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Abstract 
The purpose of this study was to test and refine a model of part-time nurse 
faculty intent to remain employed in the academic organization. Cross-   
sectional survey methods were used. A total of 282 part-time nurse faculty 
working in colleges or universities in Ontario, Canada were invited to par-
ticipate. Survey instruments and items measured demographic, workplace, 
nurse responses to the workplace, and external variables. Correlation, mul-
tiple regression, and mediation analyses were conducted using data from 119 
participants (47.6% response rate). Of the 19 variables hypothesized to affect 
intent to remain employed in the academic organization, seven influenced 
intent to remain. The resulting model indicated that the older the part-time 
nurse faculty member, the lower the level of intent to remain and the more 
years worked in the organization, the higher the level of intent to remain. 
The more opportunities perceived to exist outside of the employing organi-
zation, the higher the level of intent to remain. Additionally, the more satis-
fied part-time nurse faculty were with their job overall, the higher their level 
of intent to remain. In the workplace, the more support from the leader, the 
more formal or informal recognition received, and the more fair work pro-
cedures were perceived to be, the higher levels of part-time nurse faculty in-
tent to remain employed in the academic organization, mediated by job sa-
tisfaction. Although age, organizational tenure, and external career oppor-
tunities are non-modifiable variables, deans and directors can encourage 
part-time nurse faculty to remain employed in their academic job by focusing 
on enhancing overall job satisfaction. Effective strategies may include formal 
or informal acknowledgement of good performance, consistent verbal and 
behavioural support, and implementation of procedural practices, such as 
performance evaluations and pay raises in a fair manner. 
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1. Introduction 

The shortage of nurses is widespread across all nursing roles, including nurse 
faculty. In Canada, the supply of faculty is a major factor affecting the country’s 
ability to increase its educational and workforce capacity. Nurse faculty re- 
present a small proportion of Canadian nurses. In 2015, only 3.7% of the work-
force was employed in the academic sector [1], some of whom may not work as 
faculty. Despite their small numbers, nurse faculty is responsible for preparing 
future nurse clinicians, educators, researchers, and leaders while creating and 
using nursing knowledge through role modeling, research, and scholarship. The 
shortage of nurse faculty may contribute to a reduction of nursing programs and 
erosion of research needed to advance practice [2]. [3] more ominously stated 
that the health of the population is at stake without well-prepared faculty. Along 
with their full-time counterparts, part-time nurse faculty play an important role 
in producing the nursing workforce. In the 2013-2014 academic year, 63.5% of 
nurse faculty working in Canadian nursing schools were part-time, up from ap-
proximately 46% in the 2010-2011 academic year [4] [5]. As post-secondary 
nursing programs increase their number of part-time nurse faculty, organiza-
tional efforts to promote retention behaviour should be a priority. However, lit-
tle is known about what specific factors influence part-time nurse faculty reten-
tion. 

2. Literature Review 
Theoretical Perspectives of Intent to Remain Employed 

In recent years, more research has focused on identifying the factors that influ-
ence nurse faculty intent to remain employed (ITR) in their academic positions. 
This work is timely given the shortages that continue to impact nursing schools 
and the profession’s efforts to increase the workforce. As will be evident below, 
theories and research generated differ in complexity and in identification of pre-
dictor variables. Predictor variables are numerous, not tested consistently across 
studies or conceptualized differently. This makes comparisons challenging. 
More common among theories is the proposition of ITR being a multi-stage, at-
titudinal, decisional, and behavioural process [6]. This perspective draws from 
the seminal work of [7] [8] who developed the model, Theory of Reasoned Ac-
tion, for the prediction of behavioural intentions and/or actual behaviour. The 
behavioural component relates to the act of retention. The decisional component 
describes the intention to act viewed as the direct causal variable through which 
other variables influence actual retention behaviour [9] [10]. The attitudinal 
component includes, but is not limited to, job satisfaction and organizational 
commitment. The main premise of the theory is that behavioural intentions are 
the direct and most significant determinants of behaviour. Therefore, nurses 
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who intend to remain employed in the organization are likely to remain em-
ployed [9] [11] [12] [13] [14] [15]. Several nurse faculty ITR models are briefly 
described below. 

Candela et al.’s model. In a recent cross-sectional survey study, [16] tested 
their hypothesized model of ITR on 808 nurse faculty working in the US. Using 
structural equation modeling (SEM), several direct and indirect relationships 
were found to be statistically significant predictors of ITR. ITR was directly af-
fected by nurse faculty satisfaction with work, perceptions of administration’s 
support for faculty, perceived teaching expertise, and generational membership. 
ITR was indirectly impacted by perceived teaching expertise and perceptions of 
administration’s support for faculty through satisfaction with work. 

Tourangeau et al.’s model. [17] conducted a cross-sectional survey to test 
their hypothesized model of predictors of nurse faculty 5-year ITR with 650 
full-time and part-time nurse faculty working in colleges or universities in On-
tario, Canada. Using stepwise regression analysis, they found that 10 of the 27 
hypothesized factors predicted ITR. These predictors were organized into four 
categories: 1) personal characteristics—having dependents, proximity to retire-
ment, satisfaction with work and life balance; 2) work environment and organi-
zational support—financial support for advanced education, satisfaction with 
job status, satisfaction with access to required human resources, quality of the 
relationship with colleagues, employed full-time; 3) job content—quality of 
education; 4) external characteristics—being unionized. The model explained 
25.4% of the variance in ITR for the next five years. 

Daly and Dee’s model. [18] tested their model of faculty ITR on 768 full-time 
instructional faculty from 15 public universities in the US. Instructional faculty 
was defined as members of the instructional/research staff who were employed 
full-time and whose major regular assignment was teaching. They proposed that 
ITR is directly influenced by several constructs, grouped into four categories: 1) 
structural variables—autonomy, communication openness, distributive justice, 
role conflict, and workload; 2) psychological variables—job satisfaction and or-
ganizational commitment; 3) demographic variables—gender, race, marital sta-
tus, academic rank, years in current institution, and years in profession, and; 4) 
external environment variables—job opportunity and kinship responsibility. 
They also hypothesized that the structural and external environment variables 
indirectly predicted ITR through the psychological variables, job satisfaction and 
organizational commitment. Using path analysis, it was found that job satisfac-
tion, organizational commitment, and job opportunity directly influenced facul-
ty ITR. Autonomy, communication openness, and role conflict directly pre-
dicted both job satisfaction and organizational commitment. Distributive justice 
indirectly predicted ITR through organizational commitment. The model ex-
plained 53% of variance in faculty ITR. 

Al-Omari et al.’s model. [19] tested their hypothesized model of faculty ITR 
on a sample of 139 full-time instructional faculty from various departments in a 
public Jordanian university. They hypothesized that several variables grouped 
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into four categories directly influenced ITR: 1) work life variables—autonomy, 
communication openness, distributive justice, role conflict, and workload; 2) 
psychological variables—job satisfaction and organizational commitment; 3) ex-
ternal variable—job opportunity; and 4) demographic variables—gender and 
faculty rank. They also hypothesized that the work life, external, and demo-
graphic variables indirectly influenced ITR through job satisfaction and organi-
zational commitment. Using SEM, they found that the model explained 47% of 
variance in ITR. Job opportunity, job satisfaction, and organizational commit-
ment directly predicted ITR. Autonomy, communication openness, role conflict, 
and workload predicted ITR indirectly through both job satisfaction and orga-
nizational commitment. Distributive justice indirectly predicted ITR through 
organizational commitment only. 

Based on theoretical perspectives and previous research, a model of part-time 
nurse faculty intent to remain employed in the academic setting was developed. 
Nineteen relationships were hypothesized. See Figure 1 for an illustration of the 
model. Plus and minus signs represent predicted positive and negative relation-
ships, respectively. This study addressed the following research question: What 
are the determinants of part-time nurse faculty intent to remain employed 
in the academic organization? 

3. Methods 

A cross-sectional survey design was used. A faculty member was included if 
she/he met the following inclusion criteria: a) a registered nurse (RN); b) em-
ployed by a college or university nursing program in the Province of Ontario, 
Canada; c) currently employed on a part-time basis; d) has taught or will teach 
RN students or registered practical nursing (RPN) students within the past year 
or over the next year, and; e) agreed to be contacted for research inclusion pur-
poses. Faculty were excluded if a) they were not an RN (e.g., registered practical 
nurse); b) they were contractually employed on a full-time basis, and; c) they 
were primarily employed as an administrator (e.g., dean or director). A self-  
report questionnaire was mailed to the home of all eligible nurse faculty. Eligible 
participants were contacted up to five times over a 10-week period following 
methods proposed by [20]. 

Three full-time nurse faculty members at the academic organization where the 
primary investigator was affiliated agreed to participate in a pilot feasibility test. 
Minor changes were made to improve clarity of instructions and questionnaire 
format. The questionnaire consisted of 14 valid and reliable scales and specific 
individual questions about ITR, demographics, work rewards, and external ca-
reer opportunities. 

Confirmatory factor analysis was conducted to assess scale validity using 
SEM software AMOS version 18. Factor loadings were estimated using maxi-
mum likelihood estimation. Model fit was examined by assessing the model as 
a whole as indicated by the chi-square test, its p-value, and goodness-of-fit in-
dices [21]. 
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Figure 1. Hypothesized model of part-time nurse faculty intent to remain employed in the academic setting. 

 
Correlation analysis and multiple linear regression were used to test relation-

ships between hypothesized predictors and part-time nurse faculty ITR. Based 
on theory and previous findings, it was assumed that some independent va-
riables are related to each other. Independent variables were entered simulta-
neously to identify how much unique variance in ITR each of the independent 
variables explains. In standard multiple regression, the portion of correlated va-
riables that contributes to the variance in ITR is not assigned to any one inde-
pendent variable. Therefore, independent variables that were highly correlated 
with ITR and other independent variables may appear unimportant. For this 
reason, both the full correlation and the unique contribution of each indepen-
dent variable were considered in interpretation. 

Ethics approval was obtained from the University of Toronto Health Sciences 
Research Ethics Board. 

4. Findings 

According to the College of Nurses of Ontario, the registering body for RNs, 
RPNs, and nurse practionners in Ontario, Canada, 282 part-time nurse faculty in 
Ontario fit the inclusion criteria based on those registered in 2011. Pre-notice 
letters were mailed to the home address of eligible part-time faculty. One pre- 
notice letter was returned indicating an incorrect mailing address. Two ques-
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EMPLOYED

WORKPLACE CHARACTERISTICS

Leadership Characteristics
Leader Support (+)

Organizational Characteristics
Professional Growth Opportunities (+)

Recognition (+)
Distributive Justice (+)
Procedural Justice (+)

Work Rewards (+)

Work Group Characteristics
Co-worker Support (+)

Job Characteristics
Workload (-)

Resource Adequacy (+)

Role Characteristics
Role Ambiguity (-)

Role Conflict (-)
Autonomy (+)

NURSE FACULTY RESPONSE

Job Satisfaction (+)
Organizational Commitment (+)

Burnout (-)

NURSE FACULTY CHARACTERISTICS

Age (+)
Organizational Tenure (+)

Graduate-level Education (-)

EXTERNAL CHARACTERISTICS

External Career Opportunities (-)
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tionnaires were undeliverable. Twenty-nine responders were ineligible. A total of 
125 part-time nurse faculty who met the inclusion criteria completed the ques-
tionnaire for a response rate of 50%. Data from six responders were deleted from 
further analysis because of a high percentage of missing data. The final response 
rate was 47.6%. 

4.1. Data Quality 

Data were coded and entered into SPSS 20 computer software. Normality, li-
nearity, multicollinearity, and homoscedasticity assumptions were examined. 
Scatter plots of independent and dependent variables showed that age func-
tioned curvilinearly. Therefore, age-squared was included as a predictor in re-
gression analyses. Items included in inferential analysis with missing scores were 
not excessive [22] and ranged from 0.8% (n = 1) to 5.0% (n = 6). Missing values 
in demographic variables were imputed using pattern matching. For the inde-
pendent variables, the missing completely at random (MCAR) assumption was 
examined using [23]’s MCAR test; missing data were missing completely at 
random (χ2 = 1786, df = 1906, p = 0.98). Assessment of multicollinearity began 
with examining the correlations between all independent variables. Correlations 
ranged from <0.001 to 0.74. The correlation of 0.74 between distributive justice 
and work rewards suggested collinearity. However, all variance inflation factor 
statistics of the independent variables were less than 10.0, ranging from 1.16 to 
2.99 [24]. Therefore, there was no evidence that the assumption of multicolli-
nearity was violated. 

4.2. Sample Characteristics 

All participants were female. The average age of the sample was 53.4 years (SD = 
11.49). The majority of the sample had a nursing baccalaureate degree (45.4%) as 
their highest level of RN education. Almost one third had a Master of Nursing 
degree (31.9%) as their highest nursing education credentials. Almost 20% had a 
nursing diploma and two participants had a PhD in nursing (<1%). Part-time 
nurse faculty worked as teachers (81.5%) and professors (17.6%). Participants 
had an average of 9.6 years in their current organization (range = 1.5 - 40.0). 

The majority of the sample worked 0.50 full-time equivalents (FTE) or less; 
27.7% worked between 0.31 and 0.50 FTEs and 26.9% worked 0.30 FTEs or less. 
Almost 17% worked between 0.51 and 0.75 FTEs, and the remaining 18.5% 
worked 0.76 or more FTEs, 10 of which said they worked the equivalent hours of 
1.0 FTE. Participants that reported working 1.0 FTE may have been referring to 
the number of hours that they put into their job, rather than the number of 
hours that they were hired to work. 

The majority of participants (56.3%) reported that they would not prefer a 
full-time position if available; 36% would choose a full-time position if available, 
and 7.7% were unsure. There was an almost even split between place of work— 
45.4% worked in a university setting and 47.9% work in a college setting. Eight 
individuals worked in both a college and university. These individuals were re-
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ferring to their employment in a collaborative nursing program, in which nurs-
ing education is jointly delivered by college and university partners with the 
university partner maintaining authority to issue baccalaureate nursing degrees 
[25]. Descriptive statistics for predictor variables are summarized in Table 1. 

4.3. Measurement Findings 

Each construct measured with an established instrument was assessed for validi-
ty and reliability. Findings are summarized in Table 2. With some exceptions, 
the instruments had sound psychometric properties.  

When examining construct validity, the hypothesized models purported to 
measure the following constructs did not fit the data well: role conflict, pro-  
 
Table 1. Descriptive statistics for predictor variables. 

Variable Range Mean* (SD) or Proportion (%) 

Intent to remain employed for 2 years 1 - 100 76.17 (31.33) 

Age (in years) 30 - 76 53.40 (11.49) 

Organizational Tenure (in years) 1.5 - 40 9.56 (8.01) 

Graduate-level Education 
Baccalaureate 
Diploma 
Master’s 
PhD 

 
– 
– 
– 
– 

 
45.4 
19.8 
31.9 
<1 

Workload 1 - 100 53.97 (24.95) 

Resource Adequacy 1 - 100 48.25 (20.60) 

Autonomy 1 - 100 72.98 (22.99) 

Role Ambiguity 1 - 100 36.36 (23.27) 

Role Conflict 1 - 100 46.16 (23.27) 

Leader Support 1 - 100 69.46 (27.17) 

Co-worker Support 1 - 100 70.28 (24.33) 

Professional Growth Opportunities 1 - 100 55.50 (23.55) 

Recognition 1 - 100 56.26 (25.63) 

Distributive Justice 1 - 100 43.72 (24.86) 

Procedural Justice 1 - 100 48.92 (20.23) 

Work Rewards 1 - 100 43.77 (31.03) 

External Career Opportunities 1 - 100 59.89 (30.24) 

Burnout 
Low EE** ≤ 13 
Average EE = 14 - 23 
High EE ≥ 24 

1 - 24 12.82 (1.36) 

Organizational Commitment 1 - 100 65.87 (22.97) 

Job Satisfaction 1 - 100 75.49 (25.73) 

Note: *all variables standardized out of 100 except age, organizational tenure, graduate-level education, and 
burnout. **emotional exhaustion. 
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Table 2. Validity and reliability findings for predictor variables. 

 Confirmatory Factor Analysis Cronbach’s 
α Predictor 

 
Modification Factor 

 
χ2(df) 

 
SRMR GFI CFI TLI RMSEA 

  
 

Evaluation 

Workload - 0.57 - 0.79 0.002 (1) 
 

0.001 1.00 1.00 1.00 0.12 (0.00 - 0.00) 
 

Adequate 
 

0.69 

Resource 
Adequacy 

Item  
removed 

0.37 - 0.87 
4.25 (2) 
(0.12) 

0.005 0.98 0.97 0.90 
0.09 (0.00 - 0.23) 

(0.20) 
Adequate 

fit 
0.66 

Role  
Ambiguity 

- 0.44 - 0.82 
14.81 (9) 

(0.10) 
0.04 0.96 0.98 0.97 

0.07 (0.00 - 0.14) 
(0.25) 

Good fit 0.86 

Role Conflict 
Correlated 

errors 
0.48 - 0.79 

28.96 (18) 
(0.05) 

0.05 0.95 0.97 0.96 
0.07 (0.01 - 0.12) 

(0.21) 
Good fit 0.86 

Autonomy - 0.88 - 0.97 
0.02 (1) 
(0.90) 

0.001 1.00 1.00 1.00 
0.11 (0.00 - 0.11) 

(0.91) 
Adequate 

fit 
0.95 

Leader  
Support 

- 0.73 - 0.87 
14.52 (8) 

(0.07) 
0.03 0.96 0.98 0.97 

0.08 (0.00 - 0.15) 
(0.19) 

Good fit 

0.85 

Co-worker 
Support 

- 0.79 - 0.80 0.86 

Professional 
Growth  

Opportunities 

Correlated 
errors 

0.45 - 0.94 
2.81 (1) 
(0.09) 

0.03 0.99 0.99 0.92 
0.12 (0.00 - 0.31) 

(0.14) 
Adequate 

fit 
0.77 

Recognition 
Correlated 

errors 
0.78 - 0.92 

1.17 (1) 
(0.28) 

0.01 0.99 1.00 0.99 
0.04 (0.00 - 0.25) 

(0.35) 
Good fit 0.91 

Distributive 
Justice 

Correlated 
errors 

0.83 - 0.96 
13.59 (7) 

(0.06) 
0.02 0.97 0.99 0.98 

0.08 (0.00 - 0.16) 
(0.16) 

Good fit 0.96 

Procedural 
Justice 

Correlated 
errors 

0.61 - 0.94 
0.29 (1) 
(0.59) 

0.005 0.99 1.00 1.00 
0.00 (0.00 - 0.19) 

(0.64) 
Good fit 0.87 

Burnout 
Correlated 

errors 
0.62 - 0.93 

24.41 (15) 
(0.06) 

0.03 0.95 0.99 0.98 
0.07 (0.00 - 0.12) 

(0.22) 
Good fit 0.93 

Organizational 
Commitment 

Correlated 
errors 

0.39 - 0.90 
31.92 (23) 

(0.10) 
0.03 0.95 0.99 0.98 

0.06 (0.00 - 0.10) 
(0.40) 

Good fit 0.93 

Job Satisfaction 
 

- 0.71 - 0.96 0.84 (1) 
 

0.014 0.99 1.00 1.00 0.00 (0.00 - 0.24) 
 

Good fit 0.88 

 
fessional growth opportunities, recognition, distributive justice, procedural justice, 
burnout, and organizational commitment. Once revised by correlating errors or in 
one case, removing an item, the models adequately reflected the corresponding con-
struct [26]. Measurement reliability was assessed with Cronbach’s alpha. A reliability 
coefficient of 0.70 or higher is considered acceptable [27]. The Workload Index and 
the Resource Adequacy sub-scale did not meet the recommended internal consis-
tency threshold of 0.70 with Cronbach’s alphas of 0.69 and 0.66, respectively. 

4.4. Correlation Results 

Correlation analyses were conducted to examine relationships among the de-
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pendent variable, ITR 2 years and the hypothesized independent variables. Six of 
the 20 independent variables were statistically significantly correlated with ITR 
at the 0.10 alpha level. The negative correlation between age and ITR indicated 
that the older the part-time nurse faculty, the lower the level of ITR (r = −0.16, p 
= 0.08). Positive correlations between ITR and leader support (r = 0.21, p = 
0.02), recognition (r = 0.23, p = 0.01), procedural justice (r = 0.17, p = 0.07), ex-
ternal career opportunities (r = 0.21, p = 0.02), and job satisfaction (r = 0.29, p = 
0.001) indicated that leader behaviours perceived to be supportive, formal and 
informal recognition practices, fairness in procedural activities, the availability 
of faculty positions outside of the employing organization, and overall satisfac-
tion were associated with higher levels of ITR. 

4.5. Multiple Regression Results 

Standard multiple regression analysis of the 20 predictor variables produced a 
statistically significant regression model: R2 = 0.30, F (20, 98) = 2.08, p = 0.01, 
adjusted R2 = 0.16. Five variables were found to be statistically significant pre-
dictors of ITR at the 0.10 alpha level: age, age-squared, organizational tenure, 
external career opportunities, and job satisfaction. Together, these variables pre-
dicted 22% of variance in ITR 2 years. 

Examination of beta coefficients and R2 of several regression models suggested 
the presence of suppressor variables. A suppressor variable “increases the pre-
dictive validity of another variable (or set of variables) by its inclusion in a re-
gression equation” [28]. This variable is a suppressor only for those variables 
whose regression weights are increased [28]. Age and organizational tenure were 
reciprocal suppressors in explaining ITR. Although these variables correlated 
positively with each other (r = 0.41, p < 0.001), they correlated with ITR in the 
opposite direction. When age and organizational tenure were included in regres-
sion analyses one at a time as predictors of ITR, the effect of age on ITR was 
weak (β = −0.18, p = 0.08) but increased in magnitude and became increasingly 
significant when organizational tenure was added to the equation (β = −0.28, p = 
0.008). For this regression model, variance explained increased from 11% to 16% 
[R2 = 0.25, adjusted R2 = 0.11, F (19, 99) = 1.77, p = 0.04 and R2 = 0.30, adjusted 
R2 = 0.16, F (20, 98) = 2.07, p = 0.01, respectively]. Similarly, when age was not 
included in the equation predicting ITR, the regression coefficient with organi-
zational tenure was relatively weak and nonsignificant (β = 0.14, p = 0.14). 
When age was included in the regression equation, the regression coefficient in-
creased in magnitude and became statistically significant (β = 0.25, p = 0.02). 
The explained variance of this model increased from 10% to 16% [R2 = 0.25, ad-
justed R2 = 0.10, F (19, 99) = 1.70, p = 0.05]. These analyses suggest that age and 
organizational tenure had a mutual reciprocal suppression effect. Multiple re-
gression findings are summarized in Table 3. 

4.6. Mediation Analyses 

Mediation analyses were conducted to gain a better understanding of the associ- 
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Table 3. Summary of standard multiple regression results. 

Variable b SE β t p 

Age −0.05 0.017 −0.28 −2.69 0.008 

Age2 −0.003 0.001 −0.23 −2.41 0.02 

Organizational Tenure 0.06 0.024 0.25 2.48 0.02 

Graduate-level Education −0.03 0.372 −0.006 −0.07 0.95 

Workload −0.15 0.256 −0.07 −0.60 0.55 

Resource Adequacy −0.21 0.293 −0.08 −0.71 0.48 

Role Ambiguity −0.12 0.198 −0.06 −0.60 0.55 

Role Conflict 0.25 0.207 0.16 1.19 0.24 

Autonomy 0.01 0.139 0.008 0.08 0.94 

Leader Support 0.06 0.289 0.03 0.20 0.84 

Co-worker Support −0.29 0.276 −0.12 −1.06 0.29 

Professional Growth Opportunities −0.13 0.169 −0.09 −0.74 0.46 

Recognition 0.37 0.240 0.20 1.55 0.12 

Distributive Justice −0.12 0.277 −0.07 −0.45 0.66 

Procedural Justice 0.43 0.291 0.18 1.46 0.15 

Work Rewards 0.03 0.135 0.03 0.25 0.80 

External Career Opportunities 0.17 0.094 0.16 1.77 0.08 

Burnout 0.26 0.192 0.18 1.35 0.18 

Organizational Commitment −0.10 0.193 −0.06 −0.50 0.62 

Job Satisfaction 0.64 0.220 0.41 2.91 0.005 

Note: n = 119. b = unstandardized regression coefficient. SE = standard error. β = standardized regression coefficient. 

 
ations between predictors and ITR and the unique contribution of sets of pre-
dictors in the explanation of ITR. Significant correlations and nonsignificant re-
gression coefficients suggested that job satisfaction mediated the association be-
tween leader support, recognition, and procedural justice and ITR. The statisti-
cally significant standardized regression coefficient between leader support and 
ITR (β = 0.21, p = 0.02) decreased and became nonsignificant when controlling 
for job satisfaction (β = 0.10, p = 0.34). The other conditions of mediation were 
also met: leader support was a significant predictor of job satisfaction (β = 0.45, 
p < 0.001), and job satisfaction was a significant predictor of ITR while control-
ling for leader support (β = 0.25, p = 0.01). Similarly, when controlling for job 
satisfaction, the significant coefficient between recognition and ITR (β = 0.23, p 
= 0.01) became nonsignificant when controlling for job satisfaction (β = 0.12, p 
= 0.23). The other conditions of mediation were also met: recognition was a sig-
nificant predictor of job satisfaction (β = 0.47, p < 0.001), and job satisfaction 
was a significant predictor of ITR when controlling for recognition (β = 0.24, p = 
0.02). Mediation analyses show that the relationship between procedural justice 
and ITR was mediated by job satisfaction. Controlling for job satisfaction, the 
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significant coefficient between procedural justice and ITR (β = 0.17, p = 0.08) 
became nonsignificant (β = 0.07, p = 0.48) suggesting a fully mediated relation-
ship. The other conditions of mediation were met: procedural justice predicted 
job satisfaction (β = 0.37, p < 0.001) and job satisfaction predicted ITR when 
controlling for procedural justice (β = 0.27, p = 0.005). Study findings suggest 
the revised model illustrated in Figure 2. Age, organizational tenure, and exter-
nal career opportunities directly impact ITR. Leader support, recognition, and 
procedural justice are the stimuli that part-time nurse faculty evaluate, influen-
cing job satisfaction and, in turn, impacting their level of ITR in the academic 
organization. 

5. Discussion 

The purpose of this research was to develop, test, and refine a theoretical model 
of the determinants of part-time nurse faculty intent to remain employed in the 
academic organization. Findings are discussed in terms of four key areas of 
findings: the effect of age and organizational tenure; the effect of external career 
opportunities; the effect of job satisfaction, and; the effect of leadership. 

5.1. Effect of Age and Organizational Tenure on Intent to Remain  
Employed 

The older the part-time nurse faculty, the lower her/his level of ITR in the aca-
demic organization. These linear and curvilinear relationships indicate that as 
part-time nurse faculty get older, the level of ITR declines more sharply. This 
isn’t surprising as the older one becomes, the closer to retirement, thus intention 
to remain in the job likely lessens. In the nursing profession, this is a particularly 
significant problem as part-time nurse faculty is on average, older than the nurse 
population [1]. 

The longer part-time nurse faculty works in the same organization, the higher 
their level of ITR. Study findings are similar to previous research [15] [29]. It is 
believed that increased years of employment results in higher levels of ITR be-
cause the longer one remains in an organization, the more investments made by 
nurse faculty within the organization. Part-time nurse faculty who have worked 
in one institution for an extended period of time have developed supportive and 
meaningful relationships with colleagues and supervisors and have accrued work 
rewards (e.g., salary increases, promotions, accolades). In addition, age and or-
ganizational tenure enhance each other’s association with ITR. Examining the 
correlation coefficient between organizational tenure and ITR alone may lead to 
the conclusion that it is not a meaningful predictor of nurse faculty ITR. How-
ever, its inclusion in further analysis, along with its reciprocal suppressor, age, 
enhances the strength of their relationship with ITR. Further examination shows 
that the positive relationship between age and organizational tenure means that 
as part-time nurse faculty get older, the number of years employed in the organ-
ization increases. While these predictors are positively correlated, their effects on 
ITR are opposite. ITR increases the longer part-time nurse faculty work in the  
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Figure 2. Revised theoretical model of part-time nurse faculty intent to remain employed in the academic setting. 

 
same organization but decreases when age increases. This is the first known 
study of nurse faculty ITR to find a reciprocal suppression effect between age 
and organizational tenure. 

5.2. Effect of External Career Opportunities on Intent to Remain  
Employed 

The more perceived opportunities external to the organization, the higher the 
level of part-time nurse faculty ITR. This finding is in contrast to previous re-
search. [6] [18] [30] found that nurse faculty, instructional faculty of different 
disciplines, and acute care nurses, respectively, had lower levels of ITR if job 
opportunities external to their current organization were available. The differ-
ence between this study’s findings and previous work may be related to the con-
ditions of part-time nurse faculty jobs. In areas where faculty jobs offer similar 
compensation packages and work environments, part-time faculty may not be 
willing to change jobs as the benefits of staying outweigh the costs of leaving. 
Comparisons between the current job and external positions may lead to the 
conclusion that the current position better meets personal needs and expecta-
tions which in turn increases ITR. Alternatively, part-time jobs may be unavaila-
ble. Many part-time faculty chose to work part-time, therefore, the more job 
opportunities, many of which are full-time, the higher the level of ITR in the 
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current part-time position. 

5.3. Effect of Job Satisfaction on Intent to Remain Employed 

Study findings support a large and growing body of literature that establishes the 
importance of job satisfaction and its influence on ITR [16] [17] [18] [31]-[44]. 
In this study, job satisfaction was the strongest predictor of part-time nurse fa-
culty ITR, similar to previous research [44] [45] [46]. The more satisfied the 
part-time nurse faculty is with the job, the higher the level of ITR. Job satisfac-
tion has been found to mediate work environment characteristics, leader sup-
port, recognition, procedural justice, and ITR. This is consistent with theory and 
research [6] [10] [13] [18] [37] [40] [47]-[52]. 

5.4. Effect of Leadership on Intent to Remain Employed 

Research into the effects of leadership behaviour on employees’ intentions and 
behaviours to stay or leave their job is considerable [6] [15] [16] [37] [53] [54]. 
Consistent with the research, study results indicate that leaders who foster open, 
helpful, and positive relationships with their part-time nurse faculty enhance 
part-time faculty’s ITR. This relationship was mediated by job satisfaction. 
Leader behaviours perceived as supportive produce higher levels of job satisfac-
tion, which in turn, increase the level of ITR. Similarly, [16] found that nurse 
faculty’s perceptions of administrator’s support for faculty impacted faculty sa-
tisfaction with work and ITR. In several studies, it was found that supportive 
leader behaviours enhance job satisfaction [31] [32] [35] [37] [38] [42] [53] [55] 
[56] [57]. 

5.5. Effect of Recognition on Intent to Remain Employed 

Acknowledging part-time nurse faculty’s work-related performances or accom-
plishments leads to high levels of ITR. This relationship was mediated by job sa-
tisfaction. Part-time nurse faculty who are recognized for their efforts and per-
formance are more satisfied with their job, in turn, increasing ITR. Research 
supports the finding of a significant relationship between recognition and ITR 
[15] [30] [58]. It should be noted that these studies did not examine a causal or-
der in which higher levels of perceived recognition enhances ITR through job 
satisfaction, which is suggested by this study’s findings. Similar to this study, 
[58] found positive correlations between ITR and two kinds of recognition— 
recognition for outstanding performance and recognition for achievements. [15] 
took a different approach in measuring recognition. Their use of one item to as-
sess satisfaction with recognition combines the two constructs. As a result, 
nurses evaluated the state of recognition and their satisfaction with it simulta-
neously. [15]’s finding may support the theory that job satisfaction is the result 
of one’s evaluation of the work environment, supporting the causal order that 
recognition impacts job satisfaction, which predicts ITR. Study findings also 
support theoretical frameworks of nurse ITR. For instance, [59] hypothesized 
that praise and recognition affects clinical nurses’ ITR, mediated by job satisfac-
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tion. 

5.6. Effect of Procedural Justice on Intent to Remain Employed 

Study findings suggest that when part-time nurse faculty perceives fairness is 
used in policy and procedural decisions, they have an increased ITR in their 
academic job. Similar to leader support and recognition, the relationship be-
tween procedural justices and ITR is indirect, mediated by job satisfaction. 
Therefore, higher levels of perceived procedural justice enhance feelings of job 
satisfaction, in turn, increasing the level ITR. Consistent with this study’s find-
ings, [60] found that levels of procedural justice in a sample of accounting facul-
ty, predicted ITR. In contrast, [16] did not find that perceived equity and fair-
ness of the promotion and tenure process predicted satisfaction with work and 
ITR. Differences in findings may be due to differences in the measurement of 
procedural justice. In general, scholars contend that employees focus on the idea 
of fairness expressed by the organization [60]. Fair organizational practices 
communicate to employees that they are valued members of the organization.  

6. Study Limitations 

The sample size of 119 part-time nurse faculty is small relative to the number of 
variables [61] which limits generalizability of findings. The Workload Index and 
the School-Level Environment Questionnaire used to measure workload and re-
source adequacy, respectively, had lower than desired reliability [27] perhaps 
preventing detection of relationships. It can be argued, however, that a relation-
ship between these work environment factors and ITR do not exist. Correlation 
analysis shows that the relationship between workload and ITR, and resource 
adequacy and ITR are very weak and nonsignificant (r = −0.11, p = 0.24 and r = 
0.006, p = 0.94, respectively). Furthermore, setting the level of significance to an 
alpha of 0.10 increases the odds of finding a true relationship in the population 
yet did not result in significant relationships. 

Study findings suggest the presence of relationships between ITR and several 
variables. However, the cross-sectional approach to examining the hypothesized 
causal model does not confirm causality of hypothesized predictors of ITR. Fur-
ther research that meets the conditions of causality are needed to strengthen 
claims of predictors of part-time nurse faculty ITR. 

7. Study Implications 

Deans and directors of schools of nursing are important for influencing part- 
time nurse faculty job satisfaction and ITR. Recognizing and acknowledging 
part-time nurse faculty for their achievements and performances demonstrates 
that the leader appreciates the employee’s efforts and accomplishments thus 
contributing to job satisfaction. Recognition may be especially vital for part-time 
nurse faculty as they are not as engaged in daily organizational activities and re-
lationships with colleagues and management because of working fewer hours. 
This relative detachment from their employer could lead to feelings of isolation 
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and dissatisfaction without consistent and positive acknowledgement of efforts. 
Part-time nurse faculty evaluate the degree of fairness displayed by their lead-

ers in decision-making during organizational procedures which affects the em-
ployee’s job satisfaction. Unlike distributive justice, procedural justice is about 
fairness not outcomes (e.g., pay, performance evaluations, promotions), sug-
gesting that a fair process has a symbolic aspect not related to outcomes [60]. 
The use of fair procedures may convey to part-time nurse faculty that they are 
considered esteemed expert nurses whose background, experiences, and perso-
nality fit well in the nursing school. Establishing and implementing fair and con-
sistent decision-making procedures may be more important to part-time nurse 
faculty who are not as involved in or aware of daily organizational activities. 
Deans and directors can cultivate procedural justice by providing fair interper-
sonal treatment of employees and by being transparent about organizational de-
cisions [62]. 

One challenge that deans and directors may face is the reality that part-time 
nurse faculty have reduced number of hours at work. Less time at work reduces 
the face-time between a leader and the employee which can limit relationship- 
building, opportunities for support or praise and recognition. Part-time nurse 
faculty is not likely as involved in departmental operations and procedures as are 
full-time nurse faculty. Increasing face-to-face contact with part-time faculty 
may not be possible. Therefore deans and directors should consider other ways 
to show their support, provide meaningful recognition, implement fair proce-
dures, influence job satisfaction, and ultimately, intent to remain employed. Ac-
tivities may include: 
• Establish regular contact (e.g., bi-weekly) with part-time nurse faculty via 

email or phone apart from regular emails/phone calls about departmental 
operations; 

• Create a monthly forum for part-time staff and the leader to meet face- 
to-face. The purpose may be for the leader to provide an update of the opera-
tions, praise reports, opportunities in the department (e.g., research, training, 
conferences, etc.), and for part-time faculty to address concerns and provide 
feedback. Remote online access (e.g., Skype) should be available for part-time 
faculty to participate; 

• Develop a departmental orientation for newly-hired part-time staff. In addi-
tion to the usual information provided (e.g., benefits, resources available), in-
clude detailed information about procedures such as performance evaluation, 
curriculum development, and professional development opportunities. 

Part-time nurse faculty also play an important role in the quality of the leader- 
employee relationship. Their degree of involvement in organizational life may 
contribute to feelings of disconnect from daily operations, colleagues, and work 
culture. Therefore, it is important for part-time nurse faculty to communicate 
their expectations of the leader and procedures that may affect their role (e.g., 
performance evaluations, course assignment, and curriculum development). 
Recognition, whether formal or informal, serves as a compass for part- time 



E. M. Ferron, A. E. Tourangeau 
 

217 

nurse faculty as it provides concrete information about the degree to which her/ 
his efforts align with the leader’s and departmental expectations. The important 
point is that part-time nurse faculty can initiate dialogue with their leader rather 
than always expecting their leader to initiate the conversation. 

8. Future Research 

Four areas of future research are suggested. First, the revised model can be tested 
using SEM. The causal model has the characteristics appropriate for the SEM 
approach (i.e., direct and indirect effects, and causal sequences amongst con-
structs). Second, should researchers choose to examine relationships between 
constructs from the original model and ITR, the workload and resource ade-
quacy instruments should be improved. Results from confirmatory factor analy-
sis indicate that not all aspects of particular study constructs (i.e., role conflict, 
professional growth opportunities, recognition, distributive justice, procedural 
justice, burnout, and organizational commitment) are being captured by the in-
struments. Improving the measurement of these constructs may increase the 
percentage of explained variance in ITR. Third, a longitudinal study should be 
conducted to test the hypothesized causal relationships found in this study to 
provide stronger evidence of the causal ordering of constructs [50]. Fourth, re-
search using an interventional quasi-experimental design may provide more 
practical and concrete evidence for nursing administration. 

9. Conclusions 

This study provides new knowledge about the determinants of part-time nurse 
faculty intent to remain employed in academia. However, there is more to learn 
about this population of faculty. The number of variables that were found to be 
non-significant suggests that the ITR phenomena specific to part-time nurse fa-
culty are complex requiring new research. The study of work motivation is one 
potential area. Part-time nurse faculty may be intrinsically motivated and seek 
enjoyment, interest, self-expression, satisfaction of curiosity, or personal chal-
lenge in their work [63]. Some work has been done in this area [64]. 

We have new insights into a relatively unexamined challenge that is useful for 
leadership in nursing college and university programs. Part-time nurse faculty 
are an important part of the nursing education system. It is important that quali-
fied part-time nurse faculty are retained to help manage the current and pre-
dicted shortages of nurses. This study provides some answers about the factors 
that can encourage part-time nurse faculty to remain in the education system. 
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