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Abstract: The shortage of nursing faculty around the world is known to have an adverse
effect on the quality of nursing education and the number of qualified nursing graduates.
This is particularly alarming when globally, there is a shortage of millions of nurses in
practice. Measuring the intent of nursing faculty to stay within academic settings is crucial
in many countries to determine the state of the academic workforce and to strategize
to address the issues. This cross-sectional study aimed to identify the predictors of intent
to stay among 330 nursing faculty members randomly selected from 50 nursing and
midwifery training schools in Myanmar, where nursing research is still in its infancy.
The research instruments used were a demographic data form, Price’s Intent to Stay
Scale, the Global Leadership Scale, the Work Autonomy Scale, the Workload Scale, the
Faculty Stress Index, the Job Satisfaction Scale, and the Organizational Commitment
Questionnaire. Data were analyzed using descriptive statistics, biserial correlation, and
binary logistic regression analysis.

The findings revealed that 68.5% of nursing faculty members reported a high intent
to stay in their schools. Transformational leadership, workload, job stress, and organizational
commitment were significant predictors of intent to stay, accounting for 39.2% of the
variance. Job stress had the strongest negative effect on the intent to stay. Nursing faculty
administrators, nursing and health leaders, and health policymakers can utilize the results
of this study as baseline information to create effective strategies to improve transformational
leadership, reduce workload and job stress, and promote organizational commitment
among nursing faculty members to remain in academia.
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Introduction

The nursing faculty shortage is a critical concern
worldwide. During this time of transformative change
in healthcare, more nursing graduates are needed from
the profession’s educational programs, and the nursing
faculty shortfall has worsened." The overall number
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of nurse graduates needs to increase by an average of
89 annually to address the nursing shortfalls by 2030
in all nations.” It is clear that more faculty members
will be needed for the production of new nurses to
keep up with the projected growth of nurses.’ The
American Association of Colleges of Nursing revealed
about 1,492 faculty vacancies in 2020,*and 52.1%
of schools with vacant full-time positions.” In the
United States, overall, there was a 7.29% vacancy rate
for nursing faculty members, and the majority of the
vacancies (89.7%) were for academic positions that
required or preferred a doctoral degree."® A state-level
survey of New Hampshire identified that 65% (1= 49)
of nursing faculty members were over 50 years of
age, and it is anticipated that the shortfall will worsen
over the next ten years as senior faculty members take
retirement.” The nursing faculty shortage is also high
in Myanmar, the site of this study, with a reported
28% faculty vacancy in nursing and midwifery
training schools (NMTS) across the country during
the 2019-2020 academic year.® In Myanmar, this
persistent nursing faculty shortage in educational
settings is predicted to rise over the coming years.’
Shortages of nursing faculty directly impact
the capacity of novice nurses to deliver high—quality
care since they are vital in training and supervising
students to develop their body of knowledge, skills,
and attitudes toward nursing practice.'® Such a shortage
also has the consequence of restricting student
enrolment, which reduces the number of graduates.'
The ability for research to be conducted will also be
reduced due to a decline in the number of researchers and
the retirement of senior faculty members in Myanmar®
and internationally.” Professional leaders’ abilities to
influence health policy at the regional and international
levels will be hampered by the shortfall of nursing
faculty members as well.'" The unfavorable effects of
the nursing faculty shortage have been delineated;
however, the factors determining faculty willingness
to stay on the job are still unclear and inconsistently

. . 12 . e
reported in nursing research. - The significance of
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nursing faculty members’ intent to stay in the academy
must therefore be taken into consideration to tackle
the faculty scarcity that is contributing to an inadequate
nursing workforce.

Literature Review and Conceptual
Framework

At a time when faculty shortages are a global
issue, the scarcity of nursing faculty members has
been felt in Myanmar, with unfavorable effects on the
nursing educational landscape. Under the Myanmar
Ministry of Health, and the Department of Human
Resources for Health (DHRH), there are two universities
of nursing (UONs) running four-year baccalaureate
(and above) nursing programs. In addition, 27 nursing
training schools (NTS) are responsible for three—year
nursing and midwifery diploma programs, 23 midwifery
training schools (MTS) are responsible for two-year
midwifery diploma programs, and another three nursing-
related training schools are responsible for domiciliary,
field, and community practice.® The production rate
of all NMTS is ten times higher than the UONs, which
produce only around 200-400 nurses per year.'®
However, there is still a high demand for nurses in
clinical settings, and the present nurse-population
ratio is less than 10 per 10,000 people in Myanmar.®

According to the organizational structure of
the NMTS, there are four levels of academic positions
among nursing faculty members based on seniority:
1) instructors in entry-level positions and 2) tutors
in senior academic positions: both of them are mainly
responsible for instructing in the classroom and teaching
bedside in the clinic; 3) principals (administrative/
academic) in second-in-charge positions of NMTS;
and 4) head principals in the chief positions and
primarily responsible for school administration."® As
reported by the head principals, the current nursing
faculty members-student ratio is 1:20 in clinics and

1:80 in classroom teaching,® instead of 1:10 and
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1:40, which is the accreditation standard of the
Myanmar Nurse and Midwife Council.'* As a result,
the faculty workload is quite high."® In addition, the
nursing faculty shortage is prominent, with a 289 post
vacancy at 50 NMTS and with the UONs of Mandalay
and Yangon at 18% and 11%, respectively.® These
data reveal that the turnover rate in NMTS is notably
high nowadays."® Based on exit interview reports (in
Burmese), most of the job leavers mentioned they felt
tired and low-spirited with work overload and a low
salary in nursing compared with other professions. "
To get extra income, taking on another job, such as
clinical nursing, is not possible for nursing faculty
members because there are few part-time job opportunities
in Myanmar’s private nursing institutions.’ Therefore,
it is a national concern to encourage nursing faculty
members to continue working in their valuable positions
for as long as possible.

In this challenging contemporary era, the intent
to stay (ITS) is a vital concept due to its linkage with
employee retention.'” ITS is described as the perception
to continue working as a faculty member in an institution.'®
In this study, it was defined as a nursing faculty member’s
intention to remain with the NMTS. Although the
literature indicates that the nursing faculty shortage is
a major concern and faculty retention is imperative in
academia, there have been a few studies focusing on
nursing faculty members’ ITS and its predictors.
Based on empirical research studies, the prominent
predictors of ITS included managerial factors, such

9

as transformational leadership,'® work factors, for

example, job autonomy,'® organizational factors, for

20,21 - q. - 20
individual factors, such as age,

12,20

instance, workload,
and other factors, such as job stress, "2 job satisfaction,

N . 12,22
and organizational commitment.

Most of the existing
literature regarding ITS focuses on specific factors
using different measurements, and research results
have been inconsistent. Nevertheless, a comprehensive
study including these predicting factors and ITS has
not been conducted among nursing faculty members

locally and internationally.
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According to the conceptual model of ITS by
Boyle et al.*® nurses’ ITS is related to four sets of
predictor variables: 1) manager characteristics, 2)
work characteristics, 3) organizational characteristics,
and 4) nurse characteristics. These variables influence
the outcome variable of ITS via three intervening
variables of job stress, job satisfaction, and organizational
commitment. Boyle et al.’s model could account for
129 of the variance in ITS by manager characteristics
alone, and 52% by the overall model. Further, the
underlying idea of the model enables the synthesis of
ITS-related research and practice. This model,
therefore, can provide a comprehensive explanation
of ITS phenomena and has been widely utilized as the
theoretical basis for numerous investigations in
countries as diverse as Canada and Thailand."® **

Regarding manager characteristics, transformational
leadership is related to ITS because the leader supports
faculty members and encourages them to stay in
their jobs."® Transformational leadership refers to an
individual’s perception of their leader’s behaviors
and consists of vision, staff development, supportive
leadership, empowerment, innovation, leading by
example, and charisma.” It has been shown that ITS
has a favorable relationship with transformational
leadership.'® Concerning work characteristics, job
autonomy is an important factor in the healthcare
setting and was found to be related to ITS.*® Job
autonomy refers to the degree to which an individual
is given freedom and discretion in carrying out a task.”>’
Reviewing the literature, nursing faculty members’
ITS had a positive correlation with job autonomy."®
Regarding organizational characteristics, the workload
is one of the main issues for nursing faculty members’
ITS.” Workload refers to the amount of effort required
by a job.?® Workload negatively correlated with ITS

. . . 20,21
in previous studies.

Concerning nurse characteristics,
age is also considered one predicting factor of ITS
among nursing faculty members in academic settings.
Based on empirical evidence, age has demonstrated a

significant correlation with ITS.*

Pacific Rim Int ] Nurs Res * April-June 2023



Lay Lay Myint et al.

Concerning the previously mentioned three
intervening variables, job stress has recently been much
of a concern for academics across professions.'” Job
stress refers to one’s anticipation of his/her inability
torespond adequately to a perceived demand, accompanied
by the anticipation of negative consequence(s) for
an inadequate response.”® Empirical evidence has
demonstrated that job stress of nursing faculty is
negatively correlated with ITS."” Similarly, job
satisfaction has been known for a long time to be a
pivotal factor in nursing faculty members’ ITS. Job
satisfaction refers to the degree to which nurses like
their jobs.?® In the literature, job satisfaction has

12, 20

a favorable relationship with ITS. Finally,
organizational commitment has a direct prediction
effect on ITS.”” Organizational commitment refers to
the relative strength of an individual’s identification
(self-identify) with and involvement in a particular
organization.®' Previous studies found that organizational
commitment is positively correlated to ITS and also
positively predicts ITS."> **

The review of previous studies demonstrated
that the decision of nursing faculty members to remain
in academia will have a significant impact on the
nursing profession and health systems. Although
some research has been done worldwide to explore
nursing faculty retention as well as ITS, the issue is
not well known in terms of the predicting factors. In
addition, the relationship between predicting factors
and ITS varies among institutions and countries.
Therefore, the selected variables based on the conceptual
model of ITS by Boyle et al.* including transformational
leadership, job autonomy, workload, age, job stress,
job satisfaction, and organizational commitment
were utilized in this study.

Thus, our study was expected to identify the
predictors of ITS among nursing faculty members to
better understand this phenomenon and provide further
recommendations for nursing administrators in developing
effective strategies to improve ITS in Myanmar’s academic
settings.

Vol. 27 No. 2

Study Aim

This study aimed to determine the predictability
of transformational leadership, job autonomy, workload,
age, job stress, job satisfaction, and organizational
commitment on intent to stay among nursing faculty
members in Myanmar’s nursing and midwifery training

schools.

Methods

Study design. A descriptive, cross-sectional
design was used. We used the STrengthening the Reporting
of OBservational studies in Epidemiology (STROBE)
guidelines, consisting of 22 checklist items, for strengthening
the reporting of this observational study.

Sampling: The sample size was considered based
on the general rule of thumb, which specifies 40
participants for one predictor.”® Thus, 336 nursing
faculty members were required depending on seven
predictors and an added 20% for potential attrition.
Throughout Myanmar, all 50 nursing and midwifery
training schools with the same organizational structures
and responsibilities for their diploma programs were
purposively selected for the generalizability of the
study. The inclusion criteria were nursing faculty
members who were instructors and tutors, and had
worked for at least one year in NMTS. This criterion
was to ensure that participants had experience with
the context and phenomenon under study, and factors
associated with ITS. The exclusion criteria were nursing
principals and head principals who took administrative
roles and those on leave or vacation. A proportionate
random sampling method was employed, and eligible
participants who met inclusion criteria from each NMTS
were recruited based on the proportion of nursing
faculty members currently working at each NMTS until
reaching the required number of 336 participants.

Ethical considerations: This study proposal
was approved by the Research Ethics Committee of
the Faculty of Nursing, Chiang Mai University (Approval
No:001/2021; January 5, 2021 —January 4, 2023),
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the Institutional Review Board of the University Public
Health, Yangon, Myanmar (Approval No: UPH-IRB:
2021 /Research/4; May 26, 2021), and the target
50 NMTS. Nursing faculty members were invited to
participate and received written and verbal explanations
of all research aspects. The right of a participant to
withdraw or quit at any time without penalties from
the study was assured. Anonymity and confidentiality
were guaranteed throughout the study.

Instruments: Seven instruments were translated
and used with the original authors’ permission. All
instruments were translated from English to Burmese
following World Health Organization (2020) guidelines.**
Regarding the content validity index (CVI), the seven
translated instruments were evaluated for item level
(I-CVI) and scale level (S-CVI/Ave) by five experts
in nursing administration. The reliability of the
instruments, except for the demographic data form,
was tested in a pilot study with 15 participants who had
comparable characteristics to the study participants
and in the main study with 330 participants.

A Demographic Data Form was developed by
the principal investigator (PI) to obtain the participant’s
age, gender, marital status, education, current job position,
years of teaching experience, years of total experience,
and current school.

Price’s Intent to Stay Scale (PITSS) was adapted
by Markowitz'® to evaluate the ITS of nursing faculty
members. This instrument consisted of four items (e.g.,
“I plan to stay at this university/training school as long
aspossible.”), and uses a 5—point Likert scale with responses
from 1 (strongly disagree) to 5 (strongly agree). Total
possible scores range from 4 to 20. A higher score
implies higher intent to stay; scores =14 show a high
degree of ITS, whereas scores <14 show alow degree.'®
In this study, the values of I-CVI and S-CVI/Ave
were 1.00. The Cronbach’s Ol values of 0.87 and 0.81
were found in the pilot and main studies, respectively.

The Global Transformational Leadership (GTL)
scale was developed by Carless et al.*® and is based

on leadership behavior theory to assess leaders’
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transformational leadership behaviors. The GTL has
seven items that assess one underlying dimension of
leadership. It uses a 5-point Likert scale rated from 1
(rarely or never) to 5 (very frequently or almost always).
All GTL items are positively phrased (e.g., “My leader
communicates a clear and positive vision of the
future.”). Total possible scores range from seven to
35. A higher score indicates a higher transformational
leadership of leaders perceived by nursing faculty
members. The mean score is interpreted at three levels:
1.00-2.33 (low level), 2.34-3.66 (moderate level),
and 3.67-5.00 (high level).”® The values of I-CVI
and S-CVI/Ave were 1.00 in this study. The Cronbach’s
QL values of 0.88 and 0.92 were found in the pilot and
main studies, respectively.

The Work Autonomy Scale (WAS) was developed
by Breaugh®” based on the Job Characteristics Model to
measure job autonomy. The WAS has three dimensions:
method, scheduling, and criteria. It uses a positively
phrased 9-item measure (e.g., “I have control over
the scheduling of my work™), and a 7-point Likert-type
scale with responses from 1 (strongly disagree), to 7
(strongly agree).”” Total possible scores range from
9 to 63. A higher score indicates higher job autonomy.
The mean score is divided into three levels: 1.00-3.00
(low level), 3.01-5.00 (moderate level), and
5.01-7.00 (high level).”” The I-CVI values in this
study ranged from 0.80-1.00, and S-CVI/Ave
value was 0.96. The Cronbach’s Ol values of the pilot
and main studies were 0.90 and 0.97, respectively.

The Workload Scale (WLS) was developed
by Kim et al.”® to measure workload. The WLS is a
positively worded 3-item measure (e.g., “My workload
is too heavy for my job. and a 5-point Likert scale
rated from 1 (strongly disagree) to 5 (strongly agree).
Total possible scores range from 3 to 15. A higher
score indicates a higher workload. The mean score is
interpreted as three levels: 1.00—2.33 (low level),
2.34-3.66 (moderate level ), and 3.67—-5.00 (high
level).” The I-CVI and S-CVI/Ave values were 1.00 in
this study. The Cronbach’s Ol values of 0.86 and 0.85
were shown in the pilot and main studies, respectively.
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The Faculty Stress Index (FSI) was developed
by Gmelch et al.*® and was based on stress theory to
evaluate nursing faculty members’ job stress. It has
five dimensions: 1) reward and recognition, 2) time
constraint, 3) departmental influences, 4) professional /
identity, and 5) student interaction. The FSI consists
of 31 items that are positively constructed (e.g., “Having
students evaluate my teaching performance.”). It uses
a 5-point Likert-type scale from 1 (slight pressure)
to 5 (excessive pressure), with a “not applicable”
choice if participants do not think an item contributes
to their stress. Total possible scores range from 31
to 155, and a higher score indicates higher job stress.
The mean score is interpreted as three levels: 1.00-2.33
(low level), 2.34-3.66 (moderate level ), and 3.67-5.00
(high level).?® The I-CVI values of this study ranged
from 0.80-1.00, and the S-CVI/Ave value was
0.96. The Cronbach’s (! values of 0.96 and 0.97 were
found in the pilot and main studies, respectively.

The Job Satistaction Survey (JSS) was developed
by Price and Mueller®® based on motivation theory to
assess overall job satisfaction. It is a 7-item measure
(e.g., “I find real enjoyment in my job.”), using a
5-point Likert scale rated from 1 (strongly disagree)
to 5 (strongly agree). The JSS incorporates both positive
and negative statements. Total possible scores range
from 7 to 35, and a higher score indicates higher job
satisfaction. The mean score is interpreted as three levels:
1.00-2.33 (low level), 2.34—3.66 (moderate level),
and 3.67-5.00 (high level).* The I-CVI values of this
study ranged from 0.80-1.00, and the S-CVI/Ave value
was 0.97. The Cronbach’s Ol values of 0.87 and 0.91
were shown in the pilot and main studies, respectively.

The Organizational Commitment Questionnaire
(0CQ) was developed by Mowday et al.*" and was
based on commitment theories to assess organizational
commitment. Itis a positively worded 9-item shortened
version of the OCQ (e.g., “Ireally care about the fate
of this organization.”) and the rating occurs on a
7-point Likert scale from 1 (strongly disagree) to 7
(strongly agree). Total possible scores range from 9

Vol. 27 No. 2

to 63. A higher score indicates a higher organizational
commitment. The mean score is interpreted on three
levels: 1.00-3.00 (low level), 3.01-5.00 (moderate
level), and 5.01-7.00 (high level).*" The I-CVI values
of this study ranged from 0.80-1.00, and the S-CVI/
Ave value was 0.98. The Cronbach’s Ol values of the pilot
and main studies were 0.92 and 0.97, respectively.

Data collection: This was done from June to
October 2021. Firstly, the PI made an appointment
and explained the purpose and benefits of this research
to the nursing administrators of 50 NMTS. After
getting permission for data collection, the PI obtained
the name lists in each NMTS, coded the list with
numbers instead of names, and randomly selected the
participants. Supporting staff (e.g., a hall tutor)
working in each NMTS were invited to be the research
coordinators who distributed the questionnaires, collected
completed questionnaires and returned them to the PI.
The PI introduced the study and data collection process
with the 50 coordinators. The PI prepared 336 packages
which contained study information, a consent form,
questionnaires, and a return envelope, and sent them
to the coordinators. They distributed all these packages
to the study participants. The participants were requested
to give their responses to the questionnaires within
two weeks and return them in a designed box in each
NMTS. The research coordinators took responsibility
for collecting the questionnaire packages and returning
them to the PI, who then checked the completeness of
all questionnaires before analyzing the data.

Data analysis: This was done employing the
SPSS 25.0 program. The significance level of alpha
was set at 0.05. Participants’ demographic data were
analyzed using descriptive statistics. As all variables
did not meet the assumption of the normality test, the
relationship between transformational leadership, job
autonomy, workload, job stress, job satisfaction,
organizational commitment, age, and ITS was evaluated
based on the biserial correlation coefficient. The
correlation coefficient values (r) were used to classify
the relationships with a value < 0.3 for low, 0.30-0.50
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for moderate, and = 0.50 for high. Lastly, logistic
regression analysis was employed to identify the
predictors of ITS among nursing faculty members.
The assumptions of linearity, homoscedasticity, and
multicollinearity were tested, and all the assumptions
were met with the acceptable criteria according to
Hair et al.*® and Kline.**

Results

Of the 336 questionnaires distributed, 330
nursing faculty members (98.21%) returned completed
questionnaires. The characteristics of the participants

are illustrated in Table 1. Of most participants,
53.949% were between 31 to 40 years old; 97.58%
were female; 51.21% were married, and 67.88%
held a bachelor’s degree in nursing. Of the
participants, more than half (50.619% ) were instructors
who were primarily responsible for instructing and
teaching in the classroom and clinical settings. The
largest group of participants (38.79%) had 6 to 10
years of teaching experience in NMTS and 6 to 10
years of total nursing experience in clinical and
academic settings (36.40%). The majority of the
participants (72.42% ) were working in NTS.

Table 1. Descriptive characteristics of the participants (n = 330)

Characteristics

Frequency (n) Percentage (%)

Age (year) (Range = 25-55, Mean = 37.26, SD = 6.18)

21-30 54 16.36
31-40 178 53.94
41-50 92 27.88
>51 6 1.82
Gender
Female 332 97.58
Male 8 2.42
Marital Status
Married 169 51.21
Single 157 47.58
Other (Divorced/ Widowed/ Separated) 4 1.21
Education Level
Diploma in nursing 2 .61
Bachelor degree 224 67.88
Master degree 104 31.51
Current job position
Instructor 167 50.61
Tutor 163 49.40
Years of teaching experience (Range = 1-27, Mean = 9.70, SD = 5.60)
<5 80 24.24
6-10 128 38.79
11-15 62 18.79
16-20 51 15.45
21-25 8 2.42
> 26 1 0.30
236 Pacific Rim Int ] Nurs Res * April-June 2023
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Table 1. Descriptive characteristics of the participants (n = 330) (Cont.)

Characteristics

Frequency (n) Percentage (% )

Years of total experience in nursing (Range = 4—30, Mean = 13.73, SD = 5.09)

<5
6-10
11-15
16-20
21-25
> 26
Working training school

Nursing training school
Midwifery training school

3 0.90
120 36.40
95 28.80
80 24.20
24 7.30
8 2.40
239 72.42
91 27.58

The results showed that nursing faculty members
perceived a high level of ITS with a mean score of 14.54 +
2.51, and all study variable descriptions are shown in
Table 2. The correlation matrix of the study variables
is displayed in Table 3. The results of binary logistic
regression analysis identified that organizational
commitment (OR = 3.38, 95% Cl = 1.63-7.01,p < 0.01),
transformational leadership (OR = 2.39, 95% CI =
1.18-4.85,p < 0.05), workload 2.138 (OR = 0.47, 95%
CI=0.26-0.84,p<0.05),, and job stress (OR = 0.29,

Table 2. Description of study variables (n = 330)

95% CI=0.15-0.56,p<0.01) were significant predictors
of ITS, whereas job autonomy (OR = 0.90, 95% CI =
0.45-1.79,p<0.755),, age (OR =1.53,95% Cl =
0.86-2.73,p<0.15), and job satisfaction (OR = 1.35,
95% Cl=0.63-2.91,p<0.443) were non-significant
predictors of ITS (Table 4). This model explained 39.2%
of the total variance in ITS. In this study, no significant
predictive abilities of job autonomy, job satisfaction,
and age on ITS were found.

No. Variables Possible  Actual M SD Level
Score Score

1. Intent to stay 4-20 9-20 14.54 2.51 n=226(=14) (68.49%) = High
n=104 (<14) (31.51%) = Low

2. Transformational leadership 7-35 14-35 25.80 4.76 High

3. Job autonomy 9-63 20-63 44.60 10.03 Moderate

4. Workload 3-15 3-15 8.77 2.75 Moderate

5. Age - 25-55 37.26 6.18 -

6. Job stress 31-155 31-120 73.16 21.84 Moderate

7. Job satisfaction 7-35 13-35 25.35 4.71 Moderate

8. Organizational commitment 9-63 21-63 45.28 10.26 High

Table 3. Correlation matrix of the study variables (n = 330)

Variables 1 2 4 5 6 7 8

Transformational leadership 1.00

Job autonomy 0.69** 1.00

Workload -0.53** -0.49** 1.00

Age 0.05 0.02 0.04 1.00

Job stress -0.70** -0.55**  0.59** -0.11* 1.00

Job satisfaction 0.77** 0.64** -0.62** 0.03 -0.74** 1.00

Organizational commitment 0.68** 0.76** -0.54** 0.15** -0.58** 0.67** 1.00

Intent to stay 0.55** 0.42** -0.43** 0.15** -0.56* 0.55** 0.50** 1.00

Note: All correlation coefficients are Pearson Biserial.
*p < 0.05,%*p < 0.01 (2-tailed)

Vol. 27 No. 2
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Table 4. Binary logistic regression analysis for variables predicting intent to stay (n = 330)

Model B

Wald  p-value OR Lower

Upper

Transformational leadership 0.87
Equal or lower than the median (reference)

Higher than the median

Job autonomy 0.11
Equal or lower than the median (reference)
Higher than the median

Workload

Equal or lower than the median (reference )

-0.76

Higher than the median

Age 0.43
Equal or lower than the median (reference )
Higher than the median

Job stress -1.24
Equal or lower than the median (reference)

Higher than the median

Job satisfaction 0.30
Equal or lower than the median (reference)

Higher than the median

Organizational commitment 1.22
Equal or lower than the median (reference)

Higher than the median

0.36 5.88

0.35 0.10

0.30 6.40

0.30 2.08

0.39 13.41

0.39 0.59

0.37 10.76

0.015 2.39 1.18 4.85

0.755 0.90 0.45 1.79

0.011 0.47 0.26 0.84

0.150 1.53 0.86 2.73

<0.001 0.29 0.15 0.56

0.443 1.35 0.63 2.91

0.001 3.38 1.63 7.01

Note: Negelkerke R* = 0.392.

Discussion

The findings revealed that ITS scores were at
a high level among nursing faculty members in Myanmar,
indicating that they might plan to stay in academia.
The current finding is similar to the United States study
in which nursing faculty members reported their ITS
atahigh level.*® A possible explanation for our findings
might be due to their years of working experience and
marital status. As presented in Table 1, the average
teaching and total experience of the participants were
9.70 years and 13.73 years, respectively, showing
a longer length of service, and greater experience
in their job. Therefore, they demonstrated better confidence
in their teaching, engaged in setting organizational
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goals, were advanced in their career development and
obtained benefits from their organizations.'® Furthermore,
nursing faculty members’ marital status might also be
a possible justification for their high ITS level. Most
participants (51.219%) were married (Table 1) and
had the responsibilities and obligations of raising
a family that drove them to choose stability. Leaving
their present job may interfere with their family income
and be distressing to their family life."® Married people
are more likely to be content with their present work
since they have more family burdens requiring income
than those who are single.’’

In addition, another reason for the high level
of nursing faculty members’ ITS can be explained by
the benefits for nursing faculty members concerning
accommodation arrangements and transportation,
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regardless of their seniority or positions. For faculty
members who commute from nearby cities, others
who have families living in distant cities, or single
faculty members who are non-local, appropriate
housing and accommodation are arranged as soon as
they are posted.® Moreover, the NMTS are located
near the general teaching hospitals in the capital city
of every state and region of Myanmar, making life
convenient.”® Long commuting as a potential source
of dissatisfaction was not a factor for these nursing
faculty members. "’

Regarding the factors predicting ITS,
transformational leadership (manager characteristics ),
workload (organizational characteristics ), job stress,
and organizational commitment predicted ITS significantly.
Among them, the strongest predictor was job stress,
with a negative effect. This result is consistent with
previous evidence, which viewed nursing faculty
members’ stress as a crucial aspect affecting their ITS
in their organization."'> A possible explanation is that
long-term stress contributes to decreased nursing
faculty members’ overall performance, poor quality
at work, low job satisfaction, high turnover intention,
and absenteeism due to health problems and other
forms of ailments.”® When nursing faculty members
had stress due to conflicting demands in their job and
were faced with many academic problems in teaching
and practicing nursing students, it adversely impacted
their willingness to stay in academia."’

Organizational commitment was another
significant predictor of ITS. This finding is comparable
to prior evidence showing that organizational commitment
had a positive effect on the prediction of nursing faculty

12, 22
members’ ITS.” ™

A possible explanation for this
might be the similarity of the personal values of the
nursing faculty members and their organizations’
values which supported their willingness to stay in their
institution.”® When faculty members devote themselves
to an organization by accepting organizational values
and goals, their desire to continue their membership

is reinforced.'® The NMTS encouraged nursing faculty
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members’ attachment and loyalty to the organization, "
which might affect their decision to stay in their
institutions.

Transformational leadership was a significant
predictor of ITS. This finding is consistent with previous
research, showing that nursing faculty members’ ITS
was improved when there was a departmental head
with transformational leadership."® The probable reason
might be that the departmental head in these NMTS
spends more time and gives each faculty member
individual attention and continues to support them as
they develop personally and professionally.”® Additionally,
they empower nursing faculty members, promote their
cooperation, collaboration, and teamwork,” and lessen
working stress.'® Therefore, in this study, transformational
leadership might increase these nursing faculty members’
sense of belonging to the organization, leading them
to indicate more likely to stay in their present NMTS.

The workload was the last significant predictor
of ITS in this study with a negative effect. This finding
is similar to the previous studies showing that nursing
faculty members with too much workload are less

likely to stay in their position.*>*"

A possible reason
might be that work overload leaves nursing faculty
members unable to manage their time, reduces their
productivity, and adversely affects their desire to stay
in academia. As a result of increasing workloads, some
nursing faculty members are planning to leave their
positions.”" Hence, a flexible and manageable working
schedule that accommodates the academic demands
of nursing faculty members is essential.” In Myanmar,
most nursing faculty members reported a moderate
workload, which left them with little time to do it all'®
and made them less likely to continue in the field.
Interestingly, age was not a significant predictor
of ITS in this study. This finding is inconsistent with
the prior research, which indicated that faculty age
has a significant association with ITS.*® A possible
explanation for these different results is that in the current
study, the majority of nursing faculty members (53.94%)
were between 31 and 40 years; they may find
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part-time job opportunities such as in nursing-aide
training institutions. They can earn income by working
outside NMTS because they had more energy and
wanted to utilize competency in teaching for students.
Hence, relatively younger nursing faculty members
may have found ways to supplement their income and
thus remain satisfied in their situations.

Surprisingly, job satisfaction was not a significant
predictor of ITS in this study. This finding is dissimilar
from previous studies, which revealed that job satisfaction

has favorable relationships with ITS.'*%

A plausible
account for these disparate outcomes is that in this study,
nursing faculty members occasionally remained vague
as to whether they truly enjoyed their job since they felt
moderate job-related stress.””* Nevertheless, the present
organization has inspired nursing faculty members to
make a good effort and recognize their contribution,*®
which might affect the decision to remain in their NMTS.
Thus, nursing faculty members might not feel that
their job satisfaction directly predicted their ITS.

Remarkably, job autonomy was not a significant
predictor of ITS in this study. This finding is incongruent
with a former study that revealed that members’ job
autonomy was shown to have positive associations
with ITS."? A probable explanation for these findings
is that nursing faculty members do not have much
freedom to decide on their work. They tend to agree
with group consensus as they fear being singled out
and blamed when something goes wrong. Teamwork
is highly valued in Asian culture, especially in Myanmar,
where there is a familial atmosphere for them.'®
Where the job autonomy of nursing faculty members
may not have the same valence in Asian cultures as it
does in the West and may not consider that it has a direct
prediction on their ITS.

Limitations

In this study, there were two limitations. The
data were obtained from only NMTS in Myanmar.

Therefore, the generalization of findings may be limited
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to these institutions or the UON in Myanmar. An
additional limitation might be that the explained
variance in ITS was only 39.2%, adding caution to
the findings, and hence it is recommended to investigate
more predictors in further studies.

Conclusions and Implications for Nursing
Education Leadership and Management

This study’s findings provide empirical evidence
to verify the predictors of ITS among nursing faculty
members in Myanmar, which confirmed that job
stress, organizational commitment, transformational
leadership, and workload significantly predicted ITS.
Job stress was the strongest predictor, followed by
organizational commitment, transformational leadership,
and workload, which could together predict 39.20%
of the variance of ITS. Based on our findings, nursing
faculty members’ ITS needs to be enhanced by lowering
job stress. Therefore, it is suggested that faculty
administrators take on the role of consultant when
faculty members feel overwhelmed with their academic
responsibilities and are unable to deal with their
work-related stress. Asresearchers, we also recommend
that to increase ITS, nursing faculty administrators
and policymakers should promote faculty members’
organizational commitment by fostering trust and
teamwork culture, encouraging innovation, and providing
encouragement and recognition. Importantly, to
boost nursing faculty members’ ITS, nursing faculty
administrators need to improve their leadership capacity,
mainly practicing transformational leadership by sharing
a positive vision of the future, treating their faculty
members individually, and supporting their development
personally and professionally.

It is also important to support current and future
nursing faculty leaders in their efforts to shape health
policy, influence decision-making, and improve nursing
education. Following the findings of our study, nursing

faculty members’ ITS also needs to be improved by
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reducing workload. For instance, minimizing lengthy
meetings, reducing unnecessary paperwork, promoting
work-life balance for nursing faculty, offering rewards
and recognition, and flexible shift scheduling may all
help nursing faculty members’ ITS in academia.

Acknowledgments

The authors would like to acknowledge all
participants and those who made this study possible.
The first author expresses sincere gratitude to Chiang
Mai University, Thailand, for the Teaching Assistant
and Research Assistant (TARA) scholarship, and
to the Ministry of Health, Myanmar, for full-time
academic leave and substantial support throughout

the study period.

References

1. Derby-Davis MJ. The nursing faculty shortage: predictors
of job satisfaction and intent to stay in academe: a review
of the literature. J Nurs Care. 2014;3(6):1-4. doi: 10.
4172/2167-1168.1000221.

2. World Health Organization. State of the world’s nursing
2020: investing in education, jobs and leadership: World
Health Organization [WHO], International Council of
Nurses, and Nursing Now; 2020.

3. Bureau of Labor Statistics. Occupational outlook handbook:
healthcare (registered nurses): U.S. Bureau of Labor
Statistics. 2022 [cited 2022 Jan 19]. Available from:
https://www.bls.gov/ooh/healthcare/registered -nurses.htm

4. American Association of Colleges of Nursing. Data spotlight:
insights on the nursing faculty shortage: American Association
of Colleges of Nursing (AACN): the voice of Academic
Nursing. 2021 [cited 2021 Apr 13]. Available from:
https://www.aacnnursing.org/News-Information/
News/View/Articleld/2504 3 /data-spotlight-august-
2021 -Nursing-Faculty-Shortage

5. FangD, KeytJ, McFadden T. Special survey on vacant faculty
positions for academic year (2020-2021): American
Association of Colleges of Nursing (AACN). 2022 [cited
2022 Jan 19]. Available from: https://www.aacnnursing.
org/Portals/42/News/Surveys—Data/2020-Faculty -
Vacancy-Report.pdf

Vol. 27 No. 2

10.

11.

12.

13.

14.

15.

American Association of Colleges of Nursing. Fact sheet:
nursing faculty shortage: American Association of Colleges
of Nursing (AACN): the voice of academic nursing; 2020
[cited 2020 Sept 10]. Available from: https://www.
aacnnursing.org/News-Information/Fact-Sheets/
Nursing-Faculty-Shortage

Dalby K, Harris R, Vogelsmeier A. Nurse faculty workload
characteristics: a state-level survey. J Nurs Regul. 2020,
11(2):12-9.doi: 10.1016/52155-8256(20)30105-8.
Department of Human Resources for Health. Departmental
profile: nursing and midwifery training schools (in
Myanmar). The Republic of the Union of Myanmar:
Department of Human Resources for Health (DHRH),
Ministry of Health; 2021.

Phyo A. Nursing workforce analysis in Myanmar [master’s
thesis]. [The Republic of the Union of Myanmar]:
University of Nursing, Mandalay; 2019.

Christian S. Factors that impact nursing faculty members’
job satisfaction and intent to stay [dissertation]. [Grand
Forks (ND)]: The University of North Dakota; 2021.
National Advisory Council on Nurse Education and Practice.
Preparing nurse faculty, and addressing the shortage of
nurse faculty and clinical preceptors: 17th Report to the
Secretary of Health and Human Services and the U.S.
Congress: National Advisory Council on Nurse Education
and Practice (NACNEP); 2021.

Darnell TJ, Brockmeier LL, Gibson NM, Green RB,
Archibald JG, Brockmeier LL. Nursing faculty job
satisfaction and intent to stay. J Educ Soc Policy.
2020;7(3):12-21. doi: 10.30845/jesp.vTn3p2.
Hlaing HH. Strengthening nursing workforce in Myanmar:
the International Council of Nurses: Nursing Now Group.
2020 [cited 2020 Sept 23]. Available from: https://
www.nursingnow.org/promoting-partnerships-in-
nursing-strengthening -systems—for-a-healthy-recovery.
Myanmar Nurse and Midwife Council. Guideline on
standards and criteria for accreditation of nursing and
midwifery education programs in Myanmar. The Republic
of the Union of Myanmar: Myanmar Nurse and Midwife
Council (MNMC); 2015.

Lwin L. Teaching workload and intention to stay among
nurse educators in University of Nursing, Mandalay: a
mixed-methods approach [master’s thesis]. [Myanmar]:

University of Nursing, Mandalay; 2020.

241



16.

17.

18.

19.

20.

21.

22.

23.

24.

25.

26.

242

Predictors of Intent to Stay among Nursing Faculty Members

Department of Human Resources for Health. Departmental
exit interview data record The Republic of the Union of
Myanmar: Department of Human Resources for Health
(DHRH), Ministry of Health; 2021 (in Burmese).
Dabke D, Patole S. Do perceived organizational support,
perceived superior support, goal clarity, perceived career
progression opportunities and job satisfaction predict
intention to stay. IntJ Res Manag Tech. 2014;4(2):114-26.
Markowitz GA. Faculty intent to stay and the perceived
relationship with supervisor at a career—focused university
[dissertation]. [Coral Gables (FL)]: University of Miami;
2012.

Theucksuban B, Kunaviktikul W, Wichaikhum O,
Abhicharttibutra K. Testing a model of Thai nurses’ intent
to stay in employment. Int Nurs Rev. 2022;69(4):450-8.
doi: 10.1111/inr.12753.

Ferron EM, Tourangeau AE. Part-time nurse faculty intent
to remain employed in academia: a cross—sectional study.
Open J Nurs. 2017;7(2):202-21. doi: 10.4236/0jn.
2017.72018.

Candela L, Gutierrez A, Keating S. What predicts nurse
faculty members’ intent to stay in the academic organization?
A structural equation model of a national survey of nursing
faculty. Nurse Educ Today. 2015;35(4):580-9. doi:
10.1016/j.nedt.2014.12.018.

Chirwa-Mazengera J, Chontawan R, Akkadechanunt T.
Factors related to intent to stay among faculty members
in nursing colleges, The Republic of Malawi. Nurs J.
2015;42(2):139-51.

Boyle DK, Bott MJ, Hansen HE, Woods CQ, Taunton RL.
Manager’s leadership and critical care nurses’ intent to
stay. AmJ Crit Care. 1999;8(6):361-71.doi: 10.4037/
2jcc1999.8.6.361.

Cowden TL, Cummings G. Testing a theoretical model of
clinical nurses’ intent to stay. Health Care Manag Rev. 2015}
40(2):169-81.doi:10.1097/HMR.0000000000000008.
Carless S, Wearing A, Mann L. A short measure of
transformational leadership. J Bus Psychol. 2000;14(3):
389-405. doi: 10.1023/A:1022991115523.
Al-Hussami M, Saleh MYN, Abdalkader RH, Mahadeen
Al Predictors of nursing faculty members organizational
commitment in governmental universities. J Nurs Manag.
2011;19(4):556-66.doi:10.1111/j.1365-2834.2010.
01148.x.

217.

28.

29.

30.

31.

32.

33.

34.

35.

36.

37.

38.

39.

Breaugh JA. The measurement of work autonomy. Hum
Relat. 1985;38(6):551-70.doi: 10.1177/001872678
503800604.

Kim S, Price JL, Mueller CW, Watson TW. The determinants
of career intent among physicians ata U.S. Air Force hospital.
Hum Relat. 1996;49(7):947-76.doi: 10.1177/0018
72679604900704.

Gmelch WH, Wilke PK, Lovrich NP. Dimensions of stress
among university faculty: factor-analytic results from a
national study. Res High Educ. 1986;24(3):266-86.
doi: 10.1007/BF00992075.

Price JL, Mueller CW. A causal model of turnover for nurses.
AcadManageJ. 1981;24(3):543-65.doi: 10.5465/255574.
Mowday RT, Steers RM, Porter LW. The measurement of
organizational commitment. J Vocat Behav. 1979;14(2):
224-47.doi: 10.1016/0001-8791(79)90072-1.
Altman DG, Christen MC, Costa Bd, Egger M, Frei P,
Gotzsche PC, et al. STROBE: strengthening the reporting
of observational studies in epidemiology: The STROBE
Initiative 2022 [cited 2022 Sept 27]. Available from:
https://www.strobe-statement.org /

Polit DF, Beck CT. Nursing research: generating and
assessing evidence for nursing practice 10th ed. Philadelphia:
Wolters Kluwer Health; 2017.

World Health Organization. Process of translation and
adaptation of instruments WHO: World Health Organization
[WHOY]: research tool. 2020 [cited 2021 Jan 10]. Available
from: https://www.who.int/substance_abuse/research_
tools/translation/en/

Hair JF, Black WC, Babin BJ, Anderson RE. Multivariate
data analysis. 8th ed. United Kingdom: Cengage Learning
EMEA; 2019. 832 p.

Kline RB. Principles and practice of structural equation
modeling. 4th ed. New York, NY: Guilford Press; 2016.
Masilaca OK. Factors predicting intent to stay among nurses
in divisional hospitals, The Republic of Fiji [master’s
thesis]. [Thailand]: Chiang Mai University; 2011.
Ministry of Health. Three years of achievements (April
2016 to March 2019). The Republic of the Union of Myanmar:
Ministry of Health (MOH); 2019 (in Myanmar).

Wang L, Tao H, Bowers BJ, Brown R, Zhang Y. When
nurse emotional intelligence matters: how transformational
leadership influences intent to stay. J Nurs Manag.
2018;26(4):358-65. doi: 10.1111/jonm.12509.

Pacific Rim Int ] Nurs Res * April-June 2023



Lay Lay Myint et al.

ilaawmimeaanunilaatag linnuratarasaneiua: msdansuuy
AARNAUING

v L v v A

Lay Lay Myint §A0ig dnnsazanue* aula Assnua ygyiize Iading

unAnga: LiJumU'ﬁnmwm3mmmaumm'ﬁﬂwEJ"m”|amTana\man'ﬁmu‘lum@aumaﬂmmw
n1sAnwINeIUIaLaziIuTBdnFan1sAnuIwenuafiigun dsaounisaliiiy
ammﬂmmawmﬂmLuam‘lanmmmauwﬂ'1mawmﬂmuﬂﬂumﬁﬂgumm ms’mmmmlﬂ
aseglusmasenansineualuaniunisdnuiiivdsddyluaneusand wsiiasuszanm
mssouzzesiidauluanTunsAng wazimuanagnslunisuiladeamdind nisdnen
wuunadameiitiaguasasdiie Anwiladerinneanuddlansegluaueianasdneiuia
330 AY 91N 13UEHUNEIVIALATHGIATIA 50 Wsluaa1susgwAEN WREUNTS NaNGhBE1
Usenaueie 819158808 91191 330 AN Yinmsdadenaintsadauiinausunetunaunas
HOeATIYRIEETSTWREMN I BuN S Tenansneuadegluiiadudu il
ilFlidausznoudhe wuutuiindeyasduyana wwuiaaiudilafiazaasluemuas Prince
wulsiunmzgilunavasuadan wukuuiaemiienanslunisinnu wuianiszem
duflanuaieaunin1ansd wuiaarmimelaluem ussuuianrmdaiugniudensdnsin e
ayaloeliadtiBanasann arwdiusuuuludiGea uaznsieszinisnanasladatnuuuluun’d

NAN1SINENUIN 68.49% ?lﬂﬂﬂ’]f\l’liﬁl‘wEI’]U’]aNﬂ’J’IN@NI’«\)ﬂGE]EﬂuIWLiﬁl‘uﬂﬂ Nzl
mMaAsuuUa Usinneu mnaedealuny uazamdeiiugniudendng Wulledeiiaunen
mmﬂmmuﬂhﬂiawummmm@hﬂ<1aqimﬁuvlﬂammuﬂmﬂmvlmaﬂav 39.20 UATAINLATEA
1‘14!\1Tufl@‘YI%‘WH‘VI’N&IUﬁiﬂﬂ’l’l&lgﬂlﬁ)ﬂﬂﬂﬂluﬂ’]uﬁ@]ﬁﬁﬂ HUSYNSNISANYINEIUTA Nmmuq:umw
KAZVINANTISWENUNE wasirinvuaulaulggann mu'1inmwaﬂﬁﬁnmﬂsaulﬂlmﬂuwmgawugm
Tumsannagnéiiiussansnwluniswaunnefiniauasunuas Uiuanusnnmeu
wazame3saluay wanasuad A wdaiugniudossdnsuasenatsdnetuiaiiefias
s1995nwIiasegluanidunisdined

Pacific Rim Int J Nurs Res 2023; 27(2) 230-243

o _ o

MaAg: N1SANYILUUNIAGAZIE 91a15dneIUIa AMadlaaguae Auesealueu
ANdaNuknWuARIAns Jadevinune anegiinisiudsunias Usuimenu

Lay Lay Myint iindnwindngaslTgyuan Angun1Iaaans
un ISy E-mail: laylay_myint@cmu.ac.th
dangamannts wews) dreniensyARRAIUGUNTH NIINT
s ugUTUIT

fAnsiail : §ining sARsiAvaU* (ipaIanT19136 NguTNILTIT
MITHHNITE ANGHENIRATIART U TINE AT A

E-mail: thitinut.a@cmu.ac.th

aula Asznaa s89manT 19156 NGUITHITNITHENIG AU TIIE
AaaT un AN aen ey E-mail: somjai.sira@cmu.ac.th

yyiivy dassind fiwaans1a1d aguIyuTmsnITHeIuIe
AREHITUIRAIEAT N TTINSe Tl E-mail: bunpitcha.c@cmu.ac.th

Vol. 27 No. 2 243



