

 For faculty, Adams (2007) did reveal that salary was an encouraging factor and 

that faculty might think that administrative positions pay more than they do. Periodically, 

schools of nursing distribute surveys to gather data concerning salaries based on several 

factors such as length of contract and credentials for comparison of like roles (Adams, 

2007). The data from these surveys are useful when approaching college administration 

with a proposal to consider increasing salaries. Similar information from the clinical 

settings can provide valuable data regarding salary structures that will allow schools of 

nursing a tool for comparison, which can be included in the proposal for salary 

adjustments. 

 The participants did not perceive job promotion as being an indicator of job 

satisfaction. This could be due to administrators and faculty not perceiving the role of 

administrator as being attractive. The additional responsibilities that come with 

promotion can be a deterrent to seeking the administrator role.  Brookman (1989), 

ascertaining the level of job satisfaction among nurse educators, did not support this 

study‟s results, finding that promotional opportunities did promote job satisfaction. This 



Texas Tech University, Jackolyn Morgan, December 2010 

75 
 

could be an indication that administrators do not want another position in administration 

and that faculty do not aspire to be an administrator. The role of nursing school 

administrator is stressful due to factors such as workload, managing and working with 

faculty, and dealing with student issues.  

The results of the study found that perceived stress was correlated to pass rates for 

nursing school administrators in 2004 and 2005.  This stress could stem from the fact that 

nurse administrators not only have to comply with the governance of their colleges, but 

must also be in compliance with approving and accrediting bodies. The nursing school 

administrator must also oversee compliance with clinical facilities, along with the day-to-

day functions of the nursing program. As supported in the literature, Burke and Scalzi 

(1988) stated that administrators must be in compliance with campus administration, the 

Board of Nursing and other approving and accrediting bodies. This is also supported by 

Judkins and Ingram (2002) who found that the intensity of job-related demands are a 

major source of stress among nurse managers and often have significant negative effects 

on job performance and personal well-being. One of the coping mechanisms nurses are 

taught for self and patients is that physiological needs are essential components to well-

being. In order to improve perceived stress of job responsibilities of nursing school 

administrators, opportunities must be identified to aid in accommodating effective stress 

relief such as finding ways to delegate duties where possible. An example would be 

having someone to do advising. This does not have to be someone with a master‟s 

degree. This idea could be a method of decreasing stress and increasing job satisfaction. 

Another example would be to utilize additional clerical support through sharing between 

departments. 
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 A statistically significant relationship existed between perceived stress and 

NCLEX-RN failure rates for those participants that had programs with pass rates less 

than 80% and 90 – 100%.  This gives reason to infer that the possibility of failure rates 

can be determined as a factor of stress for nursing school administrators.  Official 

NCLEX-RN results are received by nursing programs from the Board of Nursing 

quarterly, ending in an annual report informing programs of annual pass rates being 

below or above the 80% minimum pass rates. Among nursing programs, assessment 

activities to predict success on the NCLEX-RN, such as formative and summative 

evaluations, are utilized. There are students in these programs that are identified as 

marginal at best for licensure success. This type of student is considered to be at-risk for 

not being successful on the NCLEX-RN. On the other hand, there are students that have 

progressed successfully through the program that are predicted to pass the NCLEX-RN 

exam, but are unsuccessful on the first attempt. This does not necessarily indicate a 

knowledge deficit, but can indicate test anxiety. Schools of nursing do work with students 

on test taking strategies to assist in alleviating test anxiety, but this is not always 

successful. This process over time can lead to stress and a decreased sense of job 

satisfaction. 

 First-time exam takers‟ success on the NCLEX-RN is paramount to the viability 

of a nursing program. There are consequences for programs based on annual pass rates 

(less than 80%) of first–time takers. As supported in the literature, schools with annual 

NCLEX-RN pass rates of less than 80% must complete a self-study that includes 

identified reasons that annual pass rates were below the minimum benchmark. The self-

study includes corrective measures identified by the program, with the intent of 
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improving any identified program issues that could be related to unsuccessful graduate 

outcomes on the examination.  If the annual pass rate is below 80% for two consecutive 

examination years, programs will be placed on warning while continuing to maintain full 

approval status from the BON and accrediting bodies, if accredited. If a program 

continues to have an annual pass rate of less than 80% for first-time takers, the BON has 

the authority to place the program on conditional approval. If pass rates of first-time 

takers continue to be less than 80% annually, the BON has the authority to withdraw the 

program's approval status. This also relates to the integrity of the nursing program and the 

safety of the public. Frith, Sewell, and Clark (2006) supported this by stating that there 

was a concern of the integrity of nursing programs that have high failures of the NCLEX-

RN by a substantial number of graduates.  These failures can jeopardize a program‟s 

reputation. Being placed on warning or conditional approval is a stressor for the nursing 

school administrator. The administrator is the individual ultimately responsible to higher 

administration, the Board of Nursing and any other entities in addressing concerns 

regarding this outcome. This in and of itself is a contributor to stressful encounters that 

can lead to a decrease in job satisfaction, simply due to the pressures of the job. 

 The BON and nursing organizations serve as valuable resources to nursing 

programs to determine best practices for moving a program forward. Although systematic 

review of a program is an on-going process, the fact that a program is still not where it 

should be to reach and maintain a high benchmark can be a cause for perceived stress for 

administrators. Administrators are held accountable for multiple programs, which can 

lead to increased stress. They are expected to adhere to program directives and to be an 

integral part of the business community by providing services.   Participating in writing 
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and collaborating on grant proposals and establishing partnerships with clinical facilities 

and schools of nursing are other responsibilities of these individuals. All of these 

variables can lead to additional stress and decreased job satisfaction (Eppy & Epeneter, 

2002).  

 There was not a statistically significant relationship between perceived stress and 

NCLEX-RN failure rates of those programs with a pass rate of 80 – 89% and those with a 

pass rate of less than 80%.  This was an unexpected outcome. Programs with NCLEX-

RN pass rates that seem to hover in the 80's would be expected to have stressors related 

to the possibility of falling below the mandated pass rate of 80%. These programs would 

be placing increased emphasis on selection criteria, curriculum, remediation, and 

analyzing data to address program improvements.  Based on the outcomes of program 

review, decisions along with rationale for making any changes, would occur. The 

decisions would be guided by data analysis from within the program and by 

commercially administered comprehensive assessment testing. Included in this process 

are faculty, students and members of a program‟s advisory committee. Systematic 

evaluations (program review) are conducted no matter what the annual NCLEX-RN pass 

rates are. This is required of the governing institution, and approval and accrediting 

bodies. However, when the NCLEX-RN annual pass rates drop into the 80‟s and hover, 

programs are assessing the cause to immediately begin implementing change if 

assessment outcomes indicate change in some component of the program.  The nursing 

school administrator is held accountable for all aspects of the nursing program. Evidence 

must be presented that demonstrates this accountability.  
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The results of the study supported that nursing school administrators are 

predominantly female in both practice and academia in the state of Texas. This study did 

not reveal any statistically significant differences in stress levels and pass rates based on 

years in nursing education, educational level, and ethnicity. Langemo (1990) found 

differently, finding that moderate levels of stress did occur among female educators in 

relation to age, education and years in nursing education. Unsolicited written comments 

in the study revealed stress as being “due to performing the jobs of two people” and 

“micro management from above.”  

Implications 

 The knowledge gained from this study lends itself to the following implications 

for nursing school administrators. Although the results found that administrators were 

neutral and not satisfied or dissatisfied regarding their current salaries, schools of nursing 

should not be complacent.  They must continually evaluate and develop innovative ways 

to address possible salary discrepancies between practice and academic settings.  This 

will be necessary to attract nursing educators, especially during a critical time of nurse 

shortages across the U.S.  

 If schools of nursing wish to recruit and retain qualified administrators then 

collaborative efforts must be on going with their governing institution. A strategy could 

be to partner with clinical facilities to loan practitioners that meet the qualifications of the 

BON to work as faculty. The school would pay based on salary structure of the college 

and the clinical facility would then provide the funds to equate to a practice salary. 

Another strategy is for the clinical facility to fund at least one faculty position. Clinical 

facilities are always interested in the number of graduates from nursing programs due to 
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staff vacancies. It could be a win-win solution for practice and academia, as well as help 

to form collaborative partnerships. 

To better educate future potential nursing educators, programs should make a 

point to allow shadowing of nursing students in order to promote interest in the educator 

role. Schools should be in contact with those nursing programs needing to place their 

students for educator role experiences. This could be a successful recruiting strategy. 

The NCLEX-RN experience has a great impact on nursing programs' success. 

With this known fact, programs need to be vigilant in making sure their curriculum is 

synchronized with the registered nurse test plan. Every three years, the NCLEX-RN 

passing standard has the potential to increase, along with undergoing changes in the 

registered nurse test plan prepared by the National Council of State Boards of Nursing 

(NCSBN).  In 2010, the NCLEX-RN became more difficult. As stated by Marks at the 

NCSBN, “the bar has been raised, and quite simply the exam is harder. It is projected that 

fewer students will pass on the first attempt” (cited in Boivin, 2010 p. 22).  This alone has 

the potential to be a stressor for nursing school administrators.  

Associate degree nursing programs must maintain at least the minimum annual 

pass rates of 80% for first-time NCLEX-RN takers to remain in good standing with the 

BON. If this does not occur, it could negatively affect the applicant pool, resulting in 

fewer potential applicants. Not having enough qualified applicants to select a class 

equates to less funding (e.g., state, tuition and fees) for institutions, the possible 

termination of faculty, and worst-case scenario, program closure. Nursing programs must 

adhere to their programs' systematic evaluation plans and follow through strategically. 

Professional development activities with emphasis in program success should be 
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implemented on an on-going basis. Nursing programs could use „mock survey‟ visits as a 

strategy for program improvement.  

Nursing school administrators are committed to program success. Their well-

being in regard to perceived stress and job satisfaction demands attention. Institutions of 

higher learning must collaborate with nursing school administrators to actively seek out 

strategies for improving work demands. 

Recommendation for Future Research 

 The reasons that nursing school administrators are moderately stressed, especially 

concerning NCLEX-RN pass rates, needs further research. Research is minimal at best 

for associate degree nursing programs. The perceived stress of these individuals on 

NCLEX-RN results influencing job satisfaction should be further researched by including 

pre-licensure baccalaureate degree nursing administrators. This data could reveal if there 

is a difference in levels of perceived stress and job satisfaction between associate degree 

and pre-licensure baccalaureate degree nursing school administrators.  Since two-year 

Associate Degree Nursing (ADN) graduates and Bachelor of Science in Nursing (BSN) 

graduates sit for the same NCLEX-RN, of which passing standards are the same, there 

could be differences in perceived stress and job satisfaction among the nursing 

administrators. With some differences in responsibilities of ADN and BSN nursing 

school administrators, there could also be differences in levels of stress and job 

satisfaction experienced due to differences in curricula and administrative oversight. 

 Administrators of pre-licensure baccalaureate nursing programs are expected to 

demonstrate scholarly activities such as research and practice. ADN nursing 

administrators can include scholarly activities such as research and practice, but there is 
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not a requirement to do so. Qualitative, alongside quantitative, methods are recommended 

for future research to allow participants an opportunity to address their feelings 

concerning their working environments, stress levels and job satisfaction.  Since some of 

the participants in the study felt the need to write-in unsolicited comments, it appears 

they are eager to share their feelings concerning their working environments. This would 

give future researchers opportunities to delve deeper into the perceptions of individuals 

on these issues.  The information could add to the understanding of the results if verbal 

responses are included. Through qualitative research the viewpoint of the participants can 

lead to rich narrative data collection for more in depth analysis.  

 Pre-tests and post-tests could be administered to nursing school administrators to 

reveal perceived levels of stress and job satisfaction prior to and after graduates sit for the 

NCLEX-RN  to determine if there are any differences.  Another consideration is to 

conduct studies of nursing school administrators after a new NCLEX-RN test plan 

becomes effective and the first cohort of graduates have taken the examination. After a 

new test plan is operational and passing standards have been raised, waiting on the first 

graduates to sit for the NCLEX-RN can be a stressful time for administrators as they wait 

to receive the results. Data collection during this time could bring about a different 

outcome than what the program planned for. This is supported in the literature by Boivin 

(2010) by the statement that with the new test plan their will be more unsuccessful 

attempts on the NCLEX-RN due to passing standards being raised. These 

recommendations could provide another lens to capture inclusiveness of the NCLEX-RN 

experiences concerning perceived stress and job satisfaction of nursing school 

administrators.  
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Conclusions 

 The focus of this study was to evaluate job satisfaction of nursing school 

administrators of associate degree nursing programs at Texas community colleges, based 

on their perceived stress due to the NCLEX-RN passing rates of their programs.  The 

participants were satisfied with work on present job, co-workers, and supervision, but not 

satisfied with promotion. Pay did not affect their job satisfaction.  This was an 

unexpected outcome. There was a statistically significant relationship between perceived 

stress and NCLEX-RN failure rates with pass rates in the 90-100% range.  Nursing 

school administrators encounter differing levels of stress and differing levels of job 

satisfaction with even high pass rates. This can be a reflective of causes other than the 

results of NCLEX-RN pass rates. There was not a statistically significant relationship 

between perceived stress and the NCLEX-RN failure rates with pass rates in the 80-89% 

range. Perceived stress levels of nursing school administrators overall were in the low to 

high range. High levels of perceived stress could influence how administrators cope and 

adapt to NCLEX-RN results. 

The study revealed the majority (41%) of nursing school administrators had been 

in their current positions for five years or less, indicating frequent turnover, which could 

be a result of stress or job dissatisfaction.  There is a shortage of qualified nurse educators 

in the U.S.  Higher education institutions must retain their nursing educator 

administrators and faculty in order to help prepare new nurses.  Understanding the impact 

of perceived stress on job satisfaction of nursing educator administrators is important to 

college administrators and nursing education programs.  The ability to understand the 

stress levels involved in programs that have mandated state licensing demands will help 
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colleges implement processes and procedures to help relieve the pressures of these 

external demands on their nursing faculty and administrators.  This will lead to working 

environments that are less stressful and promote higher job satisfaction. 
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APPENDIX A 

Researcher Generated Questionnaire 

 

Directions: This questionnaire is designed to provide information for a study on the 

influence of stress and National Council Licensure Examination results on Job 

Satisfaction of associate degree nursing program administrators in Texas. Please use 

a black pen to address all items. 

 

1. Gender 

                Male ______               Female ______ 

2. Age _____ 

3.  Ethnicity 

         Hispanic____  Black____  White____  Asian/Pacific Islander____  Am. Indian____ 

         Other____ 

(Please Explain Highest degree you hold) 

4. .MSN____  Master‟s in another field____  Doctorate in Nursing____  Doctorate in 

another field____ 

   5.   Number of years involved in nursing education _____ 

6.  Number of years at present position _____ 

 7. Number of years involved in nursing education administration _____ 
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Please complete the following concerning your program using a black pen. 

8. How many students were admitted to your nursing program during the indicated years? 

 2003_____ 2004 ______ 2005 _____ 2006 ______ 

9. How many students graduated from your program during the indicated years? 

10.Indicate annual pass rate of first-time candidates of the NCLEX-RN during indicated 

years. 

 2003_____ 2004 _____ 2005 _____ 2006 _____   

 

  



Texas Tech University, Jackolyn Morgan, December 2010 

99 
 

APPENDIX B 

JDI Sample Items 

 The JDI-1997 has only 72 items, which are either words or short phrases. The JDI is 

comprised of five subscales:  Work, Pay, Promotion, Supervision, and Co-workers.  Of these five 

scales, three scales have 18 items and two scales have only nine items.   It is recommended to 

look at each facet score, as opposed to summing across all five facets for a total score.  For a 

general measure of satisfaction, the Job in General (JIG) is recommended.   

For inclusion in textbooks and ancillaries we ask that you do not include the whole scale.  

You may include the following items which are representative of the JDI scale.  The fact that 

Bowling Green State University owns copyright of the JDI and JIG must be included with the 

scale.  You may also note that copyright for this and related scales (e.g., Abridged JDI, Stress In 

General scale, Retirement Descriptive Index, and Survey of Work Values) can be obtained from 

the Department of Psychology at Bowling Green State University, Bowling Green, Ohio, 43403.  

Information on this and other scales is also available online at 

www.bgsu.edu/departments/psych/JDI.   

Selected sample items from the JDI: 

Think of the work you do at present. How well does each of the following words or 

phrases describe your work?  In the blank beside each word or phrase below, write 

  Y         for "Yes" if it describes your work 

  N         for "No" if it does NOT describe it 

   ?         for "?" if you cannot decide 

 

  

http://www.bgsu.edu/departments/psych/JDI
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WORK ON PRESENT JOB 

              Fascinating 

              Pleasant 

              Can see my results       

PRESENT PAY 

____     Barely live on income 

____     Bad 

____     Well paid 

OPPORTUNITIES FOR PROMOTION 

____     Opportunities somewhat limited 

____     Promotion on ability 

____     Regular promotions  

SUPERVISION 

  



Texas Tech University, Jackolyn Morgan, December 2010 

101 
 

 

 

Print - Close Window  

Subject: FW: Job Descriptive Index 

Date: Tue, 4 Oct 2005 13:43:45 -0500 

From: "Morgan, Jackie" <jmorgan@cisco.cc.tx.us> 

To: mopsie@sbcglobal.net 

FYI 

Forwarded Message  

Subject: RE: Job Descriptive Index 

Date: Tue, 4 Oct 2005 12:59:50 -0500 

From: "Alison Broadfoot" <jdi_ra@bgnet.bgsu.edu> 

To: "Morgan, Jackie" <jmorgan@cisco.cc.tx.us> 

HTML Attachment  

Hi Jackolyn, 

 Attached you will find the sample of the JDI, which contains the items that are permissible for 

reproduction (i.e. you may include this in your dissertation).  We prefer to sell the manual at the 

same time or after the purchase of the JDI or upon receiving the agreement.  Please let me know 

when you are ready to do this.  I will need in writing your consent to charge you for the materials 

you requested.  The best way would be to fax in a document which states exactly what you would 

like and your credit card information (either master card of discover). 

  

  

javascript:window.print()
javascript:window.close()
http://mail.yahoo.com/
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Please let me know if you have any questions. 

Best, 

Alison 

  

---------------------------------- 

 Alison A. Broadfoot 

 Department of Psychology 

 Bowling Green State University 

 Voice: 419.372.8247 

 Fax:    419.372.6013 

---------------------------------- 

 -----Original Message----- 

From: Morgan, Jackie [mailto:jmorgan@cisco.cc.tx.us]  

Sent: Monday, October 03, 2005 6:21 PM 

To: jdi_ra@bgnet.bgsu.edu 

Subject: Job Descriptive Index 

 Hi Alison,  

Thanks for responding. I realize that I cannot get the tools that I mentioned over the 

phone without purchasing the set. What I really need is whatever you usually send out for 

an individual to use in the first 3 chapters of the dissertation. I do plan to use your tool. I 

also need to purchase the manual and the SPSS coding syntax. I would prefer to give my 

card info over the phone instead of via e-mail. At a later date I will be purchasing the 

JDI/JIG. 

Thank you.  

Jackolyn Morgan, MSN, RN  

Director of Nursing Programs  
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Cisco Junior College  

717 E. Industrial Blvd  

Abilene, TX 79602  

(325) 794-4443  (254) 442-5100 (f) 

  

   

Attachments  

 

Files:  

  

 

 

sample_JDI_items_for_reproduction.doc (34k) [Preview]   

 

 

 

 

 

 

 

  

http://us.f819.mail.yahoo.com/ym/ShowLetter?box=JDI&MsgId=5286_0_1287_1985_14546_0_27999_62164_2302931274_oSObkYn4Ur5HQVzr1mLkvSXrEkSQ3KVGdR0xs0I.G5paEl8iTJjHQgrFykPoTXJ1QH1tP7fN7UcWTKRIZTeuEUsC.A9JrAZwFymAy_2RM53yFN1NvAHNjYKOW7tn8KzLDX39n9bLaEAvRMR7BIGpGj2wC30NsmyzjbSqyQ--&bodyPart=2.2&tnef=&YY=92945&y5beta=yes&y5beta=yes&order=down&sort=date&pos=0&view=a&head=b&VScan=1&Idx=2
http://us.f819.mail.yahoo.com/ym/ShowLetter?box=JDI&MsgId=5286_0_1287_1985_14546_0_27999_62164_2302931274_oSObkYn4Ur5HQVzr1mLkvSXrEkSQ3KVGdR0xs0I.G5paEl8iTJjHQgrFykPoTXJ1QH1tP7fN7UcWTKRIZTeuEUsC.A9JrAZwFymAy_2RM53yFN1NvAHNjYKOW7tn8KzLDX39n9bLaEAvRMR7BIGpGj2wC30NsmyzjbSqyQ--&bodyPart=2.2&tnef=&YY=92945&y5beta=yes&y5beta=yes&order=down&sort=date&pos=0&view=a&head=b&ViewAttach=1&Idx=2
http://us.f819.mail.yahoo.com/ym/ShowLetter?box=JDI&MsgId=5286_0_1287_1985_14546_0_27999_62164_2302931274_oSObkYn4Ur5HQVzr1mLkvSXrEkSQ3KVGdR0xs0I.G5paEl8iTJjHQgrFykPoTXJ1QH1tP7fN7UcWTKRIZTeuEUsC.A9JrAZwFymAy_2RM53yFN1NvAHNjYKOW7tn8KzLDX39n9bLaEAvRMR7BIGpGj2wC30NsmyzjbSqyQ--&bodyPart=2.2&tnef=&YY=92945&y5beta=yes&y5beta=yes&order=down&sort=date&pos=0&view=a&head=b&VScan=1&Idx=2
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APPENDIX C 

PERCEIVED STRESS SCALE  

 

 



Texas Tech University, Jackolyn Morgan, December 2010 

105 
 

PERCEIVED STRESS SCALE (PSS) – 14 Scoring 

PSS-14 scores are obtained by reversing the scores on the seven positive items, e.g., 0=4, 

1=3, 2=2, etc., and then summing across all 14 items. Items 4, 5, 6, 7, 9, 10, and 13 are 

the positively stated items. The PSS was designed for use with community samples with 

at least a junior high school education. The items are easy to understand and the response 

alternatives are simple to grasp.  Moreover, as noted above, the questions are quite 

general in nature and hence relatively free of content specific to any sub population 

group. 
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APPENDIX D 

INTRODUCTORY LETTER 

 

Date 

Dear Dean/Director: 

 I am the director of nursing programs at Cisco Junior College in Abilene, Texas, and am 

also a doctoral candidate at Texas Tech University in Higher Education. I am in the dissertation 

phase of my education. I am extremely interested in the stress levels and job satisfaction of 

nursing school administrators in Texas in relation to NCLEX-RN results of first-time candidates. 

 I am asking for your voluntary participation in my study. There is no penalty or loss of 

benefits if you choose not to participate. Your returned survey and questionnaire will be evidence 

of your consent. 

 On the following pages you will find a short questionnaire and Job Descriptive Index 

and Job in General scale and a perceived stress scale. The questionnaire contains demographic 

data concerning the dean/director and the dean/ director‟s program, which is self-explanatory. 

Time to complete the surveys should be approximately 30 minutes. Confidentiality is assured. If 

your school has a dean and a director of undergraduate nursing either one may participate. The 

identifiers are code numbers that will allow for follow-up mailings. No one except me will have 

access to the code numbers. Do not place your name or school‟s name on any of the documents. 

Also, the surveys will be placed in a locked file. I am enclosing a postage paid envelope for 

returning the materials. 

Your participation in this study is greatly appreciated. The results will provide insight 

into the influence of stress and NCLEX results on job satisfaction of nursing school 
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administrators in Texas. If you are interested in the results of the study, you may complete the 

enclosed post card and send back separately.  

Any inquiries may be addressed to Jackolyn Morgan, 1626 Glenwood Dr., Abilene, 

Texas 79605 or call (325) 698-1028. You may also direct inquiries to Dr. John Murray, faculty 

sponsor at Texas Tech University, Box 41071 COE, Lubbock, Texas  79409   or call (806) 742-

1997 ext. 271. . If you have any questions regarding your rights as a participant, please contact 

Texas Tech University.  Thank you in advance for your time and participation. 

Jackolyn Morgan, MSN, RN 
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APPENDIX  E 

 

RESPONSE CARD 

INFLUENCE OF STRESS AND NCLEX RESULTS ON JOB SATISFACTION 

OF NURSING SCHOOL ADMINISTRATORS SURVEY 

 

Thank you for participating in this survey. When you mail your completed survey 

questionnaire to the researcher in return envelope, please mail this card at the same time, 

but separately, to ensure your anonymity. 

 

This card serves as notification that you have responded to the survey so that you will not in 

included in a follow-up mailing. This card identifies you as a respondent only and cannot be 

matched with your completed questionnaire. 

 

I have responded and would like a summary of the results ________. 

 

Respondent: Please mail response card by ______________. 

 

 

(Return address and stamp on reverse side) 
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APPENDIX F 

IRB APPROVAL LETTER 

 

 


