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ABSTRACT 

 
RYAN P. CRAWFORD 
SATISFACTION AND WORK-LIFE BALANCE IN UNDERGRADUATE NURSING 
FACULTY: A MIXED-METHODS STUDY 
Under the direction of TAMMY BARBÉ, PhD, RN, CNE. 
 
The current nursing and nursing faculty shortages are related, multifactorial problems. The 

nursing faculty shortage impedes the current demands to increase the number of baccalaureate-

prepared nurses. Important concepts, which could impair recruitment and retention of nursing 

faculty, include job satisfaction, life satisfaction, and work-life balance. These concepts could be 

impacted by certain demographics. The purpose of this study was to better understand the 

gender, generational, and racial differences of job satisfaction, life satisfaction, and work-life 

balance in baccalaureate nursing faculty.  

This study incorporated a convergent parallel mixed-methods study design to assess job, 

satisfaction, life satisfaction, and work-life balance of baccalaureate nursing faculty of differing 

genders, generational cohorts, and races. A total of 370 full-time, baccalaureate nursing faculty 

members participated in one web-based survey. Quantitative data were collected using four 

instruments: a demographic questionnaire, the Work-Life Balance Self-Assessment, the Job 

Satisfaction Survey, and the Satisfaction with Life Survey. Qualitative data were collected using 

open-ended questions. 

Within the quantitative findings, significant differences  were identified with minority 

faculty reporting less job and life satisfaction. Gender differences were also identified in 

satisfaction levels. Both findings have practical significance as there are increased calls to 

diversify the nursing workforce and faculty.   



xv 

Qualitative data analysis revealed the themes Relationship with Administration, Nursing 

Faculty Workload, and Boundary-setting. These themes presented a dichotomy in subthemes 

relating to the concerns of the nursing faculty members. Generational differences were seen 

among the qualitative findings, which included one theme for Generation X and Millennial 

cohorts Family Life, with varying subthemes for the generations. The findings of the quantitative 

and qualitative strands were similar for work-life balance regarding the bimodality noted in the 

quantitative strand and the dichotomy of subthemes within the qualitative strand. 

The findings from this study have the potential to provide a better understanding of work-

life balance among full-time, baccalaureate nursing faculty members. Recommendations for 

nursing based on these findings include thoughtful workload calculations, mentoring, faculty 

development, and administrator development. The findings from this study could guide further 

research, which is needed to identify the unique experiences of faculty who identify as male or 

from a minority race. 
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CHAPTER ONE 

INTRODUCTION TO THE STUDY 

The profession of nursing is one of the top occupations expected to endure job growth 

through 2024 (Bureau of Labor Statistics, 2015). This projected growth is estimated to be at 16% 

for the United States (Bureau of Labor Statistics, 2015). However, the field of nursing is 

suffering a continuing shortage of registered nurses (AACN, 2017a). This shortage of nurses is 

compounded by nurses planning or qualifying for retirement in the coming decades (National 

Council of State Boards of Nursing, 2015). Additionally, the Institute of Medicine (2010) called 

for an increase in the number of baccalaureate-prepared nurses to 80% by 2020. This call 

coincides with the fact that the American population is living longer, and the incidences of 

chronic diseases are increasing (Vincent & Velkoff, 2010). While the call for increasing 

baccalaureate-prepared nurses is related to the need to provide safe, effective care to the 

American population, significant strain is placed on schools of nursing to answer this call.  

McHugh et al. (2008), with the Council on Physician and Nurse Supply, estimated that 

schools of nursing will need to increase the number of new graduate nurses by 30% to meet the 

projected growth demands estimated by the Bureau of Labor Statistics (2015). An obvious 

solution to this shortage would be to increase the number of students admitted and educated in 

schools of nursing. However, a nursing faculty shortage exists. While the Bureau of Labor 

Statistics (2015) states nursing faculty jobs are one of the fastest growing occupations; many 

sources disagree with the actual growth in postsecondary nursing education jobs.  

The American Association of Colleges of Nursing (AACN, 2017b) identified the lack of 

nursing faculty to be closely linked to the nursing shortage. In 2016, nursing programs turned 

away 64,067 qualified applicants (AACN, 2016). This number is increasing dramatically, with 
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over 75,000 qualified applicants turned away in 2018 (AACN, 2019), and the insufficient 

number of nursing faculty was identified as a main contributor. The AACN (2017b) identified 

1,567 faculty vacancies with the addition of another 133 faculty positions needed to meet the 

nursing faculty shortage. Similar to the nursing shortage, the shortage of nursing faculty is a 

multifactorial problem.  

Many factors have been attributed to the nursing faculty shortage including aging of 

current nursing faculty whose average age is 55.2 (AACN, 2017a), less interest in the nursing 

faculty role (AACN, 2017a), noncompetitive salaries (AACN, 2017b; Feldman et al., 2015), and 

the delay of seeking graduate degrees by nurses (AACN, 2005; Thew, 2017; Yordy, 2006). In 

addition to these factors, the transition into the faculty role has proven challenging for new 

nursing faculty members. These challenges include the lack of preparation for the teaching role 

(Schoening, 2013), emotional exhaustion (Yedidia et al., 2014), workload (Lee et al., 2017) and 

the inability to balance work and personal life (Yedidia et al., 2014). Coincidentally, the focus on 

the nursing faculty shortage coincides with a call to recruit more minority nursing faculty 

members (AACN, 2018) to diversify nursing faculty. Many of these challenges could impact a 

nursing faculty members’ ability to achieve work-life balance.  

Work-life balance is a comprehensive term that encompasses work, family, health, and 

social aspects of daily life (Fisher et al., 2009; Hayman, 2005; Smeltzer et al., 2015). In 

academic nursing, recent focus was placed on the work-life balance of doctoral faculty (Smeltzer 

et al., 2015). While the examination of work-life balance in doctoral faculty is needed, a focus 

should also be placed on the work-life balance of baccalaureate nursing faculty who are needed 

to meet the calls by the Institute of Medicine (2010) to increase the number of baccalaureate-

prepared nursing graduates. 
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Statement of the Problem 

The current number of baccalaureate nursing faculty members cannot fulfill the call to 

increase the enrollment and graduation of baccalaureate-prepared nurses (AACN, 2017a). 

Additionally, the aging of the American population, nursing clinicians, and nursing faculty could 

greatly impede the care of patients and the education of future nursing students. The decreased 

interest in nursing faculty positions (Feldman et al., 2015) and the historic decrease in the 

number of nursing programs to prepare nursing faculty (Davis et al., 1992; Schoening, 2013) 

further complicate the problem.  

Though the nursing faculty shortage is complex, relevant data are needed to inform 

institutional recruitment and retention policies of schools of nursing. A successful plan of action 

to retain and potentially increase nursing faculty numbers would include an understanding of 

work-life balance. Work-life balance is an area of recent focus in doctoral nursing faculty 

(Smeltzer et al., 2015), but not baccalaureate nursing faculty. 

Many studies found that role strain exists between family and work, which leads to 

increased perceived stress or burnout (Kahn et al., 2001). These factors are associated with work-

life balance. However, the work-force literature suggests gender (Guarino & Borden, 2017; Li et 

al., 2018; Mishra, 2014), generational (Carver et al., 2011; Duchscher & Cowin, 2004; Twenge 

et al., 2010), and racial differences (Parsons et al., 2016; Reid, 2010) may exist regarding 

stressors, satisfaction, or work-life balance. 

The gender, generational, and racial discrepancies described in the literature are integral 

aspects of contemporary research focusing on nursing faculty. As with other academic 

disciplines, there has been an increased interest in work-life balance in nursing literature. 

However, this interest coincides with the need to diversify, recruit, and retain nursing faculty. A 



4 

systematic search was conducted focusing on baccalaureate nursing faculty and work-life 

balance. Regarding work-life balance, six quantitative and one mixed-method study were 

identified. No qualitative studies were found within the literature search. In the identified studies, 

work-life factors such as perception of administrative support, generational membership, 

perceived teaching expertise (Candela et al., 2013; Candela et al., 2015) and satisfaction with the 

ability to balance work and life (Tourangeau et al., 2012) were associated with intent to stay in 

the faculty position. Predictors for the intent to leave were found to be dissatisfaction with work-

life and emotional exhaustion, which was predicted by dissatisfaction with flexibility of work 

and family life and dissatisfaction with work-life (Yedidia et al., 2014). The one mixed-method 

study focused on the ability of factors associated with life balance to predict faculty member’s 

quality of life (Owens, 2017). The qualitative findings suggested dissatisfaction, life balance 

with dissatisfaction of work-related factors, and role dissatisfaction were associated with the 

identified themes of workload, lack of support, and demands (Owens, 2017). In the literature 

focused on baccalaureate nursing faculty, generational differences in the importance of work-life 

balance (Tourangeau, 2015) and the importance of mentoring focused on work-life balance 

(Bruner et al., 2016) were identified. 

Based on the limited findings of work-life balance in the literature focusing on 

baccalaureate, nursing faculty and the gender and racial differences noted in higher education 

and work force literature, it is critical to understand how the gender, generational, and racial 

differences affect the work-life balance of faculty teaching in baccalaureate nursing programs. 

This research may inform policy change related to recruitment and retention strategies for 

baccalaureate nursing faculty members in an attempt to decrease the nursing faculty shortage and 

diversify nursing faculty. 
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Purpose of Study 

The purpose of this study was to better understand the gender, generational, and racial 

differences of job satisfaction, life satisfaction, and work-life balance in baccalaureate nursing 

faculty. A convergent parallel mixed-methods design will be used to converge quantitative and 

qualitative data. The use of a mixed-method or qualitative designs was not found extensively in 

the literature focusing on work-life balance of baccalaureate nursing faculty. The mixed-method 

design provided a broad understanding of work-life balance by the use of the qualitative 

findings to corroborate the quantitative findings (Creswell & Plano Clark, 2011).  

Research Questions 

The study addressed the following research questions: 

Quantitative Research Questions: 

1. In baccalaureate nursing faculty, to what degree do gender, generational cohort, and race 

predict the perception of job satisfaction?  

2. In baccalaureate nursing faculty, to what degree do gender, generational cohort, and race 

predict the perception of life satisfaction? 

3. In baccalaureate nursing faculty, to what degree do gender, generational cohort, and race 

predict work-life balance? 

4. In baccalaureate nursing faculty, to what degree do job satisfaction and life satisfaction 

predict work-life balance? 

Qualitative Research Question: 

How do baccalaureate nursing faculty describe work-life balance? 
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Mixed-method Research Question:  

To what extent do the quantitative data of work-life balance converge with the qualitative 

data on the perspective of work-life balance? 

Conceptual Framework 

 The work-life balance of baccalaureate nursing faculty members is a multifaceted 

concept, which includes professional, familial, personal, cultural, and social aspects. Therefore, a 

simple approach to researching work-life balance is not sufficient. A standardized approach to 

researching work-life balance was not identified within the literature. 

Work-life balance is the consequence of satisfaction and compatibility between major 

roles, including work and personal life. The bidirectional relationship of work and personal life 

can be described as interference (negative) or enhancement (positive) (Fisher, 2001). In the 

conservation of resources model, Hobfall (2018) explained this interaction between work and 

personal life as time or energy expenditure from work depletes the time or energy for personal 

life. Interference occurs when two or more roles conflict and create pressure, in which the 

compliance with one role demand makes compliance with the other more difficult (Kahn et al., 

1964). This negative interaction between work and personal life roles mirrors the definition of 

role conflict. Role conflict (Role conflict, n.d.) is described as the result of two competing or 

conflicting roles. Enhancement occurs when one role provides beneficial resources to the other 

roles (Fisher et al., 2009; Hobfall, 2018). Since the majority of nursing faculty are female and the 

literature suggests the role of worker, caregiver, and significant other are often segmented 

(Barnett & Baruch, 1985), a research approach based on the overall appraisal of work-life 

balance of baccalaureate nursing faculty that ignored the multiple role components may be self-

limiting to the demographics.  
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The two-factor theory by Herzberg et al. (1962) was identified within the literature as a 

common method of measuring job satisfaction, motivation, and engagement. Within this theory, 

Herzberg identified certain job characteristics related to the presence of job satisfaction. These 

characteristics were termed hygiene factors. Working conditions, quality of supervision, salary, 

job status, job security, company policies, and interpersonal relationships were hygiene factors 

that deterred employee satisfaction. When applied to the literature concerning baccalaureate 

nursing faculty many of the same factors were identified through the nursing education and 

higher education literature. These factors include role expectations (Benner et al., 2010; Billings 

& Halstead, 2015), income and benefits (American Nurses Association, 2014; Feldman et al., 

2015), and organizational culture (Mallette & Rykert, 2018; Tierney, 1988). Organizational 

culture is divided into supervisor support, organizational support, and peer-to-peer relationships. 

The nursing faculty position has multiple role expectations (Benner et al., 2010; Billings 

& Halstead, 2015). These roles have been found to have differing levels of stress associated with 

them (Smeltzer et al., 2016). The roles that emerged from the literature included educator, 

mentor, researcher, community service provider, and clinician (Billings & Halstead, 2015; 

Candela et al., 2013). These factors are associated with workload calculation and hours spent 

working each week (Ellis, 2013). In a survey of nursing faculty members, the majority perceived 

their workloads to be higher than other faculty disciplines (Bittner & O’Connor, 2012). 

Therefore, increased role accumulation, workload, and hours worked are expected to predict a 

decreased job satisfaction and work-life balance. All of these concepts are integral to a faculty 

member’s work role expectations. 

In terms of income and benefits, multiple sources identify the noncompetitive salaries of 

nursing faculty members to be a stressor (American Nurses Association, 2014; Feldman et al., 
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2015). This could align with nursing faculty members seeking outside employment to 

supplement income. Additionally, there are potential benefits from the nursing faculty position 

including positive interactions with students (Bittner & O’Connor, 2012). 

Organizational culture can also affect job satisfaction and commitment (Mallette & 

Rykert, 2018). Organizational culture can be described as the basic assumptions used by a group 

to address problems (Schein, 2010). These organizational cultures include guidelines on how 

members interact and the hierarchy of power. In nursing education, these interactions can include 

interactions with peers, school of nursing administrators, and university administrators. The 

literature has been mixed on the impact of university level organizational culture on job 

satisfaction of nursing faculty (Candela et al., 2013; Gormley, 2003; Lane et al., 2010).  

Academic nursing leadership can also affect the job satisfaction of nursing faculty 

members. Gormley (2003) found that leader involvement increased nursing faculty job 

satisfaction. Additionally, Gormley (2003) found that when leaders allowed faculty members to 

have a role in decision-making, job satisfaction increased. This supports the interaction between 

organizational culture as a hygiene factor and job satisfaction. 

Peer interactions can negatively or positively impact stress and job satisfaction. Negative 

peer relationships have been found in the overall nursing literature to influence stress levels and 

job satisfaction (Longo, 2009; Purpora & Blegen, 2015). A supportive environment has been 

identified as positively influencing job satisfaction (Longo, 2009). 

 Herzberg et al. (1962) also included motivation factors in the two-factor theory. 

Motivation factors motivate employees into higher performance and are a result of an intrinsic 

factor within the employee. Herzberg identified achievement, recognition, responsibility, job 

interest, advancement, and growth as typical factors of job motivation. These motivation factors 
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have been supported by research on nursing faculty to increase job satisfaction, motivation, and 

intent-to-stay in the faculty role (Berent & Anderko, 2011; Derby-Davis, 2014; Woodworth, 

2016). 

 The components of personal life that can impact life satisfaction and work-life balance 

were also guided by the literature. These components were role expectations, resources and 

support, and personal beliefs associated with balancing work and life. Personal life stressors 

were identified less in nursing faculty research but were evident in the literature of occupational 

health and psychology (Barnett & Baruch, 1985; Catano, 2010; Duxbury et al., 2018; Li et al., 

2018). These characteristics align with the work hygiene and motivation factors described by 

Herzberg et al. (1962). However, many characteristics (support, recognition, and relationships) 

are shared between paid and unpaid work in the literature. Regarding the female-dominated 

discipline of nursing academia, this may impact and negatively affect perceived life satisfaction 

and work-life balance (Eddy & Gaston-Gayles, 2008). While over the past three decades dual 

income families have become the norm, most of the unpaid work is still done by females 

(MacDonald et al., 2005). This means that the work of caregiving and household activities that 

require time and energy often falls to females.  

Supportive relationships may counterbalance these demands (Rivera-Torres et al., 2013). 

This has been found in the literature of many disciplines (Phillips et al., 2016; Rashid et al., 

2011). When workers are supported by significant others, family members, friends, and 

community members outside of their employment, they are better able to achieve work-life 

balance (Adams et al., 1996; Amati et al., 2018; Phillips et al., 2016; Siedlecki et al., 2014).  

Personal beliefs associated with the importance of work-life balance may impact a 

person’s life. The importance of finding a balance between work and personal life or the 
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importance an individual places on the meaning of work and personal life was found in the 

generational literature (Wey Smola & Sutton, 2002; Zemke et al., 2000). This supports the belief 

that work-life balance is an individualized definition and work-life balance involves multiple 

components (Frone, 2003). 

 Many factors have been attributed to an individual’s level of satisfaction. In the case of 

work-life balance, job and personal life satisfaction are conceptualized as being consequences of 

the presence of work (hygiene and motivation factors) and life factors. Time and energy are seen 

as renewable resources. However, the time and energy of work and personal life may compete, 

which leads to interference or enhancement. This conceptualization aligns with the definition of 

work-life balance (Frone, 2003; Kalliath & Brough, 2008) and the components approach of 

work-life balance. The components approach of work-life balance follows the belief that work-

life balance is the product of multiple facets that both affect and bring meaning to the balance 

(Greenhaus et al., 2003; Grzywacz & Carlson, 2007). Refer to Figure 1 for a diagram of this 

conceptual framework. 

 Based on the literature, it was hypothesized that baccalaureate, nursing faculty 

identifying as being female, from a younger generation, or a race other than white, not of 

Hispanic origin would have less work-life balance. Less work-life balance would be indicated by 

more interference (Work Interference with Personal Life and Personal Life Interference with 

Work) and less enhancement (Work Personal Life Enhancement). It was also hypothesized that 

baccalaureate, nursing faculty identifying as female, younger generation, and race other than 

white, not of Hispanic origin would have less job satisfaction. Life satisfaction has not been 

found extensively in the nursing faculty literature. However, due to the gender differences noted 

it was hypothesized that females would have lower life satisfaction than males. 
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Figure 1 

Conceptual Framework of the Proposed Study 

 
Significance of Study 

The nursing shortage and nursing faculty shortage are problems repeatedly stated within 

healthcare literature. Faculty vacancy rates will continue to grow as fewer nurses choose a career 

in academia and the Veteran and Baby Boomer generations continue to retire. Universities and 

schools of nursing are challenged to devise recruitment and retention policies to combat the 

shortage of nursing faculty. To ensure plans and policies meet the needs of the workforce, 

administrators should lead changes with sound evidence. This study aimed to provide discipline-

specific information to help inform policy change that attract, retain, and diversify baccalaureate 

nursing faculty.  
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Definition of Terms 

Definitions of terms used in this study were as follows: 

Baby Boomers- persons born between the years of 1946-1964 and experienced post-war 

economy (Carver et al., 2011; Sherman, 2006). They are known for their strong work ethic that 

has been found to define their self-worth and often work extra days (Carver et al., 2011).  

Baccalaureate Nursing Faculty- nursing educators in postsecondary schools that instruct 

four-year degree seeking students in the art and science of nursing. 

Dissatisfaction- an unpleasant feeling of displeasure that often results in individual’s 

responding by searching for a method to reduce the feeling (Rosse & Saturay, 2004).  

Enhancement- to increase or improve in quality (Enhancement, n.d.). 

Generational Cohort- groups of people who share birth years and the subsequence 

childhood experiences that shape personal core values such as work ethic, loyalty, attitudes, and 

aspirations (Duchscher & Cowin, 2004; Zemke et al., 2000). 

Generation X- persons born between the years of 1965-1980 as children this cohort was 

the first to experience dual income families and they witnessed large corporate lay-offs (Carver 

et al., 2011; Karp et al., 2002; Sherman, 2006). They are characterized as being self-reliant, place 

importance on work-life balance, and less loyal to corporate entities than previous generations. 

Hygiene Factors- factors that prevent job dissatisfaction including supervisor support, 

peer relationships, salary, institutional policy, and job security (Herzberg, 1968). 

Interference- the action of preventing or impeding (Interference, n.d.). 

Job Satisfaction- the degree to which employees have positive feeling towards their 

employment by an organization (Price, 1997).  
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Millennials- persons born between the years of 1981-2000 that as children experienced 

increases in technology, scheduled activities, terrorism, drugs, and crime (Carver et al., 2011; 

Sherman, 2006). In the workplace Millennials score high on job satisfaction, which could be 

related to an optimistic nature, low job expectations, changes in the definition of “job security,” 

or active involvement in wanting to shape the environment (Kowske, 2010). 

Motivational Factors- factors intrinsic to the job that promote satisfaction including 

recognition, growth or growth potential, the job itself, and responsibility (Herzberg, 1968). 

Personal Life Satisfaction- The positive self-evaluation of the conditions of life and how 

it measures up to an individual’s expectations (Sumner, 1996).  

Role- a position that is carried out and determined by socially defined behavior that has a 

set of rights, expectations, and norms that the person is expected to fulfill (Biddle, 1986; Goode, 

1960). 

Role accumulation- stress associated with multiple roles requiring time and energy 

(Duxbury et al., 2018; Helms et al., 2010) 

Role conflict- the difficulty felt when two or more roles are in competition (Role conflict, 

n.d.) 

Role strain- the felt difficulty of fulfilling a role (Goode, 1960) 

Stress- the nonspecific response of the body to a demand or change (stressor) resulting in 

emotional, physical, or mental tension subsequently starting a neuroendocrine and immune 

response that can negatively affect a person’s health and well-being (Greenhaus et al., 2006; 

Schiffrin & Nelson, 2008; Sonnentag & Fritz, 2006) 

Work-Life Balance- the individualized perception that work and nonwork activities are 

harmonious and encourage growth with an individual’s life priorities that is associated with low 



14 

levels of role conflict and high levels of role compatibility (Frone, 2003; Kalliath & Brough, 

2008). 

Workload- nursing faculty workload includes didactic teaching, clinical supervision of 

students, advising students, mentoring new faculty, community and institutional service, 

scholarship and research, and simultaneously, maintenance of clinical competency (Candela et 

al., 2013; Yedidia et al., 2014). 

Veteran Generation- persons born between the years of 1925-1945 that experienced 

World War II and the Great Depression (Carver et al., 2011). Defining characteristics of this 

cohort include loyalty, respect, financially cautious, and hardworking (Carver et al., 2011; 

Sherman, 2006).  

Summary 

In order to meet the healthcare needs of the American population, a substantial number of 

nursing faculty members need to be recruited, and existing faculty members need to be retained. 

The literature suggests that work-life balance and the antecedents of job and personal life 

satisfaction are key factors in the recruitment and retention efforts of nursing faculty. The 

literature also suggests that gender, generational, and racial differences exist in the faculty 

position and in work-life balance. As the calls for growth in new graduates, faculty, and diversity 

coincide with an impending wave of experienced nursing faculty retiring, institutions of higher 

education and schools of nursing must utilize relevant, comprehensive research to create 

recruitment and retention policies focused on facilitating work-life balance of nursing faculty. 

This research study has added to the body of science concerning satisfaction and work-life 

balance of baccalaureate nursing faculty.  
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CHAPTER TWO 

REVIEW OF RELATED LITERATURE 

 The ability to provide safe and quality patient care is greatly impacted by the shortage of 

baccalaureate-prepared nurses (Institute of Medicine, 2010). However, the numbers of nurses 

produced by schools of nursing is stifled due to a continuing shortage of nursing faculty 

members. As these shortages loom, the American population continues to live longer, and 

incidences of chronic diseases continue to increase. This led to a call by the Institute of Medicine 

(2010) to increase the number of baccalaureate-prepared nurses in practice. The nursing shortage 

and calls for reform warrant continued focus on the nursing faculty shortage and how schools of 

nursing develop policies and procedures that lead to successful recruitment and retention of 

nursing faculty. Important concepts to employee recruitment and retention are satisfaction and 

work-life balance (Lindfelt et al., 2018; Lindholm & Szelényi, 2008; Oermann, 1998; Smeltzer 

et al., 2015). Regarding the faculty role, the literature suggests gender (Nelson Laird et al., 2011; 

Rivera-Torres et al., 2013; Webber & Rogers, 2018), generational (Carver et al., 2011), and 

racial (Griffin et al., 2011) differences may exist within the common roles, methods, and 

expectations of faculty members. However, research is limited regarding pre-licensure 

baccalaureate nursing faculty and work-life balance. 

Work-life balance has been a reoccurring topic in literature for nearly half a century 

(Rantanen et al., 2011). The first studies of this complex issue were attributed to the decades that 

females began seeking jobs outside the home (Barnett & Baruch, 1985; Kahn et al., 1964). Since 

that time, there has been continued focus on the importance of work-life balance for workers and 

their family members. In the vast literature relating to this concept many theories emerged. The 
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literature offers no consensus among these theories on factors within work-life balance or even 

the conceptual definition. 

However, it is clear within the literature work-life balance is an important concept for 

institutions and employees to place focus. Occupational health entities track work-life balance 

directly and regularly rank it as a major concern for employees (National Institute of 

Occupational Safety and Health, 2018). Institutions of higher education are not immune to this 

concept. While some institutions of higher education have focused on faculty work-life balance 

and recent focus has centered on nursing faculty teaching in doctoral programs (Smeltzer et al., 

2015), there is a scarcity of research regarding baccalaureate nursing faculty. This research is 

important due to the current nursing faculty shortage, the unique strains on baccalaureate nursing 

faculty, and the gender, generational, and racial differences evident within the literature.  

This chapter contains a review of the current literature focusing on: (a) the nursing and 

nursing faculty shortage, (b) existing work-life balance theories, (c) the impact of work-life 

balance on employees, (d) demographic differences between higher education faculty and 

nursing faculty, (e) higher education stressors, satisfaction, and work-life balance goals including 

gender, generational, and racial differences, (f) nursing faculty stressors, satisfaction, and work-

life balance goals, including gender, generational, and racial differences, (g) significant concepts 

to the life domain of work-life balance, and (h) the rationale for research of fulltime nursing 

faculty who teach prelicensure baccalaureate nursing students.  

Synthesis of Literature 

Within the higher education literature, many reoccurring factors were related to job 

stress, job satisfaction, and/or work-life balance. These factors can be categorized as role 

expectations, income and benefits, and organizational culture. When reviewing the theoretical 
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approaches to work-life balance, a components approach could be used focusing on roles and 

time expectations. The major roles expected of faculty include teaching, scholarship, and service 

(Kellogg Commission, 1999). These roles, when merged with personal life roles, may interfere 

with the ability for an individual to find work-life balance. One method to counter the clinical 

nursing and nursing faculty shortages is to research the factors that either promote or prevent 

nursing faculty members in achieving work-life balance.  

Prior to examining the reasons for the nursing faculty shortage, it is imperative to 

describe expected roles of baccalaureate nursing faculty members. The roles traditionally 

assigned to nursing faculty members are teaching, scholarship, and service (Billings & Halstead, 

2015). However, differences exist within these roles among levels of nursing education. In 

baccalaureate or prelicensure programs, nursing faculty are charged with preparing unlicensed 

students to practice safely, correctly, and with compassion in a variety of settings (Benner et al., 

2010). This includes teaching in classrooms and in clinical settings with high standards to ensure 

safety. While the role is similar to graduate level education, major differences exist in the 

experience level of the students and the number of students assigned to the faculty member. This 

suggests that baccalaureate nursing faculty serve as mentors to more students and are often the 

direct supervisors of patient care. While nursing students of graduate degree programs receive 

clinical hours working closely with a preceptor, baccalaureate nursing faculty often have a 1:8-

1:12 faculty to student ratio (Woodworth, 2016). These differences suggest that while the 

responsibilities of all nursing faculty members may appear similar, the experience may be 

acutely different. Therefore, research should be conducted on graduate level faculty members 

and baccalaureate faculty members as the role and expectations of the nursing faculty member 

changes with the educational level. 
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The Nursing Faculty Shortage 

The nursing faculty shortage is well-cited in the literature (AACN, 2017a; American 

Association of Colleges of Nursing, 2014; Bittner & Bechtel, 2017; Feldman et al., 2015; Ganley 

& Sheets, 2009; Gerolamo & Roemer, 2011; Oermann et al., 2015). This multifactorial problem 

is related to the continuing retirement of nursing faculty in the Baby Boomer generation, the 

aging of the Baby Boomers requiring additional healthcare resources, and the calls from the 

Institute of Medicine (2010) to increase the number of baccalaureate prepared nurses. The 

shortage can also be linked to nursing faculty retiring at the age of 62.5 years (Joynt & Kimball, 

2008), which is earlier than other disciplines, a decreased interest in entering a nursing faculty 

position (AACN, 2017a), the belief that extensive experience is needed for a faculty role (Bond, 

2017), and compensation (AACN, 2019). This shortage of nursing faculty contributed to over 

75,000 qualified applicants being turned away from nursing schools in 2018 (AACN, 2019). 

A limited amount of literature was found associated with the lack of interest in the faculty 

role. In a survey of baccalaureate nursing students, Bond (2017) found that 25% of nursing 

students sampled were interested in a faculty role. In the students who expressed interest in a 

faculty role, there was a wide range of how much practice experience the students thought was 

needed before becoming a faculty member (Range 1 - 20 years, M= 5.8, SD = 3.94). This belief 

of needing extensive practice experience may be associated with the delay of nurses seeking a 

faculty role (Thew, 2017). Additional factors were associated with the annual income differences 

of nurses in an academic setting and those in practice setting (AACN, 2017a; Yordy, 2006).  

The continuing nursing faculty shortage is directly related to the overall nursing shortage. 

The reasons for the shortage are well researched. However, the solutions for the shortage are not 

as prevalent in the literature. The literature does outline key gender differences in stressors, 
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satisfaction, and work-life balance in higher education faculty. These differences illustrate that 

nursing faculty focused research is needed to address the nursing faculty shortage. The findings 

of such research may assist institutions in devising policies and procedures to support 

recruitment and retention of nursing faculty of diverse genders, ages, and backgrounds. 

Existing Work-Life Balance Theories 

Within the literature, work-life balance is a broad concept that relates to an individual’s 

job satisfaction, role strain, or work-family balance (Greenhaus et al., 2006; Grzywacz & 

Carlson, 2007; Kalliath & Brough, 2008; Lindfelt et al., 2018; Mishra, 2014; Rampton, 2016; 

Rantanen et al., 2011). The concept has been studied using various theories, definitions, and 

methods. A broad consensus within the literature is that poor work-life balance leads to negative 

well-being (Eby et al., 2005; Greenhaus et al., 2006; Greenhaus et al., 2003). However, there is a 

lack of consensus on how work-life balance should be defined and investigated (Rantanen et al., 

2011). The conceptualization of work-life balance differs among theorists and researchers, but 

the literature suggests three major categories of theories for work-life balance including a role 

approach, an overall appraisal approach, and a components approach (Grzywacz & Carlson, 

2007). 

The role approach to work-life balance can be traced to the beginning research 

conducted as females began to work outside the home (Rantanen et al., 2011). In these works, 

work-life balance or imbalance was an outcome associated with rewards and concerns (Barnett 

& Baruch, 1985) or conflict and enhancement (Tiedje et al., 1990). In another interpretation of 

role balance and work-life balance, Marks and MacDermid (1996) described work-life balance 

as a behavior pattern that is associated with the amount of effort, devotion, and attention a person 

puts into their roles. 
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The overall appraisal approach is a modern conceptualization used in the literature. The 

overall appraisal of work-life balance refers to a person’s holistic assessment of their life 

situation including work and personal life (Clarke et al., 2004). The overall appraisal approach is 

generally assessed with general questions about feelings of balance (Clarke et al., 2004). 

In contrast, the components approach emphasizes that balance is a multifaceted construct 

with many antecedents (Grzywacz & Carlson, 2007). However, there is no consensus on the 

antecedents of work-life balance. Frone (2003) stated that work-life balance consists of work-

family conflict and facilitations in a four-fold taxonomy approach resulting in interference and 

enhancement in a bi-directional relationship between the two domains. While Greenhaus et al. 

(2003) and Marks and MacDermid (1996) concluded that work-family balance consists of time 

balance, involvement balance, and satisfaction balance, the presumptions of these 

conceptualizations are that equal time, involvement, and satisfaction exists in these aspects for 

work-life balance to occur. However, Greenhaus et al. (2003) found that individuals devoting 

more time, involvement, and satisfaction to family life (creating an imbalance) had a greater 

quality of life. This suggests that balance is an individualized concept that may be by influenced 

personal characteristics. 

Work-Life Balance Impact on Employees 

In occupational health literature, it is evident that employees are affected mentally and 

physically by job-stress, job satisfaction, and work-life balance. Common effects within this 

body of research include occupational burnout, emotional exhaustion, and the intent to leave 

(Arvandi et al., 2016; Derby-Davis, 2014; Kahn et al., 2001; Lindfelt et al., 2018; Yedidia et al., 

2014). Additionally, multiple occupational health entities track employee exposures, injuries, and 

illnesses. The National Institute for Occupational Safety and Health and the Bureau of Labor 
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Statistics compile data on employee and employer outcomes. The data compiled by the National 

Health Interview Survey- Occupational Health Supplement (NHIS-OHS), which is provided by 

the National Institute for Occupational Safety and Health, categorized psychosocial occupational 

exposures by high job demands, hostile work environments, low job control, low supervisory 

support, poor safety climate, work-life interference, workplace perceived as unsafe, and worry 

about losing job. Work-life interference was the highest rated exposure within the domain of 

psychosocial occupation exposure (National Institute of Occupational Safety and Health, 2018). 

This ongoing research corroborates the early work done by Kahn et al. (1964) which found 

work-life balance was a major source of conflict for employees. These occupational exposures 

outlined by the National Institute for Occupational Safety and Health also align with the 

motivational factors and hygiene factors described by Herzberg et al. (1962). These findings also 

suggest that work demands, organizational culture, and relationships could impact work-life 

balance. 

Due to the many concepts identified in occupational health literature, a components 

approach is needed to fully understand the modern construct of work-life balance. Since no 

agreement exists on the antecedents of work-life balance, a review of literature included studies 

focusing on higher education and nursing education to identify appropriate components. Within 

the work domain role expectations (Lane et al., 2010), income and benefits (Lane et al., 2010), 

and organizational culture (Mallette & Rykert, 2018; Poorman & Mastorovich, 2017) were 

identified as components that influence the satisfaction and work-life balance of an individual. 

Multiple studies of nursing faculty have utilized the two-factor theory (Herzberg et al., 1962) to 

research motivational factors and hygiene factors associated with job satisfaction or job 

dissatisfaction. Herzberg et al. (1962) stated job satisfaction is associated with motivational 
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factors (job satisfiers) such as achievement, recognition, responsibility, advancement, work, and 

growth. Additionally, Herzberg et al. (1962) associated job dissatisfaction with hygiene factors 

(job dis-satisfied) such as company policies and administration, supervision, interpersonal 

relations, working conditions, job security, and salary. In the life domain, identified components 

included resources and support, and personal beliefs. However, the literature suggests these 

components may be experienced differently among genders, generations, and races in higher 

education and nursing education. It is important to note the demographic differences between 

general higher education and the nursing discipline to fully appreciate why gender, generational 

cohorts, and racial differences are important for nursing faculty research. 

Demographic Differences between Higher Education and Nursing Faculty 

 According to the National Center for Education Statistics (2016), of the 1.5 million 

faculty members in postsecondary institutions 53% were fulltime, 76% were white, and 

approximately 50% were male. Forty-four percent of these faculty were below the age of 44 

(National Center for Education Statistics, 2016). In 1999, the average age of college faculty was 

48.73 (National Center for Education Statistics, 1999). Therefore, the average age of college 

faculty has decreased in the last two decades. According to the data provided by the National 

Center for Educational Statistics, higher education faculty have become more diverse over the 

past three decades (Teachers Insurance and Annuity Association of America, 2016). These 

characteristics are not mirrored in nursing higher education. 

Nursing demographics differ greatly from the overall higher education faculty 

demographics. In a national census of nursing educators, the National League for Nursing 

(2017b) found that 93.2% of fulltime nursing faculty were female (N = 13,305). The average age 

of nursing faculty members differ from those in overall higher education with the average age of 
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doctorate-prepared professors being 62.2 and the master’s prepared assistant professors being 

50.9 (AACN, 2017a). This aging of nursing faculty is a concern as more faculty retire and the 

nursing faculty shortage is anticipated to grow. The racial discrepancies are also a concern for 

the discipline of nursing education. According to the American Association of Colleges of 

Nursing (AACN, 2018) less than 16% of nursing faculty are minority individuals. This 

percentage is less than overall higher education faculty, and has been targeted with calls for 

increasing recruitment efforts for minority nursing faculty members (AACN, 2018). 

These demographic differences are important for discipline-based research. In the work-

life balance theories, many of the popular theoretical models were devised from male samples. 

One foundational, well-cited study in the work-life balance literature focused on accountants 

with 65.7% of the participants being males (Greenhaus et al., 2003). This gender imbalance 

manifests in faculty surveys, with the majority of faculty samples being predominately male or 

evenly distributed between genders. Consequentially, higher education studies drawing 

conclusions from gender imbalanced studies may hide the female perspectives of work-life 

balance.  

Higher Education Stressors, Satisfaction, and Work-Life Balance 

 In terms of faculty job stressors, it is important to note that stress can be both beneficial 

(eustress) and detrimental (distress) to a person’s satisfaction and work-life balance. The 

common stressors for faculty members align in the literature with the role expectations, income 

and benefits, and organizational culture. However, gender, generational, and racial differences 

have been noted in the literature regarding these concepts. Prior to focusing on a female-

dominated discipline such as nursing, it is important to note the stressors, differences, and 

inequities for all higher education faculty.  
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Role expectations 

The tripartite role of faculty members includes teaching, service, and scholarship 

(Kellogg Commission, 1999). Among these three faculty roles, differences were noted within the 

literature regarding gender and race. No literature was identified that discussed role expectation 

differences regarding generational cohort. 

Teaching. The amount a faculty member teaches is often measured in teaching workload. 

However, teaching workloads vary greatly by faculty rank, type of courses taught, degree 

program, and institution type. Therefore, no standardized method exists to quantify a faculty 

member’s teaching workload. However, differences in the style of teaching and evaluation of 

teaching were found in the literature and associated with gender and race. 

 Gender differences were found in the literature regarding teaching styles and faculty 

evaluation. Female faculty members more commonly use interactive approaches to teaching 

concepts (Nelson Laird et al., 2011). These active-learning strategies have been found to engage 

students and increase a students’ perception of knowledge gain (Umbach & Wawrzynski, 2005). 

However, the planning and implementation of these strategies are often described as 

cumbersome and involve an extended amount of planning (Miller & Metz, 2014). Faculty 

members using this style of teaching may be adding to their workload.  

Bias has also been found in student opinion polls. Student opinion polls are a common 

method for faculty to receive feedback. Often, these evaluations are included in performance 

reviews and tenure files. However, they are known to be flawed with students often rating female 

faculty differently than their male counterparts (Mitchell & Martin, 2018; Nelson Laird et al., 

2011). Basow (1995) found that female faculty members were perceived to be more sensitive 

while male faculty members were seen as more knowledgeable. This was supported by Mitchell 
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and Martin (2018) with the evaluations of female faculty referring to the female faculty member 

as teacher instead of professor and including comments about appearance or personality. These 

gender differences could influence promotion and tenure, job satisfaction, and role expectations. 

Other studies have found cultural and racial inequities exist related to student evaluations 

(Fan et al., 2019; Reid, 2010). Fan et al. (2019) found that minority faculty members, especially 

those with English as their second language, had more negative student evaluations. These 

negative ratings could be part of a historical struggle for minority individuals to be seen as 

competent in the classroom (Williams, 2007). In the classrooms of minority faculty members, the 

faculty member’s credibility is often being challenged (Harlow, 2003). 

The teaching role is often measured in workload and evaluated by students. The 

evaluation and treatment of female and minority faculty members by peers and supervisors is 

associated with an organization’s culture (Carapinha et al., 2017; Olsen, 1995). While no 

standardized measurement exists on how to quantify a faculty member’s workload, the literature 

states female faculty members could be adding to their workload by utilizing interactive 

approaches to teaching.  

Service. Service can be categorized as internal or external service and is generally valued 

less than research and teaching (Guarino & Borden, 2017). Internal service consists of service to 

an individual’s department, school, and university and external service is defined as service 

completed outside the campus at the local, state, national, or international level (Guarino & 

Borden, 2017). External service usually has greater value for advancement (Guarino & Borden, 

2017).  

While service is an expected role for most fulltime faculty, it is often not factored into 

workload. Gender and racial imbalances were evident in the literature regarding internal and 
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external service. Regarding internal service, gender imbalances exist in faculty service loads with 

females holding 1.5 (p <  .01) more service activities than males (Guarino & Borden, 2017). 

These internal roles do not add to the faculty member’s income and do not have the benefit of 

advancement associated with external service roles. Racial differences were seen with both 

internal and external service. Institutions of higher education often expect minority faculty 

members to fill multiple roles to give diversity to institutional functions (Eddy & Gaston-Gayles, 

2008; Parsons et al., 2016). Eddy and Gaston-Gayles (2008) termed this cultural taxation. As 

with females, this increased work is rarely reflected in compensation. These gender and racial 

inequities illustrate how the role expectations can vary among faculty members of differing 

demographics. The continuance of these practices highlight how organizational culture affects 

role expectations. 

Scholarship. The role of faculty scholarship is often evaluated using the Boyer (1990) 

model of scholarship. Scholarship is categorized in four classifications including the scholarships 

of discovery, integration, application, and teaching. With institutional policies and procedures, 

the methods of evaluation and expectations of faculty related to each of these classifications may 

vary by faculty rank and institution type.  

The scholarship of discovery is defined as the research of new knowledge (Boyer, 1990). 

This area of scholarship is often evaluated for both research and publication productivity for 

tenure-track and tenured faculty (Billings & Halstead, 2015). Again, gender and racial 

differences were found in the literature. In recent decades, both genders have increased 

publication productivity (Sax et al., 2002). However, the historical gender gap on the number of 

publications is narrowing, with females publishing more. According to National Center for 

Education Statistics (2016) the number of female faculty achieving higher ranks in higher 
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education has not increased since 2013. While the number of minority faculty have increased in 

higher education, the number of tenured minority faculty has not (Teachers Insurance and 

Annuity Association of America, 2016). Minority faculty members, who focus on race-related, 

community research have reported negative experiences related to promotion and tenure (Griffin 

et al., 2011; Reid, 2010). This type of research is often viewed as less rigorous and not meeting 

the requirements for promotion and tenure (Griffin et al., 2011).  

Regarding the scholarship of integration and application, a lack of research exists on 

gender, generational, or racial differences when evaluating this classification of scholarship. 

Generational and/or age-related research was also not found in research concerning the 

scholarship of teaching. Given the literature concerning teaching (style and evaluation) and the 

research focused on the inequities regarding evaluation of the scholarship of discovery, a faculty 

member’s gender and race could greatly impact their faculty status, satisfaction, and work-life 

balance.  

Income and Benefits 

Fulltime faculty income and benefits are largely discipline and institution specific. They 

vary widely and can be seen as hygiene factors (Herzberg et al., 1962) that could impact the level 

of job dissatisfaction. According to the Chronicle of Higher Education (2017) fulltime faculty at 

public universities earned from $54,886 to $116,118 depending on rank. At 4-year private not-

for-profit colleges the range was from $61,000 to $120,000 and at 4-year for-profit colleges the 

salaries ranged from $53,000 to $55,000.  

The gender salary gap has been widely discussed in occupational literature. The average 

difference between male and female faculty members varies by as much as $15,000 - 20,000 

(Chronicle of Higher Education, 2017). This finding corroborated earlier research that found 
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male faculty member salaries were approximately 20.7% higher than females (Barbezat & 

Hughes, 2005). Of 48 disciplines reviewed, males were paid significantly more in 44 (Umbach, 

2007). Of the nursing respondents, 100% were female therefore a gender salary differential could 

not be calculated. This pay inequity has led to numerous lawsuits brought by female faculty 

members citing the Equal Pay Act of 1963 and Title VII of the Civil Rights Act of 1964 (Eckes 

& Toutkoushian, 2006).  

Other monetary and nonmonetary benefits exist for nursing faculty outside of salaries. 

Monetary benefits may include insurance packages, retirement packages, and tuition incentives 

(Feldman et al., 2015). Nonmonetary benefits are associated with flexible work schedules, 9-

month contract options, research abilities, and prestige. These benefits have not been widely 

discussed in the literature. 

Organizational Culture   

 Tierney (1988) stated organizational culture is an important concept that is reflected in 

“what is done, how it is done, and who is involved in doing it” (p. 3). Using an anthropological 

approach, Tierney described the framework for organizational culture as the environment, 

mission, socialization, information, strategy, and leadership. Faculty members are a part of this 

culture and the culture can dictate policy, procedures, and the interpretations of these policies 

and procedures. Additionally, it has been noted that perceptions of the organizational culture 

within an institution of higher education can exert an influence on faculty performance and 

satisfaction (Locke et al., 1983). Overall organizational culture may also be influenced by the 

type of institution (public, private, teaching-focused, research-focused). 

 In many studies focusing on faculty perspectives, organizational culture is described in 

terms of organizational or administrative support. The discrepancies seen in service and tenure 
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could be evidence of an imbalance within the overall organizational culture. Perceived support 

and peer relationships are rated as high importance when considering factors associated with job 

satisfaction (Candela et al., 2015; Derby-Davis, 2014; Gormley, 2003).  

 There is a lack of research on the relationship between organizational culture and gender, 

workload differences, income differences, and evaluation differences in academic nursing. 

However, in academic medicine, females that perceived they were discriminated against or felt 

work and family were in conflict perceived a higher negative work climate than males that felt 

discriminated against or had work/family conflict (Carapinha et al., 2017). Additionally, females 

have associated a positive work environment with trusting leadership, positive mentoring 

experiences, and offices for women’s affairs/support (Carapinha et al., 2017). 

 Additional research is needed on the influence of organizational culture on stress, 

satisfaction, and work-life balance. Given the persistent gender and racial differences within 

teaching, service, and scholarship, it is evident that organizational cultures may be perpetuating 

these inequities. However, research on organizational culture is difficult due to it being 

institution-specific. 

Job Satisfaction   

Herzberg et al. (1962) suggests that an employee’s job satisfaction is a consequence of a 

number of factors. These factors are categorized as either being motivational factors, which if 

present are associated with job satisfaction or hygiene factors, which if absent or negative are 

associated with job dissatisfaction. Motivational factors are achievement, recognition, 

responsibility, advancement, work, and growth. While hygiene factors are company policies and 

administration, supervision, interpersonal relations, working conditions, job security, or salary 

(Herzberg et al., 1962).  
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Male and female faculty members experience faculty role stress differently. Males were 

found to be impacted by occupational quantitative stress (workload and pressure), while female 

were affected by quantitative and qualitative (intellectual and emotional) stressors (Rivera-Torres 

et al., 2013). Females often reported a higher level of time-related stress (Lindholm & Szelényi, 

2008), work-life conflict, and unfair work environments (Catano, 2010). Female job satisfaction 

has been linked to the perception of departmental fit, work-life balance, mentoring, and 

appropriate acknowledgement (Webber & Rogers, 2018).  

In academic medicine, fields with stable work hours have been linked to greater job 

satisfaction and lower intent to leave for younger generations (Bunton et al., 2010). This could be 

associated with the importance of work-life balance for members of Generation X and the 

Millennial generation (Twenge et al., 2010; Wey Smola & Sutton, 2002). A lack of research was 

found regarding overall higher education faculty satisfaction related to age and generation. 

However, racial differences in job satisfaction were prevalent within the literature. 

 Qualitative interviews with racial/ethnic minority faculty found that the campus is often 

described as “uncomfortable” (Fries-Britt et al., 2011, p. 25). Also, a national survey (HERI 

Faculty Survey) found that minority faculty experience stress more frequently (Hurtado et al., 

2012). This higher level of stress has been associated with the inability of many minority faculty 

to achieve tenure status (Abdul-Alim, 2012). 

 These findings within the literature suggest that gender, generational cohort, and race 

may influence job satisfaction related to the stressors and inequities within the faculty roles of 

teaching, service, and scholarship. This relationship supports the conceptual framework utilizing 

motivational factors and hygiene factors associated with job satisfaction. The many factors 



31 

associated with the faculty role support the use of the components approach of assessing work-

life balance.  

Work-life Balance   

Work-life balance has not been extensively researched within higher education. However, 

within the existing research, gender differences exist regarding the importance of work-life 

balance. No research was found that focused on racial differences of work-life balance or 

generational differences, although some studies attribute generational cohort or age 

characteristics to wanting stable work hours and flexible schedules (Bunton et al., 2010).   

Gender differences have been noted in the work-life balance of faculty in higher 

education. Eddy and Gaston-Gayles (2008) found, that when questioned, male faculty members 

spoke about the faculty role as being more liberating and allowing time for family. In contrast, 

female faculty members stated that the pressures faced to balance family and work life were 

difficult. This could be related to female faculty members feeling quantitative and qualitative 

stress associated with their role (Rivera-Torres et al., 2013). One female faculty member stated 

that the senior (mostly male) faculty members would commend the females on their abilities to 

fulfill the faculty and motherhood roles “without really taking a breath” (Eddy & Gaston-Gayles, 

2008, p. 12).  

The gender differences associated with stressors/role expectations, satisfaction, and 

work-life balance are prevalent in higher education literature. However, age and racial 

differences are not as evident, especially regarding the concept of work-life balance. Given the 

generational characteristics of the Generation X and Millennials it is important to understand if 

the modern faculty role is a viable career option to achieve their desired work-life balance. 

Additionally, given the lack of representation of minority faculty and the findings that minority 
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faculty are often not achieving tenure, it is important to learn how this is affecting not only their 

job satisfaction but their work-life balance as nontenured faculty often have higher teaching 

workloads. 

Nursing Faculty Stressors, Satisfaction, and Work-life balance 

 Nursing faculty and overall higher education faculty differ regarding demographics 

(gender, age, race). The demographic differences illustrate how research using faculty from all 

disciplines is not a representative sample for nursing faculty. However, other differences have 

been found in the literature regarding stressors, satisfaction, and work-life balance.  

Stressors  

Regarding nursing faculty stress, the literature outlined similar categories of stressors as those 

that affected overall higher education faculty. These align with Herzberg’s (1966) two factor 

theory. However, there were differences within nursing faculty, especially regarding role 

expectations. 

 Role Expectations. Nursing faculty are expected to perform the same overall duties as 

faculty from other disciplines, including teaching, service, and scholarship. However, additional 

responsibilities of baccalaureate nursing faculty include clinical education, incorporating active 

learning strategies, active mentoring and advising, and staying competent with clinical practice 

(Benner et al., 2010).  

Baccalaureate nursing clinical faculty identify job expectations, physical/mental 

exhaustion, balancing the expectations of students and requirements of clinical agencies, and 

teaching inadequately prepared students as stressors (Oermann, 1998). Clinical faculty are also 

expected to be competent in teaching and practice, have the ability to develop interpersonal 

relationships, and have personality traits such as being helpful, encouraging, and caring (Collier, 
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2017). Baccalaureate nursing faculty are expected to be both an expert clinician and educator, 

plus knowledgeable about the curriculum (Benner et al., 2010). This role is unique to practice-

disciplines and could increase stress and workload. 

 The workload of nursing faculty members has been identified as a factor associated with 

job dissatisfaction (Roughton, 2013). One nursing faculty stated, “my personal relationships and 

my health suffered from the stress and lack of strong social support systems…” and “our 

workloads are the highest on campus… due to the numbers of faculty retiring…” (Cash et al., 

2011, p. 259.). These findings, along with those associated with emotional exhaustion (Yedidia 

et al., 2014), may illustrate that a female-dominated discipline experiences the faculty role 

differently than male-dominated or equally distributed samples. These associations also align 

with the qualitative findings of female faculty members (Eddy & Gaston-Gayles, 2008). As the 

nursing faculty workforce continues to age, the workloads may continue to increase for nursing 

faculty. Additionally, these statements reflect the findings of multiple studies regarding workload 

and work-life balance. Therefore, understanding generational and racial differences is essential 

in the current and continuous efforts of nursing faculty recruitment and retention. However, one 

barrier to recruitment and retention is the income and benefit options in other areas of nursing. 

 Income and Benefits. Income and benefits can be both positive and negative for nursing 

faculty. The benefits of the nursing faculty role are similar to those found in overall higher 

education including job flexibility (Falk, 2007; Hessler & Ritchie, 2006). However, major 

disparities exist in the monetary differences between nursing faculty and advanced practice 

nurses (AACN, 2017a; American Association of Nurse Practitioners, 2014; Yordy, 2006) and  

female and male faculty members (American Association of University Professors, 2019). 
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 According to the AACN (2017a), master’s-prepared Assistant Professors had an annual 

average salary of $77,022. In contrast, the American Association of Nurse Practitioners (2014) 

stated that nurse practitioners had an average annual salary of $97,083. This difference in pay 

may decrease the interest in nursing faculty jobs and increase turnover related to nurse 

practitioners leaving academia (Yedidia et al., 2014). Roughton (2013) and Yedidia et al. (2014) 

found that compensation and workload were both predictors for nursing faculty turnover and 

intent to leave. 

 Nonmonetary benefits to the job have often been cited as flexibility. Flexibility in the 

nursing faculty role is described as having the ability to work from home, allowing time for 

clinical practice for younger faculty (Hessler & Ritchie, 2006), flexible scheduling, and 

flexibility in the number of hours worked for older nursing faculty (Falk, 2007). However, there 

is no consensus that job flexibility is a reason faculty are satisfied with their roles. Additionally, 

research focusing on the relationship between job flexibility and work-life balance was not found 

in the literature. Interestingly, leaving academia for more flexibility and better balance has been 

reported (Roughton, 2013). It was estimated that nurse educators work 56 hours a week during 

school terms and 24 hours a week during vacation, breaks, and holidays (National League for 

Nursing, 2007). This could indicate that the increased nursing faculty workload may be more 

burdensome and outweigh the flexibility of a faculty job. 

Organizational Culture. Organizational culture in the nursing education literature 

influences excellence, commitment, and job satisfaction (Mallette & Rykert, 2018). 

Relationships within an organization that are associated with job satisfaction are often 

categorized as peer, supervisor, and organizational relationships (Herzberg et al., 1962). Any of 

these relationships may affect a faculty member’s satisfaction and ability to achieve work-life 
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balance. Within the literature, gender differences were not found due to the overwhelmingly 

female nursing faculty workforce. Generational differences were evident regarding 

organizational culture (Wey Smola & Sutton, 2002). However, no comparative research was 

found regarding racial differences for nursing faculty. 

Extensive research has been completed on the mentoring programs that assign a new 

faculty member to an experienced faculty member (Candela et al., 2013). While no consensus 

exists on how to make these mentoring programs effective in retaining faculty, research does 

suggest relationships have a negative impact on burnout (r  =  -.358, p  < .05) (Owens, 2017). 

There is also a relationship among perceived teaching abilities, empowerment, and 

administrator support and intent to stay in the faculty role (Candela et al., 2015; Oermann et al., 

2015; Poorman & Mastorovich, 2017). Therefore, effective administrators that promote faculty 

development and provide empowering feedback could impact faculty members’ intent to stay in 

the workplace. This could be especially true for nursing faculty of younger generations, such as 

members of the Generation X or Millennial cohort.  

Generational differences were noted regarding intent to leave and relationships in nursing 

faculty. Faculty members from older generations were more likely to stay in nursing education 

than faculty from younger generations (Candela et al., 2015). While this may be related to 

becoming comfortable with the role and with job satisfaction, it could also be related to the 

characteristics of the younger generations placing more importance on recognition and incentives 

(Carver et al., 2011; Tourangeau, 2015). 

Organizational culture is partially characterized by the relationships and interactions 

between members within the institution (Tierney, 1988). The findings in the literature suggest 

peer-relationships and supervisor/administrator interactions are important for job satisfaction and 
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intent to stay in academia. While relationships were not directly seen in the ability of a faculty 

member to find work-life balance, meaningful relationships did coincide with job satisfaction for 

nursing faculty. 

Satisfaction 

Role expectations (AACN, 2005) and organizational culture (Roughton, 2013) are both 

directly related to intent to leave and nurse faculty position vacancy rates. In the literature, 

generational differences were also related to intent to leave (Candela et al., 2013). However, job 

satisfaction was not identified in the literature for minority nursing faculty.  

Work-Life Balance  

A systematic search was conducted to identify studies related to work-life balance in 

baccalaureate nursing faculty. An electronic search of nursing and educational databases 

(CINAHL, ERIC, PsychArticles, and ProQuest) was conducted using the key terms of nursing 

faculty and work-life balance. The initial search of ProQuest identified an overwhelming 

majority of articles that did not focus on nursing faculty or work-life balance. In the ProQuest 

search additional filters were added including scholarly journals, published in the last 10 years, 

nursing education, and work-life balance. A total of 41 articles were found within the databases. 

A review of the title of each entry was then conducted to identify articles that did not focus on 

baccalaureate nursing faculty. Nineteen articles were identified during the title review as not 

focusing on work-life balance and full-time baccalaureate nursing faculty and were omitted. One 

article was excluded due to not being written in English. The remaining 21 article abstracts were 

reviewed for pertinence to the subject. Due to the lack of relevance to work-life balance or 

undergraduate nursing faculty, 14 additional articles were omitted. A total of seven articles were 

retained (six quantitative, one mixed-methods, and no qualitative articles). An ancestry search of 
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the identified articles reference list was conducted to identify any additional studies. Although 

intent to leave, intent to stay, workload, satisfaction, stress, burnout, work environments, and 

productivity were common in the reference lists, work-life balance was not found. 

 In the identified literature, work-life balance was identified as an important concept to 

include in mentoring programs (Bruner et al., 2016). Additionally, factors associated with life 

balance were associated with compassion satisfaction, compassion fatigue or burnout, and 

secondary stress (Owens, 2017). These associations were indirectly supported by dissatisfaction 

with the flexibility between work and family life accounting for 28% of the variance found in 

emotional exhaustion (Yedidia et al., 2014) and higher nursing faculty intent to stay being 

associated with greater satisfaction with balancing work and life (ß .088, SE .048, t statistics 

2.338 p = .020) (Tourangeau et al., 2012).  

In articles reviewed focusing on workload and satisfaction, the ability to balance work 

and life was found multiple times in the literature as an important concept for nursing faculty 

(Bittner & Bechtel, 2017; Cash et al., 2011). The unique role expectations, income and benefits, 

and organizational culture may either promote or impede a nursing faculty member’s ability to 

achieve work-life balance. Literature suggests that a key characteristic of younger generations is 

the desire for work-life balance (Twenge et al., 2010; Wey Smola & Sutton, 2002). Identifying 

these generational differences in work values and personal values are important factors in 

devising recruitment and retention policies for the aging nursing faculty workforce (Twenge et 

al., 2010).  

Life Domain 

 A person’s life is conceptualized as everything outside of their work. This includes 

family, social, and personal aspects within their life and can be both positive and negative. The 
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literature outlines factors associated with the life domain to include role expectations 

(MacDonald et al., 2005; Sax et al., 2002; Suddath, 2018), resources and support (Marcinkus et 

al., 2007; Rivera-Torres et al., 2013), and personal beliefs about work, life, and boundaries 

(Clark, 2000). However, the literature focusing on the life domain of work-life balance is scarce.  

Role expectations   

Since gender and racial differences were evident in the higher education literature, these 

differences were examined in the literature regarding life outside of work. Within the limited 

research, differences were evident regarding gender (MacDonald et al., 2005) and generations 

(Zemke et al., 2000). However, no literature was found regarding racial differences affecting the 

life domain. 

In many of the studies, life domain roles were termed “unpaid” work. For many faculty 

members, “unpaid” work included childcare, household work, volunteering, education, and 

dependent elder care (MacDonald et al., 2005). These roles may be influenced by gender and age 

due to expected developmental and societal norms (females do housework, younger individuals 

have children, etc.). Additionally, individual beliefs including the importance of work and 

personal life may be influenced by gender and age due to expected societal norms. Since societal 

norms dictate much of the role expectation and beliefs, the differences of these factors in gender 

and generational cohort are important to examine. 

In the household, unpaid work or household duties are often performed by the female 

(MacDonald et al., 2005). Additionally, time-related stress was found to impact females more 

than males when associated with childcare, eldercare, and housework (MacDonald et al., 2005). 

For females and males, stress levels were impacted when paid work hours increased. The 

rationale that females continue to perform more of the household duties has been given as 
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reasons for the gender wage gap (Sax et al., 2002; Suddath, 2018). However, family variables 

(marital status, dependent child status, home stress, financial stress, stress from caring for 

dependent elder, and hours per week spend on childcare or household duties) have been found to 

contribute little or nothing in the prediction of research productivity (Sax et al., 2002). These 

findings correlate to the qualitative findings from Eddy and Gaston-Gayles (2008) that 

childrearing itself does not interfere with meeting the expectations of the faculty role for females. 

However, the literature demonstrates that work-life balance is important to females and the 

ability to satisfy both domain (work and life) demands does not necessarily relate to the 

achievement of work-life balance. However, supportive relationships often help achieve this 

balance (Rivera-Torres et al., 2013). 

Resources and Support   

 Rivera-Torres et al. (2013) found that social support had a stronger impact on job-related 

stress for females than men. Therefore, supportive work and family environments may greatly 

impact the job-related stress levels in females. However, time is a necessary factor in 

understanding work-life balance for females. For younger faculty members, professional mentors 

and partners that share household duties are often seen as resources and support (Clark, 2000; 

Marcinkus et al., 2007). However, for females in midlife, social support may look different and 

encompass peers inside and outside of work (Marcinkus et al., 2007). These differences may be 

related to development and maturation, or personal beliefs regarding work and life. 

Personal beliefs   

The literature on personal beliefs of faculty members and individuals is limited. 

However, within work-life balance theories some personal beliefs emerge regarding the creation 

of borders (Clark, 2000). Additionally, with technologic advances and increasing comfort with 
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technology, the idea of connectedness may greatly influence an individual’s ability to achieve 

work-life balance (Kotwinski, 2016).  

 The importance a person places on work, family, or leisure time have often been 

described as common aspects of generational differences (Singh, 2013; Twenge et al., 2010; 

Wey Smola & Sutton, 2002). These generational differences may be evident in the level of 

job/life satisfaction and work-life balance. While this has not been found in higher education 

literature, the ability of a person to negotiate work and family has been found in the work-life 

balance literature. 

 The border theory by Clark (2000) explains that work and family are two domains and 

individuals regularly cross these domains by taking work-related calls at home or vice versa. 

These border permeations can be influenced by a person building the strength of their borders. 

For example, not bringing work home is evidence of a person’s strong border wall. This personal 

belief may greatly influence work-life balance of faculty members. 

 Related to this idea of border permeation or boundary creating, many faculty members 

carry smartphones that allow work emails to be received continuously. This continuous 

connection may be a particular problem for faculty members of younger generations that are 

often very comfortable with technology (Twenge et al., 2010). Smartphones can be a resource 

for teaching and job performance. However, work-related smartphone may impact a person’s 

stress level (Kotwinski, 2016; Ragsdale & Hoover, 2016). Therefore, smart devices and 

connectivity may impact work-life balance.  

 Personal beliefs can influence an individual’s stress, satisfaction, and work-life balance. 

Research directly relating these personal beliefs to work-life was not found within the literature 

of higher education and nursing faculty. However, a better understanding of this relationship 
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could help administrators create policies and procedures that facilitate faculty recruitment and 

retention. 

The Rationale for Research of Fulltime, Baccalaureate Nursing Faculty 

The nursing faculty shortage has a direct impact on the ability of schools of nursing to 

accept qualified student applicants (AACN, 2017a). In recent estimates, nursing schools turned 

away over 75,000 qualified nursing applicants and offered a reason for this is lack of nursing 

faculty (AACN, 2019). These estimates come after the call to drastically increase the number of 

baccalaureate-level nurses to provide safe, effective care to the American population that is 

living longer and being faced with chronic illness earlier (Institute of Medicine, 2010).  

Occupational (National Institute of Occupational Safety and Health, 2018) , higher 

education (Eddy & Gaston-Gayles, 2008), and nursing literature (Derby-Davis, 2014) suggest 

that work-life balance is an essential component of employee satisfaction and intent to stay. 

However, differences in satisfaction or work-life balance have been found in the literature among 

gender (Eddy & Gaston-Gayles, 2008; Mishra, 2014; Rivera-Torres et al., 2013), generations 

(Tourangeau, 2015; Twenge et al., 2010), and races (Reid, 2010; Williams, 2007). This is acutely 

important to a discipline such as nursing education that has been called to increase student 

numbers (Institute of Medicine, 2010), minority nursing faculty numbers (National League for 

Nursing, 2016), and recruitment of nursing faculty (AACN, 2017b). 

Recently, focus has been placed on the work-life balance of faculty working in doctoral 

programs (Smeltzer et al., 2015). While this research is critical to the nursing faculty shortage in 

that the students of these nursing faculty could fill faculty roles, attention should also be placed 

on the unique strains associated with the roles, income and benefits, and organizational culture 

related to fulltime, baccalaureate nursing faculty. Such research would broaden the current body 
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of knowledge and inform the creation of sustainable, effective recruitment and retention policies 

and procedures that are relevant to this unique discipline within higher education.  

Inferences for Current Study 

 A systematic search demonstrated the need for further research focus on work-life 

balance. A gap in the literature was evident considering the work-life balance of fulltime, 

baccalaureate nursing faculty members. Job satisfaction, work-life balance, and nursing 

education literature does suggest that several factors are important including demographic 

variables (gender, generation, race), motivational factors (achievement, recognition, 

responsibility, advancement, work, and growth), and hygiene factors (role expectations, income 

and benefits, organizational culture including perceived supervisor support, organizational 

support/trust, and positive peer-to-peer relationship). While Herzberg et al. (1962) did not 

include factors associated with personal life satisfaction in the two-factor theory, the literature 

review suggests that role expectations, resources and support, and personal beliefs (importance 

of work, personal life, and boundary setting) are applicable. A mixed-methods study could 

provide a holistic understanding (Creswell & Plano Clark, 2011) of a baccalaureate nursing 

faculty work-life balance. Since work-life balance/imbalance can affect psychological and 

physical well-being, a quantitative study may not fully explain the individual’s description of 

work-life balance especially when gender, generational, and racial differences may occur. 

Therefore, the need for this study was supported by the literature, and the findings of this study 

contribute to the state of the science on satisfaction and work-life balance in baccalaureate 

nursing faculty.  
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Summary 

 This chapter provided a review of the existing literature related to work-life balance, 

differences in work-life balance, and factors associated with work-life balance in higher 

education and nursing faculty. Inferences for the study were presented based on the synthesis of 

the work-life balance literature, higher education literature, and nursing faculty literature that 

support the conceptual framework and a mixed-methods study. This chapter provided the 

evidence needed to support a mixed-methods study, which investigated the differences of work-

life balance in fulltime, baccalaureate nursing faculty. 
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CHAPTER THREE 

METHODOLOGY 

A shortage of baccalaureate nursing faculty has stifled the acceptance rates of qualified 

nursing student applicants (AACN, 2016). This is a multifactorial problem that has been linked 

to the retirement of nursing faculty (AACN, 2017a), noncompetitive salaries (AACN, 2017b; 

Feldman et al., 2015), and a decreased interest in nursing faculty positions (AACN, 2019). While 

all of these factors should be studied, research findings demonstrate a strain on nursing faculty 

members due to workload, role expectations, and job satisfaction (AACN, 2005). An additional 

need is to diversify nursing faculty by recruiting and retaining qualified nursing faculty of 

various genders, races, and ages. It is essential when devising these recruitment and retention 

plans to understand the experiences of baccalaureate nursing faculty of differing genders, ages, 

and races. The literature has indicated that differences could exist in the role expectations or 

individual needs among these groups.  

Therefore, the purpose of this study was to better understand the gender, generational, 

and racial differences of job satisfaction, life satisfaction, and work-life balance in baccalaureate 

nursing faculty. This comprehensive understanding of work-life balance may help administrators 

devise recruitment and retention policies for baccalaureate nursing faculty that address work-life 

balance and negate some of the strains identified within the nursing faculty role.  

This chapter presents the methodology for the research study exploring work-life balance 

of baccalaureate nursing faculty. In this chapter, the research design, setting and context, sample 

and sampling methods, instrumentation, data collection management and analysis are described. 

Additionally, the instrumentation and psychometric properties of each study instrument are 

detailed. Since the study utilized a mixed-method design, trustworthiness and rigor of the 
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qualitative strand will be described. This chapter concludes with a description of protection of 

human subjects and description of the anticipated research limitations.  

Research Design 

 To address the research questions of this study, a convergent parallel mixed-methods 

design was used. This mixed-method design is best suited for research studies in which the 

limitations of one method are counterbalanced by the strengths of the other method (Creswell & 

Plano Clark, 2011). In the convergent parallel design, a researcher collects qualitative and 

quantitative data concurrently, and the data are kept independent until they are compared and 

interpreted (Creswell & Plano Clark, 2011). The convergent parallel design was selected due to 

the purpose of providing a more complete understanding of work-life balance. An additional 

purpose of this method is that it can validate or corroborate quantitative scales (Creswell & Plano 

Clark, 2011).  

Quantitative and qualitative data were collected in one, web-based survey. The survey 

was comprised of a demographic questionnaire, existing quantitative instruments, and open-

ended survey items that were guided by the literature. While both strands were provided to the 

same participants in the web-based survey, the merging of data and the interpretation of data 

were not completed until after each strand was collected and analyzed. By collecting the data 

within the same time frame, the participants could elaborate in the qualitative open-ended 

questions in means that the quantitative instruments would not allow. The survey’s quantitative 

nature did not permit for the broad understanding that qualitative open-ended questions allow. 

Qualitative findings of work-life balance in baccalaureate nursing faculty of differing genders, 

generations, and races were not found extensively in the literature. Therefore, merging the 
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quantitative and qualitative strands provided a more comprehensive understanding that has been 

lacking in the explored literature. 

This study began with a descriptive study by collecting data using existing instruments. 

Upon completion of the quantitative items, the participants immediately began the open-ended 

items within the same survey. After quantitative and qualitative data collection and analysis, the 

results were merged and interpreted to provide a more comprehensive understanding of work-life 

balance in baccalaureate nursing faculty. This method is outlined in Figure 2.  

 

 
Figure 2 

 Convergent Parallel Design Diagram for study 
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Research Setting and Context 

 A web-based survey was used to collect data from full-time nursing faculty who were 

teaching in a baccalaureate nursing program within the United States. A web-based survey was 

selected for this research study to ensure accessibility to an adequate sample. The ability to 

recruit participants throughout the United States increased the generalizability of the findings. 

Sample and Sampling 

 Data were collected from nursing faculty within the United States using a purposive 

sample. The inclusion criteria for study participants were registered nurses who: 1) hold a full-

time nursing faculty position and 2) have a teaching load of 51% or more in a prelicensure, 

baccalaureate nursing program. The exclusion criterium for the study was faculty with 

administrative positions. 

 Potential participants were recruited via email. Chief Nurse Administrators of accredited 

nursing programs identified as having entry level, Bachelor of Science in Nursing (BSN) degree 

through the AACN Commission on Collegiate Nursing Education (CCNE), Accreditation 

Commission for Education in Nursing (ACEN), and NLN Commission for Nursing Education 

Accreditation (CNEA) websites. The Chief Nurse Administrators (N = 954) listed on the 

accrediting body websites were sent an initial email with information about the study and a link 

to the web-based survey. The email asked the administrator to forward the link to faculty 

members at their institution.  

 The feasibility of the sample was calculated by estimating that of the 954 Chief Nursing 

Administrators identified on the websites as offering an entry level BSN degree, 10% would 

disseminate the survey request to the full-time baccalaureate faculty at their school. Additionally, 

of the approximately 95 Chief Nursing Administrators that disseminate the survey, 10% of the 
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faculty would complete the survey. The average number of full-time, baccalaureate faculty at 

accredited institutions was estimated to be 25. Using these calculations, it is estimated that 237 

full-time, baccalaureate nursing faculty would complete the survey. It is important to note that 

multiple Chief Nursing Administrators (n = 12) represent multiple schools of nursing within an 

educational consortium. While the same email address was listed on the website, multiple emails 

were not sent to those Chief Nursing Administrators. However, the schools of nursing within 

educational consortiums were viewed as distinct institutions. 

 The sample size for the study was determined using the quantitative strand predictor 

variables and conducting a power analysis to decrease the risk of a Type II error (Field, 2013). 

The categorical predictors and corresponding grouping variables (k) used were gender (male, 

female), generational cohort (youngest, middle, oldest), and race (minority, nonminority). It was 

anticipated that the gender subgroups other than female and male would be well-represented in 

the sample. It was also anticipated that racial minorities would need to be transformed into a 

subgroup “minority” due to the underrepresentation of minorities in the nursing faculty 

workforce. The number of predictor variables was calculated to be four by subtracting the 

number of grouping variables (k) by 1, for each categorical predictor. Utilizing power analysis 

with a power of 0.80, a two-tailed alpha significance level 0.05 with four predictor variables and 

an effect size (f2) of 0.15, it was found that an adequate sample size would be 114 participants (G 

Power 3 Calculator version 3.1.9.2). Therefore, to decrease the risk of a Type II error a minimum 

sample size of 114 participants was used. The outlined sampling method was determined to be a 

feasible method to meet the minimum sample size requirements. 



49 

Instruments 

 The data collection survey for this study included demographic items that I developed 

from the literature, three externally developed instruments for the quantitative strand, and two 

open-ended items for the qualitative strand. The open-ended items for the qualitative strand were 

guided by a review of the current literature regarding nursing faculty, faculty work-life balance, 

generational cohort characteristics, racial differences within the faculty role, and gender roles. A 

copy of the complete survey can be found in Appendix A. 

Personal Demographics Relevant to Work and Life Questions 

 Participants completed nine items comprised of demographics, work-life, and personal-

life information. Demographic items included gender, year of birth, and race. Items related to 

work life include tenure status, highest level of education completed, number of years in nursing, 

and number of years in nursing education. Items related to personal life include marital or civil 

status (committed relationship) and number of dependents (children, adults, or elders). 

Work-Life Balance Self-Assessment 

 Work-life balance was measured using the adapted version of the Work-Life Balance 

Self-Assessment (WLBSA) by Hayman (2005). This version was adapted from the 21-item 

Work-Life Balance Self-Assessment scale designed by Fisher (2001) to measure employees’ 

perception of work-life balance. The 15-item Likert-style questionnaire assessed three 

dimensions of work-life balance including work interference with personal life (WIPL), personal 

life interference with work (PLIW), and work/personal life enhancement (WPLE). Participants 

were asked to indicate the frequency of feeling a certain way during the past three months using 

a seven-point Likert scale (1= not at all, 4= sometimes, and 7= all the time). Item 14 was reverse 

coded to provide consistency in scoring. The three subscale scores were calculated by finding the 
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mean of scores. Higher means within the dimension of WIPL and PLIW indicated that the 

participant had lower levels of work-life balance (Hayman, 2005).  However, WPLE items are 

positively worded and higher mean scores indicated higher levels of perceived work-life balance. 

 Exploratory factor analysis was used to examine construct validity (Hayman, 2005). The 

exploratory factor analysis yielded a robust three-factor solution (WIPL, PLIW, and WPLE). 

Factor 1 (WIPL) contained seven items with factor loadings ranging from .70 to .89 and an 

eigenvalue of 5.01, which accounted for 33.45% of the variance. Factor 2 (PLIW) contained four 

items with factor loadings ranging from .63 to .87 and an eigenvalue of 3.14, which explained 

20.98% of the variance. Finally, factor 3 (WPLE) contained four items with factor loadings 

ranging from .57 to .86 and an eigenvalue of 2.16, which explained 14.46% of the variance. The 

total percentage of variance that was explained by the three factors was 68.89%. Within factor 3 

(WPLE) the item ‘better mood because of my job’ had a factor loading of .57, but was retained 

due to the contribution it showed to reliability (Hayman, 2005).  

 Internal consistency reliability (Cronbach’s alpha) for the WLBSA was reported for the 

three dimensions as 0.93 (WIPL), 0.85 (PLIW), and 0.69 (WPLE), which demonstrates 

reliability of the WIPL and PLIW dimensions according to Polit and Yang (2016). Although 

factor 3 had a Cronbach’s alpha of 0.69, deletion of items did not improve reliability of the 

construct and all four items were retained as it was near 0.70 (Hayman, 2005). In a later study of 

flexible work arrangements and work-life balance, the Cronbach’s alpha values for the three 

factors were 0.93 for WIPL, 0.90 for PLIW, and 0.77 for WPLE (Hayman, 2009).  

As with many existing scales that measure work-life balance, demographics of the population 

utilized to establish validity and reliability is a limitation. Based on existing literature, work-life 

balance may be conceptualized or experienced differently in female faculty members (Eddy & 
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Gaston-Gayles, 2008; MacDonald et al., 2005). This could limit the appropriateness of the scale 

to research a population such as nursing education, which is overwhelmingly female. 

 However, psychometric analysis of the WLBSA was conducted on a female-dominate 

(94.4%) sample of doctoral nursing faculty in the United States (Smeltzer et al., 2016). In a 

sample of 554 doctoral program faculty, the three dimensions were found of to have Cronbach’s 

alphas of .92 (WIPL), .82 (PLIW), and 0.66 (WPLE). These were similar to the Cronbach’s 

alphas reported by Hayman (2005) and all items within the instrument developed by Hayman 

were included in the questionnaire by Smeltzer et al. (2016). Validity was also tested in the 

nursing doctoral faculty utilizing principal components analysis. Factor 1 (WIPL) contained 

seven items with factor loadings ranging from 0.54 to 0.89 and an eigenvalue of 6.06, which 

accounted for 40.45% of the variance. Factor 2 (PLIW) contained 4 items with factor loadings 

ranging from 0.56 to 0.82 and an eigenvalue of 2.29, which explained 15.30% of the variance. 

Finally, factor 3 (WPLE) contained four items with factor loadings ranging from 0.47 to 0.81 and 

an eigenvalue of 1.53, which explained 10.22% of the variance. Additionally, a Kaiser-Meyer-

Olkin (KMO) to measure sampling adequacy was conducted and a Bartlett’s test for sphericity 

was conducted to test that the variables were uncorrelated. The KMO was found to be excellent 

at 0.9 and the Bartlett test for sphericity was significant (p < .007) which indicated sampling and 

factor analysis were both appropriate (Smeltzer et al., 2016). 

Job-Satisfaction Survey 

 Job satisfaction was measured with the Job Satisfaction Scale by Sluyter and Mukherjee 

(1986). The Job Satisfaction Scale consists of 24 items focusing on the six motivational factors 

and six hygiene factors described by Herzberg et al. (1962). Motivational factors include 

advancement, recognition, achievement, the work, responsibility, and growth. The hygiene 
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factors include salary, company policies, supervision, working conditions, interpersonal 

relations, and security. Each of the twelve variables is measured by a pair of questions with a 7-

point Likert scale. Participants were asked to identify their level of satisfaction concerning each 

factor (1= not satisfied and 7= completely satisfied). The scale has three global measures that are 

measured by the mean scores for motivational factors, hygiene factors, and total satisfaction. The 

same 7-point Likert scale is used to interpret the mean scores.  

To ensure reliability, Sluyter et al. (1985) performed inter-item correlation coefficients 

and significance levels for all 24 items and found the correlations suggests that the 24 items 

measuring the twelve constructs outlined by Herzberg et al. (1962) were highly related. The 

internal consistency reliability for the survey was measured by Cronbach’s alpha and found to be 

.96, indicating a high degree of internal consistency. To test the validity, factor analysis was also 

performed by Sluyter et al. (1985) using Catell’s Screen Test. Factor loadings ranged from 0.53 

to 0.76. This indicated that only one factor was being measured, Job Satisfaction. Additional 

validation tests were performed by Sluyter and Mukherjee (1986) used canonical variates. The 

Job Satisfaction Survey was compared to the widely used Job Descriptive Index and a significant 

(p < .01) canonical correlation coefficient was found, which suggests the Job Satisfaction Survey 

and Job Descriptive Index measure similar variables. 

This scale has been found to be reliable in the literature focusing on nursing 

administrators and nursing faculty. The Job Satisfaction Survey (Sluyter & Mukherjee, 1986) has 

been used in nursing faculty and demonstrated good internal consistency reliability. Cronbach’s 

alpha scores in studies focusing on nursing administrators or faculty range from .95 (Lindquist, 

2019) to .96 (Derby-Davis, 2014).  
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Life Satisfaction 

 Life satisfaction was measured utilizing the 5-item, Satisfaction with Life Scale (SWLS) 

(Diener et al., 1985). The SWLS measures life satisfaction as a cognitive-judgmental process. 

Participants rate level of agreement on a 7-point Likert-type response scale from “strongly 

disagree” (1) to “strongly agree” (7). Total score ranges from 7 to 35 with higher scores denoting 

higher life satisfaction. The instrument has been validated in clinical and nonclinical settings 

(Nemcek, 2007; Yazdanshenas Ghazwin et al., 2016). The SWLS has a Cronbach’s alpha of .87, 

demonstrating good internal consistency reliability. For ease of interpretation, the means were 

used to interpret the scores for this instrument. 

Qualitative Survey 

 The qualitative strand was devised using concepts found within the literature and 

Herzberg’s two-factor theory, as noted in the conceptual framework. It is important to note, no 

qualitative studies were identified in the literature review for work-life balance and baccalaureate 

nursing faculty. The methods outlined by Dillman et al. (2009) for writing open-ended questions 

were used to devise two items, including:  

1. As a nursing faculty member, please describe your experience with work-life balance.  

2. Please add anything else you would like to share that has not already been covered in 

your responses about your work-life balance as a nursing faculty member. 

Data Collection 

Data collection was completed by compiling the demographic items, the three instrument 

items, and the open-ended items into a survey for web-based administration and data collection 

via a web-based surveying software. The Tailored Design Method for Internet Surveys by 
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Dillman et al. (2009) was utilized in the development and dissemination of the web-based 

survey. Potential participants were not offered an incentive for completing the survey.  

Procedures 

 After proposal to the Mercer University doctoral faculty members, it was anticipated that 

the study proposal would be immediately submitted to the Mercer University Institutional 

Review Board (IRB). However, the timing of the proposal submission was problematic due to 

the COVID-19 pandemic. Therefore, IRB approval and survey dissemination were delayed. 

I defended the research proposal in early March of 2020. Shortly after a successful defense of the 

dissertation proposal, many states within the United States began to shut down schools and 

businesses to control the spread of COVID-19. Within a month, most nursing programs and 

baccalaureate faculty were navigating the abrupt transition from face-to-face to virtual learning 

for both didactic and clinical courses. It was determined that distribution of a survey during the 

busy, stressful transition would likely yield a poor response rate. The submission to IRB was 

postponed until May 2020 and was subsequently approved on May 9, 2020 (Refer to Appendix 

B).  

However, the survey was not disseminated due to the majority of baccalaureate nursing 

faculty having 9-month contracts and this timing would be during many school’s final exam 

weeks or summer break. It was determined that a mid-September dissemination date would be 

appropriate as most baccalaureate faculty would not be experiencing the busyness of the 

beginning of a semester. The survey was disseminated on September 15, 2020. 

Prior to September 15, 2020 all questionnaires and instruments for the study were 

converted to create one web-based survey. On September 15, all Chief Nursing Administrators 

(N = 954) at schools of nursing, identified through the accrediting body websites as offering 
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entry level BSN programs were contacted via email. The email included information about the 

study and a link to the web-based survey. Administrators were asked to forward the link to 

nursing faculty at their institutions. The link directed potential participants to an information 

page containing an invitation, the informed consent, and the web-based survey. It was estimated 

that the entire survey including open-ended items would take approximately 25 minutes to 

complete. A two-contact email strategy was planned, which included the original email with link 

and one reminder (Dillman et al., 2009). The second email was anticipated to be needed if the 

sample size was not adequate. However, it was not needed.  

 All research data obtained from the web-based survey were exported into a Microsoft® 

Excel spreadsheet. Quantitative data were imported from the Excel spreadsheet into SPSS® 

version 27.0. Qualitative data were imported from Excel to Microsoft® Word for data analysis. 

Participants were codified by number. 

Data Management and Analysis 

  The data analysis framework for convergent, parallel design was utilized in this research 

study. Creswell and Plano Clark (2011) outline this process in six steps including: collect the 

quantitative and qualitative data concurrently, independently analyze each strand of data using 

the best analytic approaches suited to the research questions, specify the dimensions to compare 

the results from the two databases, specify what information will be compared, complete refined 

data analysis of both strands to complete the comparison, present the comparisons, and interpret 

how the combined results answer the quantitative, qualitative, and mixed-method questions.  

 Quantitative data were exported to Microsoft® Excel spreadsheet. I validated, cleaned, 

and imported the data into SPSS®. Qualitative data were imported into an Excel spreadsheet, 

then moved to a Microsoft® Word file (verbatim) and examined for recurrent themes.  
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Prior to collecting data, a plan was devised for missing data. Missing quantitative data 

may occur for various reasons including participants omitting answers on purpose or by accident 

(Field, 2013). As part of the plan, missing demographic data would be coded in SPSS® by a 

unique value. Common methods that exist for handling missing data include listwise deletion, 

pairwise deletion, and mean imputation (Peugh & Enders, 2005). These methods have limitations 

including reduction of sample size (listwise), issues pertaining to the comparability of analyses 

(pairwise), and biased estimates (mean imputation) (Peugh & Enders, 2005). When considering a 

method, it is important to recognize the limitations of the intended population and the research. 

Baccalaureate nursing faculty are nondiverse (predominately white, female) and the research 

focuses on gender, generational cohort, and race. Any limitations to sample size and analysis 

would be self-limiting to this study. An accepted practice to handle missing data was multiple 

imputation (MI) (Bannon, 2014; Peugh & Enders, 2005). To perform MI, the data would be 

reviewed to assess for patterns of missingness, if the pattern is random, a parameter for MI 

would be set, and the MI method would be conducted (Bannon, 2014). After review and 

identification of appropriate methods, it was determined that an analysis of the sample size, 

subgroup samples, amount of missing data, and pattern of missing data would help determine the 

proper procedure between mean imputation and multiple imputation. 

Quantitative Analysis Plan 

Quantitative Research Question 1: In baccalaureate nursing faculty, to what degree do gender, 

generational cohort, and race predict the perception of job satisfaction?  

 Data analysis for quantitative research question 1 was anticipated to utilize a three-way 

multivariate analysis of variance (MANOVA) if the assumptions were met including 

independence, multivariate normality, random sampling, dependent (outcome) variables have an 
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interval measurement, and homogeneity of covariance matrices (Field, 2013). If assumptions 

were not met, nonparametric tests would have been performed as appropriate. The analysis 

included the outcome variables of job satisfaction (Hygiene and Motivators), which were 

analyzed against the three predictor variables including gender, generational cohort, and race. 

This indicated if gender, generational cohort, or race were significant predictors of job 

satisfaction while controlling for the other dependent variables.  

 For the outcome variables within job satisfaction, separate univariate tests were 

conducted with the individual subscales of the Job Satisfaction Survey by Sluyter et al. (1985), 

Hygiene Factors and Motivators. This indicated if gender, generational cohort, and race were 

predictors of hygiene and motivational factors. In terms of practical significance, it was 

determined that for baccalaureate nursing faculty a one-point difference in means on either of the 

job satisfaction subscales would be significant due to the goal of diversifying nursing faculty.  

Quantitative Research Question 2: In baccalaureate nursing faculty, to what degree do gender, 

generational cohort, and race predict the perception of life satisfaction? 

For the second outcome variable, life satisfaction, the mean of the Satisfaction with Life 

Scale (Diener et al., 1985). It was anticipated that life satisfaction would be analyzed against the 

three predictor variables gender, generational cohort, and race. This analysis would indicate if 

gender, generational cohort, or race predict life satisfaction of baccalaureate nursing faculty. 

The anticipated data analysis for quantitative research question 2 was to utilize Analysis 

of Variance (ANOVA) if the assumptions were met including independence, multivariate 

normality, random sampling, dependent (outcome) variables have an interval measurement, and 

homogeneity of covariance matrices regression (Field, 2013). However, the assumption of 

multivariate normality was not met for the Satisfaction with Life Scale. This scale demonstrated 
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a bimodal distribution, and it was determined that transformation using visual binning into two 

distinct categories would be appropriate. 

This transformation made the outcome variable (Life Satisfaction) categorical in nature, 

which would be inappropriate for the planned ANOVA test. It was determined that a binary 

logistic regression would be appropriate to determine the effect of gender, generational cohort, 

and race on life satisfaction. The assumptions of a dichotomous dependent variable, linearity, 

independence of observations, absence of specification errors, and absence of multicollinearity 

(Hatcher, 2013) were evaluated prior to analysis. For practical significance, it was determined 

that for baccalaureate nursing faculty a one-point difference in mean for life satisfaction would 

be significant. 

Quantitative Research Question 3: In baccalaureate nursing faculty, to what degree do gender, 

generational cohort, and race predict work-life balance? 

Data analysis for quantitative research question 3 was anticipated to utilize MANOVA if 

the assumptions were met including independence, multivariate normality, random sampling, 

dependent (outcome) variables have an interval measurement, and homogeneity of covariance 

matrices (Field, 2013). If assumptions were not met, nonparametric tests were planned as 

appropriate.  

The outcome variable work-life balance was analyzed using the three subscales of the 

Work-Life Balance Self-Assessment Scale (Hayman, 2005). The scores from the three subscales 

(WIPL, PLIW, and WPLE) were analyzed against the predictor variables of gender, generational 

cohort, and race. These analyses indicated if gender, generational cohort, and race were 

significant predictors of WIPL, PLIW, and WPLE. 
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For the outcome variables within work-life balance, separate univariate tests were 

conducted with the individual subscales of the Work Life Balance Self-Assessment (Hayman, 

2005). This indicated if gender, generational cohort, and race were predictors of WIPL, PLIW, 

and WPLE. In terms of practical significance, it was determined that for baccalaureate nursing 

faculty a one-point difference in means on either of the work-life balance subscales would be 

significant. 

Quantitative Research Question 4: In baccalaureate nursing faculty, to what degree do job 

satisfaction and life satisfaction predict work-life balance? 

The predictor variables of job satisfaction and life satisfaction were analyzed against the 

outcome variables that consisted of the subscales of the Work Life Balance Self-Assessment 

Scale (Hayman, 2005). The three outcome variables include WIPL, PLIW, and WPLE. Job 

Satisfaction was defined as the subscales from the Job Satisfaction Survey (Sluyter et al., 1985) 

and life satisfaction was determined by the mean score of the Satisfaction with Life Scale 

(Diener et al., 1985). A MANOVA test was conducted with the three subscales of the Work-Life 

Balance Self-Assessment Scale (Hayman, 2005) against the subscales of the Job Satisfaction 

Survey (Sluyter et al., 1985) and the mean score of the Satisfaction with Life Scale (Diener et al., 

1985). If significant, this will indicate if hygiene, motivators, or life satisfaction are predictors of 

work-life balance.  

Qualitative Analysis Plan 

Qualitative Research Question: How do baccalaureate nursing faculty describe work-life 

balance? 

Analysis of the qualitative research question was completed utilizing the framework for 

data analysis outlined by Creswell and Plano Clark (2011) and the methods outlined by Saldaña 



60 

(2013). The steps provided by Creswell and Plano Clark (2011) included coding the data, 

assigning labels to the data, and grouping codes into themes/subthemes. These procedures were 

completed in Microsoft® Word and theming utilized Descriptive, In vivo, Process, and Emotion 

coding (Saldaña, 2013).  Descriptive coding involves identifying nouns with the statements, 

while In vivo coding is referred to as “literal coding” and is ideal for beginning researchers and 

honors the participants voice (Saldaña, 2013). Process coding is utilized by identifying action 

words within statements and emotion coding is performed by identifying participant emotion or 

the emotional tone (Saldaña, 2013). 

For the qualitative research question, themes from the qualitative survey questions 

“While working as a nursing faculty member, please describe your experience in balancing work 

and personal life” and “Please add anything else you would like to share that has not already 

been covered in your responses about your work-life balance as a nursing faculty member.” were 

analyzed using the outlined coding methods. This provided a better understanding of how 

baccalaureate nursing faculty describe work-life balance.  

Convergent Data Analysis Plan 

Mixed-Method Research Question: To what extent do the quantitative data of work-life balance 

converge with the qualitative data on the perspective of work-life balance? 

 To address the mixed-method question, themes and subthemes identified in the 

qualitative data were compared to the quantitative findings, as outlined by Creswell and Plano 

Clark (2011). A side-by-side comparison for merged data was utilized to present both the 

quantitative results and the qualitative findings. When appropriate, qualitative findings were used 

to explain and expand on quantitative findings.  
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Trustworthiness and Rigor 

 The worth of qualitative research is determined by the trustworthiness of the research 

(Lincoln & Guba, 1985). Trustworthiness of qualitative data includes establishing credibility, 

transferability, dependability, and confirmability (Lincoln & Guba, 1985). This study utilized the 

techniques outlined by Lincoln and Guba (1985) to establish the trustworthiness and rigor within 

the qualitative strand.  

To establish credibility and confirmability, I used methods triangulation. Methods 

triangulation was not used to note convergence between the two methods (Schwandt, 2015). 

However, it was used to examine complementary points of work-life balance between the two 

strands.  

Confirmability and dependability are also essential components of trustworthiness when 

using qualitative methods. Confirmability was established using an audit trail. I began using the 

audit trail when the data were collected and documented events or decisions using methods that 

could be checked by an independent auditor (Richards & Morse, 2013). Dependability was 

established using external audits (Lincoln & Guba, 1985). An external audit was performed by 

two researchers who evaluated whether the findings were supported by the data gained from the 

open-ended questions of the survey.  

Protection of Human Subjects 

 The protection of human subject was ensured throughout the study. IRB approval was 

obtained from Mercer University prior to data collection (Refer to Appendix B). All participants 

were provided an informed consent prior to completing the web-based survey. I entered the data 

collected into a password protected Microsoft® Excel file that was stored on a password 

protected electronic storage device and kept in a locked file cabinet. The data will be stored in 
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password-protected files on a secured device. Future studies using the data will require separate 

IRB approval.  

Limitations 

 Several limitations for this study were anticipated due to the timing of the survey, the 

nature of the research topic related to the timing of the survey, and underrepresentation of certain 

demographics within the nursing faculty workforce. The timing of the survey and the research 

topic related to the timing of the survey were anticipated to be a limitation because of the 

COVID-19 pandemic, which could affect work-life balance. 

 During the Fall 2020 semester, many nursing faculty members were anticipated to be 

working from home using distance learning strategies. This change from face-to-face instruction 

could impact the work-life balance of nursing faculty, particularly those caring for dependents. 

Additionally, it was anticipated that the busyness related to the differing roles of the target 

population, could impact response rates. The sample size could have been impacted by the 

pandemic and by the demographics of the nursing faculty workforce. There was a potential that 

within the sample for the study, particularly a robust number of male participants and minority 

participants, would not be met. This underrepresentation was not linked to the COVID-19 

pandemic.  

While sample size was a concern, an incentive was not offered for participation in this 

study, which could further limit participation. Additionally, the WLBSA, Job Satisfaction Scale, 

and Satisfaction with Life Scale have not been previously validated with baccalaureate nursing 

faculty. These limitations were anticipated given the time of dissemination and workforce 

demographics.  
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Summary 

 The convergent, parallel mixed-method research study focused on determining if 

demographic differences such as gender, generational cohort, and race predict job satisfaction, 

life satisfaction, and work-life balance and if job satisfaction and life satisfaction predict work-

life balance among baccalaureate nursing faculty. These findings, with the qualitative findings of 

experience of work-life balance, expand on the existing knowledge of baccalaureate nursing 

faculty work-life balance by highlighting roles that either impede or facilitate work-life balance. 

The results from this study contribute to the creation of evidence-based recruitment and retention 

policies aimed toward alleviating the nursing faculty shortage and diversifying nursing faculty.  
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CHAPTER FOUR 

RESULTS 

This chapter presents the data from the convergent mixed-methods research study 

examining satisfaction and work-life balance among full-time, baccalaureate nursing faculty. In 

this chapter, recruitment, participant flow, attrition rates, and data management are discussed for 

quantitative and qualitative strands. For the quantitative strand, demographics, subgroup 

analysis, data diagnostics, and psychometric properties of the instruments are explained. Data 

diagnostics included an evaluation of missing data and categorical, univariate, and multivariate 

variables. Within this chapter, transformations of variables are detailed with rationale for the 

transformations. After evaluation of assumptions, findings from statistical tests are discussed, 

and the quantitative research questions are answered. For the qualitative strand, the measures 

taken to promote trustworthiness and rigor are outlined. The qualitative sample characteristics, 

coding procedures, and themes/subthemes are discussed. The qualitative research question is 

answered. After the quantitative and qualitative strands are presented, the findings of each are 

compared for convergence and divergence in the mixed-methods results. 

Recruitment 

After Mercer University IRB approval (Refer to Appendix B), the survey was 

disseminated on September 15, 2020 to all Chief Nursing Administrators (N = 954) of nursing 

programs identified as being accredited by CCNE, ACEN, or CNEA. The recruitment email 

requested the Chief Nursing Administrators send the survey link with informed consent to their 

nursing faculty. A reminder email was scheduled to be disseminated if the sample size was not 

adequate after the initial contact. Before survey dissemination, a power analysis was used with a 

power of 0.80, a two-tailed alpha significance level of 0.05 with the four predictor variables, and 
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an effect size (f2) of 0.15. It was determined that 114 participants would be an adequate sample 

for this study (G Power 3 Calculator version 3.1.9.2). The approved reminder email was not 

needed due to the response and completion rate, and the survey was closed on September 30, 

2020. 

Participant Flow 

A total of 544 nursing faculty members initiated the survey. However, 151 respondents 

did not qualify for the study due to inclusion or exclusion criteria. A total of 377 participants 

completed the demographic questionnaire. In the quantitative strand, 370 completed the Work-

Life Balance Self-Assessment (Hayman, 2005), 363 completed the Job Satisfaction Survey 

(Sluyter & Mukherjee, 1986), and 361 completed the Satisfaction with Life Scale (Diener et al., 

1985). This sample size exceeded the calculated needed sample of 114 participants. In the 

qualitative strand, 320 participants answered the first open-ended question, "While working as a 

nursing faculty member, please describe your experience in balancing work and personal life," 

and 165 participants answered the second open-ended question, "Please add anything else you 

would like to share that has not already been covered in your responses about your work-life 

balance as a nursing faculty member." See Figure 3, which illustrates participant flow.  
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Figure 3 

Participant Flow 

 
 
 

Attrition 

After the inclusion/exclusion criteria, the sample size consisted of 377 participants. Seven 

participants completed the demographic questionnaire and did not continue to the first 
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quantitative instrument. By the end of the quantitative strand, 361 participants completed the 

final instrument, Satisfaction with Life Scale (Diener et al., 1985). A total of 16 participants were 

lost in the quantitative strand. Therefore, the overall attrition rate for the quantitative strand was 

4.2%. In the qualitative strand, a total of 320 participants completed the first open-ended 

question. Twenty participants chose not to complete the first open-ended question. The attrition 

rate for the qualitative strand was 5.5%. The second open-ended question asked for any 

additional information not covered in the survey. This question was omitted from attrition 

calculations.  

Management and Preparation of Data for Analysis 

 Raw data were exported from Qualtrics® to Microsoft® Excel. Participants were 

codified by assigning each an identification number. The quantitative and qualitative strands 

were separated, keeping demographic data and participant identification numbers in both strands. 

The data were cleaned using established protocols (Pallant, 2016; Tabachnick & Fidell, 2013). In 

the qualitative strand, the two open-ended questions were separated, keeping demographic data 

and identification numbers for each question. The open-ended questions were transferred to 

Microsoft® Word verbatim for coding. In the Microsoft® Word table, empty cells (participants 

not answering the open-ended question) were removed.  

 For the quantitative strand, data analysis was conducted using SPSS® 27.0. For items 

identified by SPSS as a string variable, the variables were recoded into a numeric variable with 

missing data identified. Subscales for the Work-life Balance Self-Assessment (Hayman, 2005), 

Job Satisfaction Survey (Sluyter & Mukherjee, 1986), and Satisfaction with Life Survey (Diener 

et al., 1985) were created in SPSS®. Before compiling these multivariate subscales/scales, item 
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14, "I am happy with the amount of time for nonwork activities," from the Work-Life Balance 

Self-Assessment, was reverse coded.  

Quantitative Data Diagnostics 

Data diagnostics were performed, including missing data for amount and pattern of 

missingness and assessment of categorical, univariate, and multivariate (subscales) variables 

(Tabachnick & Fidell, 2013). Univariate and multivariate evaluation included the assessment of 

range, median, standard deviation, and histograms. Variables were evaluated for any needed 

transformations. 

Missing Data Analysis 

 Patterns of missingness for data were analyzed for all instruments. On the Work-Life 

Balance Self-Assessment, subscales were reviewed individually for missing data. In the 

evaluation of the subscale Work Interference with Personal Life, 367 or 99.19% of participants 

answered all seven items with the subscale, 1.89% of participants who completed the 

demographic questionnaire answered no items, 0.18% of participants who met research criteria 

omitted two items from the subscale ("My personal life suffers because of work" and "I struggle 

to juggle work and nonwork"), 0.18% of participants did not answer one other item within this 

subscale including either "I miss personal activities because of work, "I put personal life on hold 

for work," or "I am happy with the amount of time for nonwork activities." No pattern of 

missingness was identified in the analysis and it was determined the missing data was missing 

completely at random (MCAR). Refer to Appendix C.1 for the bar chart associated with these 

findings.  

 In the second subscale of the Work-Life Balance Self-Assessment, the Personal Life 

Interference with Work (PLIW) 370 participants or 100% of participants answered all four items 
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of the subscale. No participant that answered the first item within the subscale omitted any other 

items within the subscale. No pattern of missingness was identified in the analysis. Refer to 

Appendix C.2 for the bar chart associated with these findings. 

 For the final subscale of the Work-life Balance Self-Assessment, Work Personal Life 

Enhancement (WPLE) 370 participants or 99.73% of the participants answered all four items 

within the subscale. Within the subscale, 0.18% of participants omitted either "My job gives me 

energy to pursue personal activities" or "My personal life gives me energy for my job" within the 

subscale. No pattern of missingness was identified in the analysis and it was determined the data 

was MCAR. Refer to Appendix C.3 for the bar chart associated with these findings. 

 In the two subscales of the Job Satisfaction Survey, participants were asked to rank their 

satisfaction level of 24 statements. The two subscales (Hygiene Factors and Motivators) each 

were comprised of twelve items. The two subscales were evaluated for missing values. The first 

subscale, Hygiene Factors, was assessed using the twelve items of the subscale. On this subscale, 

97.84% (n = 362) of the participants who completed the previous instrument answered all items 

within the instrument and 0.18% of participants who met research criteria omitted an item on the 

subscale. The items that were omitted by the 0.18% included "The ways in which the policies 

and rules of my organization are administered…," "The stabilities of my employment at my 

organization…," or "The way that people get along with each other on the job…" No pattern of 

missingness was identified in the analysis, and it was determined the data were MCAR. Refer to 

Appendix C.4 for the bar chart associated with these findings. 

The second subscale of the Job Satisfaction Survey, Motivators, was analyzed for missing 

data using the twelve items of the subscale. On this subscale, 97.57% (n = 361) of the 

participants answered all items of the subscale, 0.35% of respondents did not answer the item 
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"The sense of importance I get from my job," and 0.18% of the respondents who met research 

criteria omitted one of the following questions "The recognition I receive for the work I do…," 

"The sense of achievement I receive from my work…," "The opportunities for promotion to 

more responsible jobs…," or "The amount of responsibility I am given in my jobs…" No pattern 

of missingness was identified in the analysis, and it was determined the data were MCAR. Refer 

to Appendix C.5 for the bar chart associated with these findings. 

On the Satisfaction with Life Scale 99.45% (n = 360) of participants who completed the 

previous subscale answered all items within the instrument, 0.18% of the participants meeting 

research criteria either omitted the item "I am satisfied with my life" or "In most ways, my life is 

close to ideal" of the instrument. No pattern of missingness was identified for this instrument, 

and it was determined the data were MCAR. Refer to Appendix C.6 for the bar chart associated 

with these findings. 

 The frequency of missing data was minimal, and the analysis of subscales demonstrated 

no pattern to the missing data. Therefore, it was determined the data were MCAR. Since the data 

missing were minimal and MCAR, mean imputation was an option (Tabachnick & Fidell, 2013). 

Mean imputation was used to address the data that were missing by creating a mean for each 

subscale. Univariate and multivariate (composite means for each subscale) were evaluated for 

out-of-range data, plausible means and standard deviations, normality, and to identify any 

outliers.  

Categorical, Univariate, and Multivariate Diagnostics and Transformations 

This research study used categorical variables, including gender, generational cohort, and 

race/ethnicity. The demographic item “Year of Birth” was transformed into a categorical variable 

for the represented generational categories (Baby Boomer, Generation X, Millennial). After 
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transformation, it was determined that participants within the Baby Boomer cohort comprised 

36.2% (n = 135), the Generation X cohort comprised 38.5% (n = 144), and the Millennial cohort 

comprised 25.2% (n = 94) of the sample. Six participants omitted answering this demographic 

item. The transformation of birth year to generational cohort was a planned transformation, given 

the research questions. Refer to Appendix D.1 for the bar chart associated with generational 

cohort representation after transformation. 

The second categorical transformation was the demographic variable “race/ethnicity,” 

which was transformed into a categorical variable with two groups "White, not of Hispanic 

origin" and "Minority" due to an anticipated underrepresentation of minority races. After 

transformation it was determined that 86.1% (n = 321) of the same was White, not of Hispanic 

origin and 13.94% (n = 52) were of other races (Minority). Six participants omitted answering 

this demographic item. Refer to Appendix D.2 for the bar chart associated with racial group 

representation after transformation. 

Univariate variables were evaluated for out-of-range values, plausibility of means and 

standard deviations, and identification of univariate outliers (Tabachnick & Fidell, 2013). No 

out-of-range values were noted in the univariate variables. For univariate variables, the means, 

range, minimum, maximum, and standard deviations were plausible with the respective 

instrument scale. Outliers were found in the univariate analyses and were identified for further 

evaluation. In the Satisfaction with Life Scale (SWLS), univariate variables demonstrated 

bimodality in histograms with evidence of a strong left skew. Univariate variables for the Work-

Life Balance Self-Assessment and Job Satisfaction Survey were normally distributed.  

The multivariate subscales were analyzed for out-of-range values. This analysis included 

assessing that the means, range, minimum, maximum, and standard deviations were plausible 
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concerning the respective instrument scale. Outliers were found in the multivariate analyses and 

were identified for further investigation. The continuous variables were analyzed for any needed 

transformations. 

The means of the three subscales for the Work-Life Balance Self-Assessment were 

computed. Work Interference with Personal Life means ranged from 1.00, indicating a very low 

level of work interference with personal life and thus a higher level of work-life balance, to 7.00, 

indicating a very high level of interference with personal life and thus a lower level of work-life 

balance (M = 3.66, SD = 1.47). The means were normally distributed, with skewness of .210 (SE 

= 0.13) and kurtosis of -.713 (SE = 0.25). The histogram demonstrated a normal distribution. 

Refer to the histogram for the Work Interference with Personal Life in Appendix E.1. 

The second subscale Personal Life Interference with Work means ranged from 1.00, 

indicating a very low level of personal life interference with work, to 5.5, indicating a moderate 

level of personal life interference with work (M = 1.86, SD = 0.93). The means were 

nonnormally distributed, with skewness of 1.206 (SE = 0.13) and kurtosis of 1.051 (SE = 0.25). 

While the histogram did not demonstrate normality MANOVA is known to demonstrated 

robustness in large samples (Tabachnick & Fidell, 2013). Refer to the histogram for the Personal 

Life Interference with Work in Appendix E.2. 

The means for the final subscale of the Work-Life Balance Self-Assessment, Work 

Personal Life Enhancement were computed and ranged from 1.00, indicating a very low level of 

enhancement between work and personal life and decreased level of work-life balance, to 7.00, 

indicating a very high level of enhancement between work and personal life and increased level 

of work-life balance (M = 4.48, SD = 1.14). It is important to note this scale is positively worded 

while the other subscales of this instrument are negatively worded. The means were normally 
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distributed, with skewness of -.317 (SE = 0.13) and kurtosis of -.125 (SE = 0.25). Refer to the 

histogram for the Work Personal Life Enhancement in Appendix E.3. 

 On the Job Satisfaction Survey, the means for the two subscales were computed. The 

Hygiene Factors subscale means ranged from 1.25, indicating a very low level of satisfaction, to 

6.83, indicating a very high satisfaction level (M = 4.24, SD = 1.31). The means were normally 

distributed, with skewness of -0.5 (SE = 0.13) and kurtosis of -.713 (SE = 0.26). Refer to the 

histogram for the Job Satisfaction Survey – Hygiene Factors in Appendix E.4. 

 The means of the second subscale of the Job Satisfaction Survey, Motivators, was 

computed. The means ranged from 1.00 indicating a very low level of satisfaction and 7.00 

indicating a very high level of satisfaction (M = 4.49, SD = 1.38). The means were normally 

distributed, with skewness of -.139 (SE = 0.13) and kurtosis of -.668 (SE = 0.26). Refer to the 

histogram for the Job Satisfaction Survey – Motivators in Appendix E.5. 

In the Satisfaction with Life Scale, the means ranged from 1, indicating very low 

satisfaction, to 7, indicating very high satisfaction (M = 5.38, SD = 1.23). The means were 

nonnormally distributed, with skewness of 1.23 (SE = 0.13) and kurtosis of 1.169 (SE = 0.26). 

The histogram was noted to be bimodal. Refer to Appendix E.6 for the histogram of the 

Satisfaction with Life Scale, which shows bimodality. Because of this complication, a binary 

variable was created using visual binning to dichotomize the subscale into means less than 3.50 

(less satisfied) and means greater than 3.51 (more satisfied). Refer to Appendix E. 7 for the bar 

chart of the transformed Satisfaction with Life Scale.  

Psychometric Properties of Instruments 

The psychometric properties were assessed for each instrument or subscale. The three 

subscales were evaluated for the Work-Life Balance Self-Assessment. The Cronbach's alpha for 
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the subscales for this study were .93 (Work Interference with Personal Life), .76 (Personal Life 

Interference with Work), and .72 (Work Personal Life Enhancement). According to Hayman 

(2005), the subscales of the Work-Life Balance Self-Assessment had good internal consistency, 

with Cronbach's alphas of .93 (Work Interference with Personal Life), .85 (Personal Life 

Interference with Work), and .69 (Work Personal Life Enhancement). Cronbach's alpha scores 

above .70 are considered acceptable, with above .80 preferred (Pallant, 2016). However, upon 

assessing the Personal Life Interference with Work and Work Personal Life Enhancement scales, 

Cronbach's alpha did not improve if any items were deleted. All items were retained, and the 

Cronbach's alphas for each subscale were within acceptable ranges. 

The two subscales of the Job Satisfaction Survey (Hygiene Factors and Motivators) were 

evaluated. In previous research on nurses, the Cronbach's alpha score for the Job Satisfaction 

Scale was .96, and the Hygiene subscale was found to be .96 (Lindquist, 2019). In this research 

study, Cronbach's alphas for the Job Satisfaction Survey total were .97, Hygiene Factors .93, and 

Motivators .95, which indicated good reliability of the instrument and subscales. 

 Finally, according to Diener et al. (1985), the Satisfaction with Life Scale has good 

internal consistency, with a Cronbach alpha coefficient reported of .87. In the current study, the 

Cronbach alpha coefficient was .89 indicated good reliability of the scale. The psychometric 

properties of study instruments and their subscales are presented in Table 1. 
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Table 1 

Measures of Central Tendency and Psychometric Properties of Study Instruments 

Instrument 
# of items n Cronbach’s a 

Possible 
range of 

sum score 

Observed range of 
sum score in 

sample (median) 
M (SD) 

WLBSA       
WIPL 7 367 .93 1 – 7 1 – 7 (3.57) 3.66 (1.47) 
PLIW 4 371 .76 1 – 7 1 – 5.25 (1.75) 1.95 (0.88) 
WPLE 4 370 .72 1 – 7 1 – 7 (4.5) 4.48 (1.14) 

JSS 24 356 .97 1 – 7 1.25 – 6.88 (4.33) 4.37 (1.31) 
Hygiene 12 360 .93 1 – 7 1.25 – 6.83 (4.17) 4.24 (1.31) 
Motivators 12 358 .95 1 – 7 1 – 7 (4.58) 4.53 (1.38) 

SWLS 5 360 .89 1 – 7 1 – 7 (5.6) 5.38 (1.23) 
Note. WIPL = Work Interference with Personal Life; PLIW = Personal Life Interference with Work; WPLE = Work 
Personal Life Enhancement; JSS = Job Satisfaction Survey; SWLS = Satisfaction with Life Scale. 

 
 
 

Demographics 

 The sample for this study included 379 full-time nurse educators who teach in an 

accredited baccalaureate, pre-licensure nursing program. The survey (Refer to Appendix A) was 

distributed to nursing faculty across the United States. As anticipated, the sample consisted of 

predominately female participants (n = 359, 94.7%). This value is consistent with the NLN 

Faculty Census Survey (National League for Nursing, 2017b) that 93.2% of full-time nursing 

faculty members identify as female. Refer to Appendix F.1, illustrating the Gender Frequency 

Bar Chart for this study. 

 The mean age for the sample was 51.4 (SD = 11.8) with a range of 26-74 years. This 

mean aligns with the NLN Faculty Census Survey (National League for Nursing, 2017a), that 

regardless of rank, the largest age group of nursing faculty members is 46 to 60. This sample's 

mean age also aligns with previous research on nursing educators, which found the mean age to 

be 52.03 in a mixed-methods study of 23 nursing faculty members (Owens, 2017).  

 After transforming the data into generational categories, the sample's generational cohorts 

included participants from three cohorts. No participants identified as being from the Veteran 
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cohort. Of the 373 individuals completing the demographic question for the year of birth, a total 

of 135 participants (36.2%) were from the Baby Boomer generation (1946 – 1964). Generation X 

was the most represented in the sample, with 144 participants (38.6%) who stated they were born 

between 1965 and 1980. Finally, the sample was comprised of 94 participants (25.2%) from the 

Millennial generation (1981 – 2000). See Appendix F.2 for a Generational Cohort Frequency Bar 

Chart for this study. 

These generational cohort characteristics align with previous studies on nursing faculty. 

In a sample of 808 nursing faculty members, Candela et al. (2013) found 5.8% were from the 

Veteran generation, 53.9% were from the Baby Boomer generation, 28.9% were from 

Generation X, and 1.9% were Millennials. The generational differences in the Veteran and 

Millennial cohorts were anticipated related to retirement and the length of time between the 

study by Candela et al. and this research study.  

 The next demographic variable for this research study was Race/Ethnicity. The sample 

consisted of 321 (86.1%) participants who identified as “White, not of Hispanic origin.” Due to 

the underrepresentation of other racial categories, minority races/ethnicities were transformed by 

collapsing all races/ethnicity other than “White, not of Hispanic origin” into a category termed 

"Minority." Of the research participants, 52 (13.9%) identified as being from a race/ethnicity 

other than White, not of Hispanic origin. These findings align with the National League for 

Nursing (2017c), which consisted of 80.8% White, not of Hispanic origin individuals, and 15.7% 

individuals identifying as being from another race or ethnicity. Refer to Appendix F.3 for the 

Race/Ethnicity Frequency Bar Chart prior to transformation and Appendix F.4 for the 

Race/Ethnicity Frequency Bar Chart (Transformed). 
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 While the sample for this research study is comprised mostly of females (95.2%), White, 

not of Hispanic origin (86.1%), with a mean age of 51.4 (SD = 11.8), these demographics and the 

underrepresentation of males, minority, and younger individuals are characteristic of the current 

nursing faculty workforce and align with previously published demographics of nursing 

educators. The demographic questionnaire included questions regarding tenure status, the highest 

level of education completed, years of nursing practice before entering nursing education, years 

in nursing education, relationship status, and the number of dependents. The research sample was 

predominately nontenured individuals (n = 223, 58.8%). A total of 58 (15.3%) identified as being 

tenured faculty, and 77 (20.3%) identified as having a tenure-track position. Twenty-one 

participants (5.5%) identified their status as 'Other.' The predominance of nontenured 

participants may be related to the inclusion criterion of predominately teaching (51% or more) in 

a prelicensure baccalaureate program. Tenured and tenure-track faculty may teach predominately 

in RN to BSN, masters, and doctoral programs.  

 The research sample consisted of predominately Masters-prepared nursing educators (n = 

191, 50.4%). Participants who identified the Doctor of Nursing Practice (DNP) as the highest 

education level comprised 22.7% (n = 86) of the total sample. Other degrees were represented 

less in the sample. These include Doctor of Philosophy in Nursing (Ph.D., DNS) with 68 

participants (17.9%), Doctorate in a field other than nursing (EdD, etc.) with 27 participants 

(7.1%), Master's degree in a field other than nursing with five participants (1.3%), and bachelor’s 

degree with two participants (0.5%).  

 Other demographic questions identified the mean for the number of nursing practice 

years before entering nursing education (M = 14, SD = 9.47). The range for nursing practice 
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years prior to assuming the faculty role was from 1- 40 years. The mean number of years in 

nursing education was 10.43 (SD = 8.65), ranging from 0 - 46.  

 The sample was predominately comprised of participants who identified as being in a 

committed relationship (n = 264, 82.2%). Fifty-seven individuals (17.9%) identified as not being 

in a committed relationship. A total of 58 participants chose not to answer the question on 

committed relationship status.  

 The final demographic question asked participants the number of dependents. The mean 

was 1.56 (SD = 1.45) with a range of 0 – 7 dependents. It is important to note that dependents 

were identified as elders or children in the demographic questionnaire. A total of 59 participants 

chose not to answer this demographic question. Refer to Table 2 for the Demographic 

Characteristics of the Sample. 
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Table 2 

 Demographic Characteristics of Sample (N = 379) 

Variables n (%) Mean (SD)  
Gender     

Female 359 94.7%   
Male 18 4.7%   
Nonbinary 1 .3%   
Prefer not to Answer 1 .3%   

Age (Range 26- 74)   51.4 (11.8)  
Generational Cohort     

Baby Boomer 135 36.2   
Generation X 144 38.6   
Millennial 94 25.2   
Missing 6    

Race/Ethnicity     
White (Not of Hispanic Origin) 321 86.1   
Minority 52 13.9   
Missing 6    

Tenure Status n (%)   
Tenured 58 15.3   
Tenure Track 77 20.3   
Nontenured 223 58.8   
Other 21 5.5   
Missing 0    

Highest Level of Education Completed     
Bachelor’s degree 2 0.5   
Master’s degree in nursing 191 50.4   
Master’s degree in field other 
than nursing 

5 1.3   

Doctorate of Nursing Practice 
(DNP) 

86 
 

22.7   

Doctorate of Philosophy in 
Nursing (PhD, DNS) 

68 17.9   

Doctorate in a field other than 
nursing (EdD, etc.) 

27 7.1 
 

  

Missing 2    
Years of nursing practice prior to entering 
nursing education  
(Range 1 – 40 years) 

  14 (9.47)  
    

   10.43 (8.65)  
Years in Nursing Education  
(Range 0 -40 years) 

    
    

Committed Relationship Status     
Yes 264 82.2   
No 57 17.8   
Missing 58    

Number of dependents (Range 0 – 7)   1.56 (1.45) 
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Subgroups 

 After the needed transformation of categorical and continuous transformations and an 

evaluation of the sample demographics were completed, an assessment of categorical subgroups 

for each instrument and subscale was performed. The means and standard deviations for each 

subgroup of the sample were evaluated. These findings are presented below in Table 3.  
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Table 3 

Observed Subscale Composite Means for Categorical Variables 

  Gender Generational Cohort Race/Ethnicity 

 Female  

(n = 351) 

Male  

(n = 18) 

Baby Boomers  

(n = 129) 

Gen. X  

(n =143) 

Millennials  

(n = 85) 

White  

(n = 310) 

Minority  

(n = 48) 

Instrument Measure M SD M SD M SD M SD M SD M SD M SD 

WLBSA  WIPL 3.69 1.47 3.24 1.39 3.63 1.44 3.80 1.59 3.39 1.29 3.63 1.47 3.75 5.71 

PLIW 1.95 0.89 1.89 0.79 1.84 0.85 2.08 0.95 1.84 0.79 1.93 0.87 1.98 0.95 

WPLE 4.45 1.13 4.94 1.34 4.51 1.16 4.48 1.09 4.56 1.19 4.53 1.14 4.31 1.07 

JSS Hygiene  4.22 1.31 4.39 1.46 4.33 1.29 4.08 1.31 4.36 1.35 4.32 1.27 3.74 1.44 

Motivators 4.51 1.36 4.74 1.57 4.59 1.36 4.43 1.40 4.62 1.39 4.64 1.35 3.82 1.38 

SWLS (Not binned) 5.41 1.21 4.75 1.59 5.34 1.29 5.33 1.21 5.49 1.22 5.45 1.18 4.95 1.33 

Note. WLBSA = Work-Life Balance Self-Assessment; WIPL = Work Interference with Personal Life (range 1-7; higher indicating more interference and less work-
life balance); PLIW = Personal Life Interference with Work (range 1-7; higher indicating more interference and less work-life balance); WPLE = Work Personal Life 
Enhancement (range 1-7; higher indicating more enhancement and more work-life balance); JSS = Job Satisfaction Survey (range for subscales 1-7; higher indicating 
more job satisfaction); SWLS = Satisfaction with Life Scale (range 1-7; higher indicating more life satisfaction) 
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Correlational analysis was performed to examine relationships between the outcome and 

predictor variables. Before completing this analysis, a preliminary analysis was performed to 

ensure no violation of the assumptions of normality, linearity, and homoscedasticity. The Work-

Life Balance Self-Assessment subscale Personal Life Interference with Work and the 

Satisfaction with Life Scale were nonnormally distributed, and nonparametric analyses were 

conducted on these predictor variables.  

The Work-Life Balance Self-Assessment subscales and the categorical variables of 

gender, generational cohort, and race were investigated using Pearson product-moment 

correlation coefficient (r) or the nonparametric equivalent Spearmen rank-order correlation (rs). 

Significant positive correlations were found between the Work-Life Balance Self-Assessment 

subscales Work Interference with Personal Life and Personal Life Interference with Work, 

indicating as Work Interference with Personal Life increased, Personal Life Interference with 

Work increased. This was found to have a medium effect size (rs = .426, n = 371, p < 0.01). 

Significant negative correlations were found between the Work Interference with Personal Life 

and Work Personal Life Enhancement subscales with a large effect size (r = -.642, n = 371, p < 

0.01). This finding indicated the as participants perceived more Work Interference with Personal 

Life, they noted less life enhancement between work and personal life. Another significant 

negative correlation was found between the subscales Personal Life Interference with Work and 

Work Personal Life Enhancement with a medium effect size (rs = -.368, n = 371, p < 0.01), 

indicating that as personal life interfered with work more, less life enhancement was noted 

between work and personal life. No significant correlations were noted on the predictor variables 

gender, generational cohort, or race. 
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 The Job Satisfaction Survey (subscales Hygiene Factors and Motivators), gender, 

generational cohort, and race were investigated using Pearson product-moment correlation 

coefficient. Significant positive correlations were found between the subscale Hygiene Factors 

and the Subscale Motivators, and this had a large effect size (r =.883, n = 363, p < 0.01). This 

indicated higher levels of Hygiene factors are associated with higher levels of Motivators in the 

work domain. Significant negative correlations were found between race and Hygiene factors (r 

= -.149, n = 359, p < 0.01) and Motivators (r = -.201, n = 359, p < 0.01). These had a small effect 

but indicated that minority individuals had lower job satisfaction scores on both Job Satisfaction 

subscales (Hygiene Factors, Motivators). 

 The Satisfaction with Life Scale and the categorical (predictor) variables of gender, 

generational cohort, and race were investigated using the nonparametric option, Spearmen rho 

(rs). One significant negative correlation was found between the Satisfaction with Life Scale and 

race (rs = -.148, n = 358, p < 0.01). While this effect size is small, it indicated that minority 

individuals had lower life satisfaction.  

 Significant correlations were found between all subscales and scales. Negative moderate 

effect sizes were seen between the negatively worded Work Interference with Personal Life 

subscale and the Hygiene Factors subscale (r = -.449, n = 363, p < 0.01) and Motivators subscale 

(r = -.439, n = 363, p < 0.01). Interpreted, this indicates that as when work interference with 

personal life increased, job satisfaction decreased. A significant negative correlation with a 

moderate effect size was also found between this subscale and the Satisfaction with Life Scale 

(rs = -.346, n = 362, p < 0.01), indicating that as work interference with personal life increased 

satisfaction with life decreased.  
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 In the negatively worded subscale Personal Life Interference with Work, significant 

correlations were found with the other instruments of this study. The nonparametric test, 

Spearman’s rho, was used to calculate correlations within this nonnormally distributed 

multivariate subscale. Significant negative correlations of small effect sizes were found between 

Personal Life Inference with Work and the Hygiene Factors subscale (rs = -.289, n = 363, p < 

0.01) and Motivators subscale (rs = -.253, n = 363, p < 0.01). This indicated as personal life 

interference with work increased, job satisfaction decreased. A significant negative correlation 

with a small effect size was found between Personal Life Interference with Work and the 

Satisfaction with Life Scale (rs = -.259, n = 362, p < 0.01), indicating that as personal life 

interference with work increased, life satisfaction decreased. 

 Significant correlations were also found between the positively worded subscale Work 

Personal Life Enhancement and the other subscales and scale. Significant positive correlations of 

moderate effect were found between Work Personal Life Enhancement and the Hygiene Factors 

subscale (r = .520, n = 363, p < 0.01) and the Motivators subscale (r = .558, n = 363, p < 0.01). 

This finding indicated that as the amount of enhancement between work and personal life 

increased, job satisfaction increased. A significant positive relation of moderate effect was also 

seen between the Work Personal Life Enhancement subscale and the Satisfaction with Life Scale 

(rs = .354, n = 362, p < 0.01), indicating that as the amount of enhancement between work and 

personal life increased, life satisfaction increased. 

 Significant effect sizes were also seen between the Job Satisfaction Survey subscales and 

the Satisfaction with Life Scale. Positive correlations of small effect size were seen between the 

Job Satisfaction Survey subscales and the Satisfaction with Life Scale with the Hygiene factors 

subscale (rs = .326, n = 362, p < 0.01) and the Motivators subscale (rs = .318, n = 362, p < 0.01). 
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These findings indicated that as job satisfaction increased, satisfaction with also life increased. A 

correlation matrix is presented in Table 4 for the findings of these analyses. 
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Table 4 

Correlation Matrices of Relationships between Predictor and Outcome Variables 

Variable M SD 1 2 3 4 5 6 7 8 9 

1. WIPL 3.66 1.46 1         

2. PLIWa 1.95a 0.88 a .426**a 1        

3. WPLE 4.48 1.14 -.642** -.368** a 1       

4. Hygiene 

Factors 

4.24 1.31 -.449** -.289** a .520** 1      

5. Motivators 4.52 1.38 -.439** -.253** a .558** .883** 1     

6. SWLS 5.60 a 1.23 a -.346** a -.259** a .354** a .318** a .326** a 1    

7. Gender 2.05 0.21 -.065 -.005 a .093 .270 .360 -.096 1   

8. Race 0.14 0.35 .032 .055 a .037 -.149** -.201** -.148** -.055 1  

9. Generation 2.89 0.78 -.047 .034 a .018 -.008 -.002 .026 .065 0.35 1 
Note. WLBSA = Work-Life Balance Self-Assessment; WIPL = Work Interference with Personal Life (range 1-7; higher indicating more 
interference and less work-life balance); PLIW = Personal Life Interference with Work (range 1-7; higher indicating more interference and less 
work-life balance); WPLE = Work Personal Life Enhancement (range 1-7; higher indicating more enhancement and more work-life balance); 
JSS = Job Satisfaction Survey (range for subscales 1-7; higher indicating more job satisfaction); SWLS = Satisfaction with Life Scale (range 1-
7; higher indicating more life satisfaction); a indicates nonparametric tests;** indicates the correlation is significant at the 0.1 level (2-tailed). 
Gender coding (2 = Female, 3 = Male), Race/Ethnicity coding (0 = White, not of Hispanic origin, 1 = Minority), and Generational Coding (2 = 
Baby Boomer, 3 = Generation X, 4 = Millennial).  



87 

Analysis by Research Question 

Before analysis, data were evaluated to determine if they met statistical assumptions for 

parametric analyses. Frequency distributions were generated for nominal and ordinal 

(categorical) data (Refer to Appendix F). Histograms were assessed for all continuous variables 

(Refer to Appendix E). Two multivariate subscales, Satisfaction with Life Scale and Personal 

Life Interference with Work, did not meet normality assumptions. However, in large samples, 

the multivariate tests are robust to modest violations of normality, if unrelated to outliers 

(Tabachnick & Fidell, 2013). This study was well above Mardia's recommended minimum of 20 

participants within the sample to ensure robustness for multivariate analysis (as cited in 

Tabachnick & Fidell, 2013). Finally, correlations were used to examine relationships among 

variables (Refer to Table 4). The research questions were then answered using the appropriate 

statistical analysis as described below. 

Quantitative Research Questions  

Quantitative Research Question 1: In baccalaureate nursing faculty, to what degree do gender, 

generational cohort, and race predict the perception of job satisfaction?  

A three-way multivariate analysis of variance (MANOVA) was used to compare the three 

independent variables (gender, generational cohort, and race) on the dependent variable, job 

satisfaction. Job satisfaction was defined using the two subscales of the Job Satisfaction Survey, 

Hygiene Factors and Motivators (Sluyter & Mukherjee, 1986). By using MANOVA, it can be 

determined that the mean differences of the composite dependent variables vary more than 

expected by chance among the categorical (independent) variables (Tabachnick & Fidell, 2013). 

Before analysis, assumptions for MANOVA were assessed, including independence of 

observations, multivariate normality, absence of outliers, and homogeneity of variance-



88 

covariance matrices, linearity, reliability of covariates, and absence of multicollinearity 

(Tabachnick & Fidell, 2013).  

In this web-based survey, it was assumed that the independence assumption was met as 

the participants could not influence other participant answers. The assumption for multivariate 

normality was assessed by observing histograms and using the Kolmogorov-Smirnov test. The 

Kolmogorov-Smirnov test results, with Lilliefors significant correction, indicated nonnormality 

in multiple subgroups for the Hygiene factors subscale. The results for these analyses of Hygiene 

Factors include the covariates with the differing subgroups, with gender (female D(335) = 0.05, 

p = .041; male D(18) = 0.15, p = .200), generational cohort (Baby Boomers D(128) = 0.09, p = 

.023; Generation X D(140) = 0.07, p = .200; Millennials D(85)= 0.07, p = .200), and race (White 

D(307) = 0.53, p = .040; Minority D(46) = 0.09, p = .200). The significance values for the 

Kolmogorov-Smirnov test were the lower bound of the true significance. In the Hygiene Factors 

subscale, female gender, Baby Boomer generational cohort, and white race were identified as 

nonnormally distributed, by a significance level less than .05. However, this finding with the  

Kolmogorov-Smirnov test is common with large samples, and minor deviations from normality 

are incorrectly deemed significant (Field, 2013; Pallant, 2016). Therefore, the subgroups 

identified by the Kolmogorov-Smirnov test were assessed for normality using histograms. The 

histograms for the female gender (Appendix G.1), Baby Boomer generational cohort (Appendix 

G.2), and white race (Appendix G.3) were assessed and found to be normally distributed. 

The results of the Kolmogorov-Smirnov test, with Lilliefors significant correction, 

indicated nonnormality in multiple subgroups for the Motivators subscale as well. The results for 

these analyses include gender (female D(335) = 0.05, p = .043; male D(18) = 0.18, p = .138), 

generational cohort (Baby Boomers D(128) = 0.05, p = .200; Generation X D(140) = 0.09, p = 
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.006; Millennials D(85) = 0.08, p = .200), and race (White D(307) =  0.05, p = .042; Minority 

D(46)=  0.08, p = .200) on the Job Satisfaction Survey Motivators subscale. The significance 

values for the Kolmogorov-Smirnov test were the lower bound of the true significance. These 

findings indicated female gender, Generation X, and white race were nonnormally distributed in 

the Motivators subscale. This is common in large samples (Field, 2013; Pallant, 2016). 

Therefore, the histograms for female gender (Appendix G.4), Generation X (Appendix G.5), and 

white race/ethnicity (Appendix G.6) were evaluated for normality and found to be normally 

distributed. 

Univariate and multivariate outliers were assessed using boxplots in SPSS. Outliers were 

identified and assessed for data entry errors, measurement errors, or genuinely unusual values. 

For the gender cohort, one univariate outlier was identified within all the univariate analyses, the 

Job Satisfaction item “The sense of achievement I receive from my work…”. For the 

Generational cohort univariate outliers, ten outliers were found for the item, “The policies and 

rules of my organization…” within the Generation X cohort. Six of these outliers were above the 

boxplot in the extreme high satisfaction range and four were in the extreme low satisfaction 

range. It was determined that univariate outliers were valid and were retained. Multivariate 

outliers were assessed using box plots and Mahalanobis distance (Tabachnick & Fidell, 2013). 

No multivariate outliers were found using boxplots. Using linear regression Mahalanobis 

distance was assessed for the two multivariate dependent variables. No reported Mahalanobis 

distances were reported over the critical value of 13.82. There were no multivariate outliers in 

the data, as assessed by Mahalanobis distance (p > .001). The assumption of linearity was 

assessed using scatterplots for the independent variables and the dependent variables. It was 

determined that a linear relationship existed between the dependent variables. 
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Finally, homogeneity of variances was evaluated. The homogeneity of variances was 

assumed because Levene's test results for each outcome were not statistically significant. The 

results of the Levene’s test for the Hygiene Factors subscale was F(9, 343) = 0.64, p = .760 and 

the Motivators subscale F(9, 343) = 0.40, p = .933. The results of Box’s test also indicated 

homogeneity of covariances for the Hygiene Factors and Motivators subscales, Box’s M = 20.45, 

F(24, 2894) = 0.77, p =  .777. 

It was determined that the assumptions for the MANOVA test were met. After evaluating 

assumptions, the MANOVA test was performed using the categorical variables gender, 

generational cohort, and race and the two composite means of the Job Satisfaction Survey, 

Hygiene Factors and Motivators. Univariate analyses were also conducted per the analysis plan. 

Although these categorical variables were analyzed simultaneously, they are presented separately 

for simplicity.  

Gender. The results of the three-way MANOVA analysis, using Pillai’s trace, indicated 

that there was not a statistically significant difference between means for the female and male 

genders and Job Satisfaction Hygiene Factors and Motivators subscales, V = .001, F(2, 347) = 

0.11, p = .898, !p2 = .001. Although males had a higher mean level of job satisfaction on both 

subscales (Hygiene Factors M = 4.09, 95% CI [3.46 , 4.72]; Motivators M = 4.35, 95% CI [3.69, 

5.01]) than females (Hygiene Factors M = 4.02, 95% CI [3.81, 4.22]; Motivators M = 4.22, 95% 

CI [4.00, 4.43]), the univariate differences were not statistically significant for neither the 

Hygiene Factors subscale, F(1,348) = .05, p = .825, !p2 = .000, nor the Motivators subscale F(1, 

348) = 0.15, p = .699, !p2 = .000. In terms of a practical difference of means between genders 

among job satisfaction, both male and female rated their job satisfaction (Hygiene and 

Motivators) between 3 and 4 indicating somewhat satisfied or satisfied, with males having 
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slightly higher means. Refer to Table 5 for the Gender Means, Standard Deviations, and 

Analyses of Variance in the Job Satisfaction Subscale and Appendices G.7 and G.8 for the 

Estimated Marginal Means plots for the differing genders on the Job Satisfaction subscales.  

 

Table 5 

Gender Estimated Marginal Means, Standard Deviations, and Analyses of Variance in Job 
Satisfaction Subscales (Hygiene Factors and Motivators) 

 Female Male F(1, 348) !p
2 

   95% Confidence 
Intervals 

  95% Confidence 
Intervals 

  

 M SD Lower 
Bound 

Upper 
Bound 

M SD Lower 
Bound 

Upper 
Bound 

  

Hygiene 
Factors 

4.02 0.11 3.81 4.22 4.09 0.32 3.46 4.72 0.05 .000 

Motivators 4.22 0.11 4.00 4.43 4.35 0.33 3.69 5.01 0.15 .000 
Note. Job Satisfaction Survey (range for subscales 1-7; higher indicating more job satisfaction); SWLS = 
Satisfaction with Life Scale (range 1-7; higher indicating more life satisfaction)  
 
 

 
Generational Cohort. The results of the three-way MANOVA analysis, using Pillai’s 

trace, indicated there was not a statistically significant difference between generational cohorts 

and Job Satisfaction Hygiene Factors and Motivators, V = .012, F(4, 696) = 1.06, p = .373, !p2 

= .006. Although there were differences in the means for each generational cohort on the 

Hygiene Factors subscale (Baby Boomers M = 4.12, 95% CI [3.72, 4.52]; Generation X M = 

3.89, 95% CI [3.50, 4.29]; Millennials M =4.14, 95% CI [3.74, 4.55]) and the Motivators 

subscale (Baby Boomers M = 4.32, 95% CI [3.90, 4.74]; Generation X M = 4.20, 95% CI [ 3.78, 

4.61]; Millennials M = 4.34, 95% CI [3.91, 4.76]), the univariate differences were not 

statistically significant for neither the Hygiene Factors subscale, F(2, 353) = 1.35, p = .260, !p2 

= .008, nor the Motivators subscale F(2, 353) = 0.37, p = .693, !p2 = .002. In terms of a practical 

significance of these findings among generational cohorts for job satisfaction (Hygiene and 
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Motivators), all represented cohorts ranked their satisfaction between 3 and 4, indicating 

somewhat satisfied and satisfied. Generation X scores were lower than the other generational 

cohorts. Refer to Table 6 for the Generational Cohort Means, Standard Deviations, and Analyses 

of Variance in Job Satisfaction Subscales (Hygiene Factors and Motivators) and Appendices G.9 

and G.10 for the Estimated Marginal Means plots for the differing generational cohorts on the 

Job Satisfaction subscales. 
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Table 6 

Generational Cohort Estimated Marginal Means, Standard Deviations, and Analyses of Variance in Job Satisfaction Subscales 
(Hygiene Factors and Motivators) 

 Baby Boomer Generation X Millennial F(2,353) !p2 
   95% Confidence 

Intervals 
  95% Confidence 

Intervals 
  95% Confidence 

Intervals 
  

 M SD Lower 
Bound 

Upper 
Bound 

M SD Lower 
Bound 

Upper 
Bound 

M SD Lower 
Bound 

Upper 
Bound 

  

Hygiene 
Factors 

4.12 0.20 3.72 4.52 3.98 0.20 3.50 4.29 4.14 0.21 3.74 4.55 1.35 .01 

Motivators 4.32 0.21 3.90 4.74 4.20 0.21 3.78 4.61 4.34 0.22 3.91 4.76 0.37 .00 
Note. Job Satisfaction Survey (range for subscales 1-7; higher indicating more job satisfaction); SWLS = Satisfaction with Life Scale (range 1-
7; higher indicating more life satisfaction) 
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Race. The results of the three-way MANOVA analysis, using Pillai’s trace, indicated 

there was a statistically significant difference between White, not of Hispanic origin and 

Minority individuals in Job Satisfaction Hygiene Factors and Motivators, V= .04, F(2, 347) = 

8.06, p = .000, !p
2 = .04. Baccalaureate nursing faculty who identified as being White, not of 

Hispanic origin had a higher level of job satisfaction on both subscales (Hygiene Factors M = 

4.36, 95% CI [4.05, 4.67]; Motivators M = 4.70, 95% CI [4.38, 5.03]) than minority nursing 

faculty (Hygiene Factors M = 3.74, 95% CI [23.26, 4.22]; Motivators M = 3.86, 95% CI [3.36, 

4.36]), the univariate differences for Hygiene Factors were statistically significant, F(1,348) = 

9.03, p = .003, !p
2 = .03. Additionally, the univariate differences for the Motivators subscale 

were statistically significant F(1, 348) = 15.28, p = .000, !p
2 = .04. From a practical significance, 

when comparing the means between White, not of Hispanic Origin and Minority faculty a one 

point difference was seen on both Hygiene and Motivators. Indicating that White faculty 

members were “satisfied” and Minority individuals were only “somewhat satisfied.”  Refer to 

Table 7 for the Racial Means, Standard Deviations, and Analyses of Variance in Job Satisfaction 

Subscales (Hygiene Factors and Motivators) and Appendices G.11 and G.12 for the Estimated 

Marginal Means plots for the differing racial cohorts on the Job Satisfaction subscales. 
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Table 7 

Racial Estimated Marginal Means, Standard Deviations, and Analyses of Variance in Job 
Satisfaction Subscales (Hygiene Factors and Motivators) 

 White, not of Hispanic Origin Minority F(1,343) !p
2 

   95% Confidence 

Intervals 

  95% Confidence 

Intervals 

  

 M SD Lower 

Bound 

Upper 

Bound 

M SD Lower 

Bound 

Upper 

Bound 

  

Hygiene 

Factors 

4.36 0.16 4.05 4.67 3.74 0.24 3.26 4.22 9.03* .03 

Motivators 4.70 0.17 4.38 5.03 3.86 0.25 3.36 4.36 15.28* .04 

Note. Job Satisfaction Survey (range for subscales 1-7; higher indicating more job satisfaction); SWLS = 

Satisfaction with Life Scale (range 1-7; higher indicating more life satisfaction); * p < .05 

 

 

 

After assumption testing and the three-way MANOVA analysis, the quantitative research 

question was answered. While the means for gender, generational cohort, and race differed for 

the Job Satisfaction subscales Hygiene Factors and Motivators, the only significant differences 

of means was found among racial groups in the Job Satisfaction Survey Hygiene Factors and 

Motivators subscales with a small to moderate effect size. Minority full-time baccalaureate 

nursing faculty have a significantly lower perceptions of job satisfaction compared to White, not 

of Hispanic origin faculty. It was determined that a one-point difference was of practical 

significance within nursing faculty. A greater than one-point difference was seen within the 

racial groups.  

Quantitative Research Question 2: In baccalaureate nursing faculty, to what degree do gender, 

generational cohort, and race predict the perception of life satisfaction? 

A binary logistic regression was performed to determine the effect of gender, 

generational cohort, and race on life satisfaction. Life satisfaction was measured by the 

Satisfaction with Life Scale (SWLS) by Diener et al. (1985). The SWLS was transformed from a 

continuous variable to a dichotomous variable by visual binning related to the binomial 
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distribution of the results. The dichotomous categories within the SWLS variable were low life 

satisfaction (less than 3.5 on the multivariate scale) and high satisfaction (greater than 3.51 on 

the multivariate scale).  

The assumptions for binary logistic regression were reviewed prior to analysis. The 

assumption for this test includes having a dichotomous dependent variable, linearity, 

independence of observations, absence of specification errors, and absence of multicollinearity 

(Hatcher, 2013). Multicollinearity was assessed through inspection of correlation coefficients 

and tolerance/VIF (Variance Inflation Factor) tests. The tolerance was found to be less than 0.1 

and the VIF were all less than 10. For gender, both subcategories obtained a tolerance of .105 

and a VIF of 9.5. The multicollinearity assumption was determined to be met. Testing for 

linearity was omitted as no independent variables were continuous. When testing for outliers, 

multiple (n = 26) outliers were identified that had a studentized residual greater than 2.000. All 

outliers were identified as misclassified and within the low satisfaction group.  

After assumption testing, the research question was cautiously answered using a binary 

logistic regression. A binary logistic regression was performed to ascertain the effects of gender, 

generational cohort, and race on the likelihood that participants have high life satisfaction 

(greater than 3.51 on the Satisfaction with Life Scale). There was a total of 26 studentized 

residual with a value of 2.000 standard deviations, which were kept in the preliminary analysis. 

All of the cases identified as outliers were in the low life satisfaction (less than 3.50) group. The 

logistic regression model was not statistically significant, χ2(4) = 8.59, p < .072. The model 

explained only 5% (Nagelkerke R2) of the variance in life satisfaction and correctly classified 

90.3% of cases. Sensitivity was 100%, specificity was 0%, the positive predictive value was 
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.03% and the negative predictive value was 0%. Of the three predictor variables the only variable 

that met statistical significance was race (as shown in Table 8).  

In the race category, White participants had 2.54 times higher odds to exhibit high life 

satisfaction than participants who identified as being within a race categorized as Minority. 

Gender was near statistical significance (p = .059) with participants identified as female having 

3.20 times higher odds of high life satisfaction than male participants. Refer to Table 8 for these 

findings.  

 

Table 8. 

Logistic Regression Predicting Likelihood of Life Satisfaction based on Gender, Generational 
Cohort, and Race. 

 B SE Wald df p Odds 

Ratio 

95% CI for Odds 

Ratio 

       Lower Upper 

Gender 0.93 0.45 4.33 1 .059 3.20 0.96 10.71 

Race 1.16 0.62 3.55 1 .037 2.54 1.06 6.13 

Generational Cohort         

Millennial   2.41 2 .300    

Baby Boomer -0.44 0.47 0.87 1 .352 0.65 0.26 1.62 

Generation X 0.20 0.51 0.16 1 .689 1.23 0.45 3.32 

Note. Gender is for females not males. Race is for White, not Minority. 

 

 

 

Quantitative Research Question 3: In baccalaureate nursing faculty, to what degree do gender, 

generational cohort, and race predict work-life balance? 

 A three-way MANOVA was used to compare the three categorical variables (gender, 

generational cohort, and race) and work-life balance perception. Work-life balance was defined 

by using the three subscales of the Work-Life Balance Self-Assessment, Work Interference with 

Personal Life, Personal Life Interference with Work, and Work Personal Life Enhancement 

(Hayman, 2005). Before analysis, assumptions for MANOVA were assessed, including 
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independence of observations, multivariate normality, absence of outliers, homogeneity of 

covariance matrices, linearity, reliability of covariates, and absence of multicollinearity.  

 In this web-based survey, it was assumed that the independence assumption was met for 

this question as the participants could not influence another participant’s answers. The evaluation 

of multivariate normality was assessed with Kolmogorov-Smirnov test and a review of 

multivariate histograms. The Kolmogorov-Smirnov test results, with Lilliefors significant 

correction, indicated nonnormality in multiple subgroups for the outcomes. However, this 

finding with the  Kolmogorov-Smirnov test is common on large samples, with minor deviations 

from normality being deemed significant (Field, 2013; Pallant, 2016). Therefore, histograms 

were assessed for normality. 

The results for these analyses on each subscale were as follows regarding the subgroups: 

Work Interference with Personal Life (WIPL) gender (female D(341) = 0.06, p = .006; male 

D(18) = 0.15, p = .200), generational cohort (Baby Boomer D(131) = 0.08, p = .041; Generation 

X D(141) = 0.06, p = .200; Millennial D(87) = 0.07, p = .200), and race (White D(312) = 0.07, p 

= .002; Minority D(47) = 0.11, p = .164). In the WIPL subscale, female gender, Baby Boomer 

generational cohort, and White Race were identified as nonnormally distributed, by a 

significance level less than .05. The histograms for the female gender, Baby Boomer 

generational cohort, and White race/ethnicity were all found to be normally distributed (Refer to 

these histograms in Appendices H.1- H.3).  

 Personal Life Interference with Work (PLIW) gender (female D(341) = 0.15, p = .000; 

male D(18) = 0.19, p = .091), generational cohort (Baby Boomers D(131) = 0.19, p = .000; 

Generation X D(141) = 0.14, p = .000; Millennials D(87) = 0.14, p = .000), and race (White 

D(312) = 0.14, p = .000; Minority D(47) = 0.20, p = .000). In the PLIW subscale, female gender, 
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Baby Boomer, Generation X, Millennial, White, and Minority were identified as nonnormally 

distributed, by a significance level less than .05. These histograms were evaluated for normality. 

Female gender was the only histogram found to be normally distributed (Refer to these 

histograms in Appendices H.4 -H.9). The other histograms were found to have a strong left 

skew. This finding was noted, but the subscale was retained as MANOVA has demonstrated 

robustness to nonnormality with large sample sizes (Tabachnick & Fidell, 2013).  

Work Personal Life Enhancement (WPLE) gender (female D(341) = 0.07, p = .001; male 

D(18) = 0.14, p = .200), generational cohort (Baby Boomers D(131) = 0.08, p = .050; 

Generation X D(141) = 0.09, p = .007; Millennials D(87) = 0.08, p = .197), and race (White 

D(312) = 0.08, p = .000; Minority D(47) = 0.12, p = .136). In the WPLE subscale, female 

gender, Baby Boomer, Generation X, and White were identified as nonnormally distributed, by a 

significance level less than .05. These histograms were evaluated for normality. The multivariate 

histograms for the categorical variables female gender, Baby Boomer, Generation X, and White 

race/ethnicity were all found to be normally distributed (Refer to these histograms in Appendices 

H.10 – H.13). 

Univariate and multivariate outliers were assessed using boxplots in SPSS®. Outliers 

were identified and assessed for data entry errors, measurement errors, or genuinely unusual 

values. Multiple univariate outliers were found. However, the boxplots of the univariate scales 

demonstrated outliers at both extremes of the Likert scale. It was determined that univariate 

outliers were valid, yet unusual values and were retained. Multivariate outliers were assessed 

using box plots and Mahalanobis distance (Tabachnick & Fidell, 2013). No multivariate outliers 

were found using boxplots for the Work Interference with Personal Life subscale. However, 

using boxplots multiple outliers were found on the Personal Life Interference with Work and 
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Work Personal Life Enhancement subscales. Using linear regression Mahalanobis distance was 

assessed for the three multivariate dependent variables. One participant had a calculated 

Mahalanobis distances reported over the critical value of 16.27 (Participant ID 173; Mahalanobis 

distance of 17.9). This participant was retained given the large sample size. The assumption of 

linearity was assessed using scatterplots for the independent variables and the dependent 

variables. It was determined that a linear relationship between the dependent variables.  

 The results of Levene's test indicated variances were homogeneous for the subscales. The 

findings for these analyses were Work Interference with Personal Life F(9, 349) = 1.36, p = 

.207, Personal Life Interference with Work F(9, 349) = 0.48, p = .890, and Work Personal Life 

Enhancement with F(9, 349) = 0.65, p = .753. The results of Box’s test also indicated 

homogeneity of covariances for the subscales, Box’s M = 46.03, F(48, 2051) = 0.81, p =  .818. 

There was no evidence of multicollinearity, as assessed by Pearson correlation (|r| < 0.9). 
It was determined that the assumptions for the MANOVA test were met. After evaluating 

assumptions, the MANOVA test was performed using the categorical variables gender, 

generational cohort, and race and the composite means of the Job Satisfaction Survey Hygiene 

Factors and Motivators. Univariate analyses were also conducted per the analysis plan. Although 

these categorical variables were analyzed simultaneously in the three-way MANOVA, they are 

presented separately for simplicity.  

Gender. The results of the three-way MANOVA analysis, using Pillai’s trace, indicated 

that the difference between the subgroup means were not statistically significant for Work 

Interference with Personal Life, Personal Life Interference with Work, and Work Personal Life 

Enhancement, V = .008, F(3, 352) = 0.99, p = .398, !p2 = .008.  
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While the mean differences were not significant, minor differences were evident in the 

means for the subscales among the differing genders, with females having high means for 

interference subscales (lower work-life balance) and higher enhancement (higher work-life 

balance) the means for genders were as follows: Work Interference with Personal Life M = 3.66, 

95% CI [3.43 , 3.89]; Personal Life Interference with Work M = 1.96, 95% CI [1.82, 2.10]; and 

Work Personal Life Enhancement M = 4.41, 95% CI [4.24, 4.59]) and males (Work Interference 

with Personal Life M = 3.32, 95% CI [2.61 , 4.03]; Personal Life Interference with Work M = 

1.95, 95% CI [1.52, 2.38]; and Work Personal Life Enhancement M = 4.86, 95% CI [4.31, 5.41]. 

Refer to Appendices H.14 – H.16 for Estimated Marginal Means Plots for Gender among the 

three Work-Life Balance subscales. The univariate difference was not statistically significant for 

neither the Work Interference with Personal Life subscale, F(1, 354) = 0.90, p = .344, !p
2 = .003, 

the Personal Life Interference with Work subscale F(1, 354) = 0.002, p = .963, !p
2 = .000, nor 

the Work Personal Life Enhancement subscale F(1, 354) = 2.59, p = .108, !p
2 = .007. From a 

practical significant, the means demonstrate similar interference levels among genders, with 

females reporting slightly more interference than their male counterparts. However, both genders 

indicated moderate to moderately high levels of interference. Regarding enhancement, males and 

females reported very similar levels of enhancement. Refer to Table 9 for the Gender Means, 

Standard Deviations, and Analyses of Variance in Work-Life Balance Self-Assessment 

Subscales.  
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Table 9 

Gender Means, Standard Deviations, and Analyses of Variance in Work-Life Balance Self-
Assessment Subscales 

 Female Male F(1, 354) !p
2 

   95% Confidence 

Intervals 

  95% Confidence 

Intervals 

  

 M SD Lower 

Bound 

Upper 

Bound 

M SD Lower 

Bound 

Upper 

Bound 

  

WIPL 3.66 0.12 3.43 3.89 3.32 0.36 2.61 4.03 0.90 .00 

PLIW 1.96 0.07 1.82 2.10 1.95 0.22 1.52 2.38 0.00 .00 

WPLE 4.41 0.09 4.24 4.59 4.86 0.28 4.31 5.41 2.59 .01 

Note. WIPL = Work Interference with Personal Life (range 1-7; higher indicating more interference and 

less work-life balance); PLIW = Personal Life Interference with Work (range 1-7; higher indicating 

more interference and less work-life balance); WPLE = Work Personal Life Enhancement (range 1-7; 

higher indicating more enhancement and more work-life balance) 

  

 

 

Generational Cohort. The results of the three-way MANOVA analysis, using Pillai’s 

trace, indicated that there was not a statistically significant difference between the means of the 

three generational cohorts for Work Interference with Personal Life, Personal Life Interference 

with Work, and Work Personal Life Enhancement, V = .03, F(6, 706) = 1.68, p = .123, !p
2 = 

.0.14. 

Differences were evident in the means for the subscales among the differing generational 

cohorts, Baby Boomers (Work Interference with Personal Life M = 3.51, 95% CI [3.06 , 3.96]; 

Personal Life Interference with Work M = 1.88, 95% CI [1.61, 2.15]; and Work Personal Life 

Enhancement M = 4.62, 95% CI [4.27, 4.97]), Generation X (Work Interference with Personal 

Life M = 3.64, 95% CI [3.19 , 4.09]; Personal Life Interference with Work M = 2.12, 95% CI 

[1.85, 2.39]; and Work Personal Life Enhancement M = 4.64, 95% CI [4.29, 4.98]), and 

Millennials (Work Interference with Personal Life M = 3.31, 95% CI [2.85 , 3.77]; Personal Life 

Interference with Work M = 1.87, 95% CI [1.59, 2.14]; and Work Personal Life Enhancement M 

= 4.65, 95% CI [4.30, 5.00]). Refer to Appendices H.15 – H.18 for Estimated Marginal Means 
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Plots for Generational Cohorts among the three Work-Life Balance subscales. The univariate 

differences among the subscales for generational cohorts were not statistically significant for the 

Work Interference with Personal Life subscale, F(2, 354) = 1.36, p = .259, !p
2 = .008 or the 

Work Personal Life Enhancement subscale F(2, 354) = 0.02, p = .982, !p
2 = .000. The subscale 

Personal Life Interference with Work was found to have statistically significance among 

generations in the univariate analysis F(2, 354) = 3.18, p = .043, !p
2 = .02. In terms of practical 

significance, the differing generational cohorts had very little differences seen in means of 

interference or enhancement. Refer to Table 10 for the Generational Cohort Means, Standard 

Deviations, and Analyses of Variance in Work-Life Balance Self-Assessment Subscales 
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Table 10 

Generational Cohort Means, Standard Deviations, and Analyses of Variance in Work-Life Balance Self-Assessment Subscales 
(Hygiene Factors and Motivators) 

 Baby Boomer Generation X Millennial F(2,354) !p2 
   95% Confidence 

Intervals 
  95% 

Confidence 
Intervals 

  95% Confidence 
Intervals 

  

 M SD Lower 
Bound 

Upper 
Bound 

M SD Lower 
Bound 

Upper 
Bound 

M SD Lower 
Bound 

Upper 
Bound 

  

WIPL 3.51 0.23 3.06 3.96 3.64 0.23 3.19 4.09 3.31 0.23 2.85 3.77 1.36 .01 
PLIW 1.88 0.14 1.61 2.15 2.12 0.14 1.85 2.39 1.87 0.14 1.59 2.14 3.18* .02 
WPLE 4.62 0.18 4.27 4.97 4.64 0.18 4.29 4.98 4.65 0.18 4.30 5.00 0.02 .00 
Note. WIPL = Work Interference with Personal Life (range 1-7; higher indicating more interference and less work-life balance); PLIW = 
Personal Life Interference with Work (range 1-7; higher indicating more interference and less work-life balance); WPLE = Work Personal Life 
Enhancement (range 1-7; higher indicating more enhancement and more work-life balance); *p < .05 
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Race. The results of the three-way MANOVA analysis, using Pillai’s trace, indicated that 

there was not a statistically significant difference between means for the White, not of Hispanic 

origin and Minority for Work Interference with Personal Life, Personal Life Interference with 

Work, and Work Personal Life Enhancement, V = .004, F(3, 352) = 0.48, p = .698, !p2 = .004. 

While the mean differences were not significant, minor differences were evident in the 

means for the subscales among the differing genders, with White, not of Hispanic Origin (Work 

Interference with Personal Life M = 3.45, 95% CI [3.10 , 3.80]; Personal Life Interference with 

Work M = 1.92, 95% CI [1.71, 2.13]; and Work Personal Life Enhancement M = 4.73, 95% CI 

[4.46, 5.00]) and Minority (Work Interference with Personal Life M = 3.53, 95% CI [2.99 , 4.07]; 

Personal Life Interference with Work M = 1.99, 95% CI [1.67, 2.31]; and Work Personal Life 

Enhancement M = 4.54, 95% CI [4.12, 4.95]). Refer to Appendices H.19 – H.21 for Estimated 

Marginal Means Plots for race/ethnicity among the three Work-Life Balance subscales. The 

univariate difference was not statistically significant for neither the Work Interference with 

Personal Life subscale, F(1, 354) = 0.12, p = .729, !p2 = .000, the Personal Life Interference with 

Work subscale F(1, 354) = 0.26, p = .609, !p2 = .001, nor the Work Personal Life Enhancement 

subscale F(1, 354) = 1.19, p = .276, !p2 = .003. Practical significance of these findings among 

races, indicate higher means regarding interference and a lower mean concerning enhancement 

for nursing faculty member identified as being from a diverse race. While the differences were 

minimal, this could be practically significant as the nursing academic discipline aims to diversify 

nursing faculty. See Table 11 Racial Means, Standard Deviations, and Analyses of Variance in 

Work-Life Balance Self-Assessment subscales.  
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Table 11 

Racial Estimated Marginal Means, Standard Deviations, and Analyses of Variance Work-Life Balance Subscales 

 White, not of Hispanic Origin Minority F(1,343) !p
2 

   95% Confidence Intervals   95% Confidence 

Intervals 

  

 M SD Lower 

Bound 

Upper Bound M SD Lower 

Bound 

Upper 

Bound 

  

WIPL 3.45 0.18 3.10 3.80 3.53 2.73 2.99 4.07 0.12 .00 

PLIW 1.92 0.11 1.71 2.13 1.99 0.17 1.67 2.31 0.26 .00 

WPLE 4.73 0.14 4.46 5.00 4.54 0.21 4.12 4.95 1.19 .00 

Note. WIPL = Work Interference with Personal Life (range 1-7; higher indicating more interference and less work-life balance); 

PLIW = Personal Life Interference with Work (range 1-7; higher indicating more interference and less work-life balance); WPLE = 

Work Personal Life Enhancement (range 1-7; higher indicating more enhancement and more work-life balance) 
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 After assumption testing and the three-way MANOVA analysis, the quantitative research 

question was answered. While the means for gender, generational cohort, and race differed for 

the subscales Work Interference with Personal Life, Personal Life Interference with Work, and 

Work Personal Life Enhancement no significant differences of means was found in the 

MANOVA test.  

Quantitative Research Question 4: In baccalaureate nursing faculty, to what degree do job 

satisfaction and life satisfaction predict work-life balance? 

 The final quantitative research was comprised of the independent variables job 

satisfaction and life satisfaction. Job satisfaction was defined by the two continuous, covariate 

subscales of the Job Satisfaction Survey, Hygiene Factors and Motivators. Life satisfaction was 

defined by the transformed, ordinal Satisfaction with Life Scale. Work-Life balance was the 

dependent variables and was defined by the three subscales of the Work-Life Balance Self-

Assessment (Work Interference with Personal Life, Personal Life Interference with Work, and 

Work Personal Life Enhancement). Due to the nature of these variables and the research 

question, a three-way MANOVA was used to answer this question. 

 Assumptions for three-way MANOVA include having two or more dependent variables 

that are measured at a continuous level and three dependent variables and independence in 

observations. Additional assumptions include linear relationships between independent and 

dependent variables, no multicollinearity, no univariate or multivariate outliers, multivariate 

normality, homogeneity of variance-covariance matrices, and homogeneity of variances.  

 The nature of the question and web-based survey met the first two assumptions. Linear 

relationships between the independent and dependent variables were assessed using scatterplots. 

It was determined that a linear relationship existed between the independent and dependent 
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variables. Multicollinearity was assessed through inspection of correlation coefficients and 

tolerance/VIF (Variance Inflation Factor) tests. The Tolerance was found to be less than 0.1 and 

the VIF were all less than 10. For gender, both subcategories obtained a Tolerance of .105 and a 

VIF of 9.5. Since the VIF was less than 10, it was determined that the multicollinearity 

assumption was met.  

 Univariate and multivariate outliers for each subscale were assessed in previous research 

questions with outliers found. All univariate outliers were plausible participant selections and 

were not related to data entry errors. These outliers were retained. Multivariate outliers for all 

subscales were assessed in previous research questions. One multivariate outlier was identified, 

and it was retained due to the large sample size.  

Multivariate normality was assessed by reviewing the histograms of the dependent 

variable for the categorical variable (Life Satisfaction) and histograms of each continuous 

variables. The histograms were found to be normally distributed (Refer to Appendix I.1 for 

histograms.). 

The sample size of 352 was determined to be adequate for the three-way MANOVA. 

Finally, the results of Levene's test indicated variances were homogeneous all of the subscales 

Work Interference with Personal Life F(1, 360) = 0.13, p = .715, Personal Life Interference with 

Work F(1, 360) = 1.04, p = .309, and Work Personal Life Enhancement with F(1, 360) = 0.23, p 

= .633. The results of Box’s test also indicated homogeneity of covariances for the subscales, 

Box’s M = 12.29, F(6, 19,548) = 1.98, p =  .065. 

It was determined that the assumptions for the MANOVA test were met. After evaluating 

assumptions, the MANOVA test was performed using the independent variables Job Satisfaction 

(covariates Hygiene Factors and Motivators) and Satisfaction with Life. Univariate analyses 
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were conducted per the analysis plan. Although these variables were analyzed simultaneously in 

the three-way MANOVA, they are presented separately for simplicity.  

Job Satisfaction Hygiene Factors. The results of the three-way MANOVA analysis, 

using Pillai’s trace, indicated that a statistically significant difference did not exist between the 

mean of the Job Satisfaction Subscale Hygiene Factors and the means of the three Work-Life 

Balance subscales, V = .02, F(3, 356) = 2.40, p = .068, !p2 = 0.02.  

The univariate differences were statistically significant for the subscale Work 

Interference with Personal subscale F(1, 358) = 6.16, p = .014, !p2 = .02. The univariate 

differences were not significant for the other two subscales, the Personal Life Interference with 

Work F(1, 358) = 2.83, p = .093, !p2 = .01, Work Personal Life Enhancement F(1, 358) = 0.97, p 

= .324, !p2 = .00. Refer to Table 12 for Hygiene Factors Analyses of Variance in the Work-Life 

Balance Subscales and Appendix I.2 for Partial Regression Plots for Job Satisfaction- Hygiene 

Factors and Work-Life Balance Subscales.  

 

Table 12 

Job Satisfaction- Hygiene Factors Analyses of Variance in the Work-Life Balance Subscales 

 M SD F(1,358) !p2 
Work Interference with Personal Life 3.66 1.47 6.16* .02 
Personal Life Interference with Work 1.95 0.88 2.83 .01 
Work Personal Life Enhancement 4.48 1.14 0.97 .00 
Note. Work Interference with Personal Life (range 1-7; higher indicating more interference and less work-life 
balance); Personal Life Interference with Work (range 1-7; higher indicating more interference and less work-life 
balance); Work Personal Life Enhancement (range 1-7; higher indicating more enhancement and more work-life 
balance); * p < .05 
 
 
 

 
Job Satisfaction Motivators. The results of the three-way MANOVA analysis, using 

Pillai’s trace, indicated a statistically significant difference between the mean of the Job 
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Satisfaction Subscale Motivators and the three Work-Life Balance subscales, V = .06, F(3, 356) 

= 6.87, p < .001, !p2 = 0.06. 

The univariate differences were statistically significant for the subscale, the Work 

Personal Life Enhancement subscale F(1, 358) = 19.33, p < .001, !p2 = .05. The univariate 

differences were not significant for the other two subscales, the Work Interference with Personal 

Life subscale, F(1, 358) = 2.10, p = .148, !p2 = .01, the Personal Life Interference with Work 

subscale F(1, 358) = 0.01, p = .922, !p2 = .00 (Refer to Table 13 for Job Satisfaction Motivators 

Analyses of Variance in the Work-Life Balance Subscales Appendix I.3 for Partial Regression 

Plots for Job Satisfaction- Motivators and Work-Life Balance Subscales). 

 

Table 13 

Job Satisfaction- Motivators Analyses of Variance in the Work-Life Balance Subscales 

 M SD F(1,358) !p
2 

Work Interference with Personal Life 3.66 1.47 2.10 .01 
Personal Life Interference with Work 1.95 0.88 0.01 .00 
Work Personal Life Enhancement 4.48 1.14 19.33*** .05 
Note. Work Interference with Personal Life (range 1-7; higher indicating more interference and less work-
life balance); Personal Life Interference with Work (range 1-7; higher indicating more interference and 
less work-life balance); Work Personal Life Enhancement (range 1-7; higher indicating more 
enhancement and more work-life balance); ***p < .001 

 
 
 

Satisfaction with Life Scale. The results of the three-way MANOVA analysis, using 

Pillai’s trace, indicated that there was a statistically significant difference existed between the 

Satisfaction with Life Scale and the three Work-Life Balance subscales, V = .11, F(3, 356) = 

14.21, p < .001, !p2 = 0.11. 

The differences were evident in the means for the subscales among the Satisfaction with 

Life Scale. The group of participants with a lower score for the Satisfaction with Life Scale (less 

than 3.5)  had the following means for the Work Life Balance Self-Assessment Scale, Work 
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Interference with Personal Life M = 4.79, 95% CI [4.35 , 5.24]; Personal Life Interference with 

Work M = 2.49, 95% CI [2.19, 2.78]; and Work Personal Life Enhancement M = 3.63, 95% CI 

[3.31, 3.95]) and for the group of participants with a higher score for the Satisfaction with Life 

Scale (greater than 3.5) (Work Interference with Personal Life M = 3.53, 95% CI [3.40 , 3.67]; 

Personal Life Interference with Work M = 1.88, 95% CI [1.79, 1.97]; and Work Personal Life 

Enhancement M = 4.59, 95% CI [4.49, 4.69]). Refer to Appendix I.5 for Estimated Marginal 

Means Plots for Life Satisfaction (Binned) and Work-Life Balance subscales. The univariate 

differences were statistically significant for all subscales, the Work Interference with Personal 

Life subscale, F(1, 358) = 27.37, p < .001, !p2 = .07, the Personal Life Interference with Work 

subscale F(1, 358) = 14.70, p < .001, !p2 = .04, and the Work Personal Life Enhancement 

subscale F(1, 358) = 30.66, p < .001, !p2 = .08. Refer to Table 14 for Life Satisfaction Means, 

Standard Deviations, and Analyses of Variance in the Work-Life Balance Subscales. 
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Table 14 

Life Satisfaction (Binned) Means, Standard Deviations, and Analyses of Variance in Work-Life Balance Subscales 

 Satisfaction with Life   
 Low Satisfaction (< 3.5) High Satisfaction (> 3.51) F(1,358) !p2 
   95% Confidence Intervals   95% Confidence 

Intervals 
  

 M SD Lower 
Bound 

Upper Bound M SD Lower 
Bound 

Upper 
Bound 

  

WIPL  4.79 0.23 4.35 5.24 3.53 0.07 3.40 3.67 27.37*** .07 
PLIW 2.49 0.15 2.19 2.78 1.88 0.05 1.79 1.97 14.70*** .04 
WPLE 3.63 0.16 3.31 3.95 4.59 0.05 4.49 4.69 30.66*** .08 
Note. Work Interference with Personal Life (range 1-7; higher indicating more interference and less work-life balance); Personal Life Interference with 
Work (range 1-7; higher indicating more interference and less work-life balance); Work Personal Life Enhancement (range 1-7; higher indicating more 
enhancement and more work-life balance); *** p < .001 
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After assumption testing and the three-way MANOVA analysis, the quantitative research 

question was answered. In the multivariate analysis, the means of the Job Satisfaction Scale 

subscale Motivators and the Satisfaction with Life Scale were found to have statistical 

significance when analyzed against the three multivariate subscales of the Work-Life Balance 

Self-Assessment. From a practical significance, nursing faculty members with lower life 

satisfaction had a point difference in means associated with interference. This indicates that they, 

on average, scored interference as more than sometimes (as indicated on the scale), while nursing 

faculty members with higher life satisfaction indicated less interference. A one-point difference 

was also seen regarding enhancement, with nursing faculty members reporting higher life 

satisfaction having greater enhancement between the domains. In univariate analyses the 

Motivators subscale was a significant predictor of the Work Personal Life Enhancement subscale 

and the Satisfaction with Life Scale was a significant predictor of the three subscales of the 

Work-Life Balance Self-Assessment. This finding indicates that as job motivators, which are 

defined as factors intrinsic to the job that promote satisfaction including recognition, growth or 

growth potential, the job itself, and responsibility (Herzberg, 1968), predict work-personal life 

enhancement for nursing faculty members. Additionally, life satisfaction (as measured by the 

Satisfaction with Life Scale) was a significant predictor of work-life balance (as measured by the 

Work-Life Balance Self-Assessment).  

Qualitative Research Question 

This study included one qualitative research question, “How do baccalaureate nursing 

faculty describe work-life balance?”. The first open-ended question in the web-based survey was 

answered by a total of 321 participants and asked, “While working as a nursing faculty member, 

please describe your experience in balancing work and personal life”. The second question, 
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which asked “Please add anything else you would like to share that has not already been covered 

in your responses about your work-life balance as a nursing faculty member.”, was answered by 

165 participants (See Figure 3: Participant Flow Diagram). These two open-ended questions 

were used to answer the qualitative research question. 

Creswell and Plano Clark (2011) stated the first step of data analysis is to prepare the 

data. All data were transferred from the Web-based survey to Microsoft® Excel. All participants 

were given an identification number to assist with any outlier assessment. Finally, the two open-

ended qualitative questions were transferred to Microsoft® Word, retaining the participant 

identification number and demographic variables. The researcher prepared the codebook by 

inserting columns within the qualitative table to allow organized coding. The raw qualitative data 

was only accessible by the researcher, dissertation chair, and internal committee member.  

Anonymity of participants was ensured by not asking any identifiable information. 

Confidentiality of qualitative data was maintained by keeping the electronic documents stored on 

a password protected hard drive. The password protected hard drive and the hard copies were 

stored in a locked file cabinet in the researcher’s locked office.  

Prior to qualitative analysis, the demographics for the qualitative strand were reviewed. 

The demographic sample for the qualitative strand was similar to that of the quantitative strand 

with the majority of respondents being females (n = 302, 94.3%) and white, not of hispanic 

origin (n = 276, 86.3%). The mean age for the qualitative strand was 50.3 (SD = 11.8) with a 

range of 26 to 74 years. Due to the underrepresentation of minority races, the qualitative strand, 

like the quantitative strand, collapsed all races other than “White, not of Hispanic origin” into 

“Minority.” The demographics of the qualitative strand are displayed in Table 15. 
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Table 15 

Demographic Characteristics of Qualitative Strand (N = 320) 

Demographic Variables n (%) Mean (SD) 
Gender    

Female 302 94.3%  
Male 15 4.7%  
Nonbinary 1 0.3%  
Prefer not to Answer 2 0.6%  

Age (Range 26 – 74)   50.3 (11.8) 
Generational Cohort    

Baby Boomer 89 27.8%  
Generation X 160 50%  
Millennial 67 20.9%  
Prefer not to 
Answer 

4 1.3%  

Race    
White, not of Hispanic 
Origin 

276 86.3%  

Prefer not to Answer 10 3.1%  
Minority 34 10.6%  

American Indian or 
Alaska Native 

2 0.6%  

Asian 3 0.9%  
Black 14 4.4%  
Hispanic/Latino 3 0.9%  
Two or more races 12 3.8%  

    
  

 

Qualitative analysis was performed on the overall group of respondents and for the three 

categorical variables identified in the quantitative strand (gender, generational cohort, and race). 

The secondary analysis was performed to assess qualitative differences among the demographic 

variables that would assist in explaining the quantitative findings during mixed methods analysis. 

The qualitative analysis was completed for the overall sample and for each demographic variable 

(gender, generational cohort, and race). For simplicity, these reviews are described separately. 

Overall Qualitative Findings 

 The process began with simultaneous coding using Descriptive, In vivo, Process, and 

Emotion coding as outlined by Saldaña (2013). Descriptive coding was used to generate a sense 
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of topics (nouns) outlined by the open-ended question. In Vivo coding was used for verbatim 

words or short phrases to honor the participant’s voice. Process coding was used to identify 

human action. Finally, emotion coding was used to provide a sense of emotional tone and 

explore the intrapersonal and interpersonal experiences of the participant (Saldaña, 2013). 

 The worth of qualitative research is determined by the trustworthiness of the research 

(Lincoln & Guba, 1985). For this study, trustworthiness of qualitative data included establishing 

credibility, transferability, dependability, and confirmability (Lincoln & Guba, 1985). To 

establish credibility and confirmability, methods triangulation was used to examine 

complementary points of work-life balance between the two strands (Schwandt, 2015).  

Confirmability and dependability were also established in this study. Confirmability was 

established using an audit trail, which documented events or decisions using methods that could 

be verified by an independent auditor (Richards & Morse, 2013). Dependability was established 

using external audits (Lincoln & Guba, 1985). The researcher, committee chair, and internal 

committee member independently performed coding as part of the peer review process. After 

first cycle coding was completed, the researcher, committee chair, and internal committee 

member met to compare codes and themes. It was agreed that saturation was met, and similar 

themes/subthemes were found. Interestingly, all members agreed that most themes were 

composed of a dichotomy within the subthemes.  

Themes and Subthemes. The main themes found within the overall qualitative strand 

were Relationship with Administration, Nursing Faculty Workload, and Boundary-Setting. Each 

of these themes had multiple subthemes. The themes and subthemes identified through the 

coding process are provided below. 
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Relationship with Administration. The open-ended responses to the survey questions 

varied in length from a short phrase to a paragraph. The theme Relationship with Administration 

emerged early in the coding process and described the interactions and emotion between the 

nursing faculty and nursing administrators or school administrators. Within this theme, it is 

important to note most participants clearly differentiated between nursing administration and 

school/university administration. Within the theme two dichotomous subthemes emerged, which 

included: feeling supported and feeling misunderstood/mistreated.  

 The subtheme feeling supported emerged mostly from descriptive coding, emotion 

coding, and in vivo coding. Many participants had positive emotion regarding the support from 

both university and nursing administration. Areas of support included professional support and 

personal life support. 

 With professional support, a participant identified the importance of feeling supported as 

a new faculty member by, “very supportive in helping me to advance my teaching skills and 

learn the particulars of how the university functions, its goals, and its expectations from me.” 

This quote illustrates both the importance of support by leadership and effective support while 

transitioning to the nursing faculty role. Regarding administration, one participant stressed the 

importance of university support for personal life needs and stated (in part) “My previous 

university and supervisor were completely opposite, giving me no support for personal needs 

and/or career desires, and this survey would have been filled completely different.” With others 

stressing the positive benefit of an open relationship between faculty and nursing leadership and 

the importance of nursing leadership supporting family life.  

While the positive subtheme feeling supported was evident, a contradicting subtheme of 

feeling misunderstood/mistreated was also identified early within the coding process regarding 
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the theme Relationship with Administration. Participants reported feeling misunderstood or 

mistreated by both nursing and university administration. Regarding University Administration, 

one participant stated, “In Universities, publish or perish is still very strongly encouraged even 

though most other fields do not need to maintain outside work to remain current in their field and 

maintain licensure! This amounts to 2 full-time jobs, something the university never 

acknowledges.” This negative sentiment was echoed in other statements regarding the university 

requirements to service stating, “Expectations of faculty in all areas of Teaching, Scholarly and 

Creative Activities, and Service to the University and Profession are more than what is possible 

to accomplish in a realistic work week. These expectations make it impossible to routinely 

maintain work-life balance.” 

The negative statements and emotions were not isolated for university administration, but 

also found regarding nursing leadership with statements such as “I am completely dissatisfied. 

My employer, specifically my immediate supervisor would take every last second and gasp for 

breath from me if she were able.” The mistreatment was also related to the manner that nursing 

leadership handled student complaints, one participant stated “The director does not send the 

students back to us but immediately corners us about the students. We don't feel supported…”. 

Another faculty member stated, “Administration doesn't value teaching, regardless of what is 

said, and faculty are ‘replaceable’.” 

The dichotomy of the responses within this theme and the frequency in which 

administration, support, and mistreatment occurred within the qualitative data emphasizes the 

importance baccalaureate nursing faculty place on the relationship with both nursing and school 

leadership. While a subtheme of feeling supported emerged, the overwhelming sentiment was 
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negative regarding Relationship with Administration. A second theme emerged regarding 

Nursing Faculty Workload. 

Nursing Faculty Workload. Like, Relationship with Administration, Nursing Faculty 

Workload also had a dichotomy within the subthemes. The subthemes included Continuous 

Work, Constant Connection, Ebb and Flow, and Flexibility. Continuous Work and Continuous 

Connection were seen as negative aspects regarding Work-Life Balance. Ebb and Flow and 

Flexibility were identified as positive aspects which promoted work-life balance.  

The nursing faculty role was described as Continuous Work. Many participants cited they 

worked every day within a week. One participant stated, “I am totally out of balance. I work 7 

days a week, usually 12 to 14 hours a day. One day a week I try to take off 5 or 6 hours to rest 

and spend some time with my family.” Emotion coding frequently identified the terms 

exhaustion and overwhelmed. Some participants identified the continuous work as impacting 

family life such as one participant stating, “I become exhausted by individuals and classes 

needing me to make decisions and putting in my all constantly that my family life often suffers.” 

The exhaustion related to the faculty role was seen as impacting personal and family time, one 

participant stated, “I rarely cook dinner for my family, visit my elderly mother (who I am 

completely responsible for), shop, etc.”  

The subtheme of Continuous Work also emerged when faculty described weekends and 

breaks. While a few faculty members stated the benefits of summer/winter breaks, more 

described the summer/winter breaks as continuous work. One participant stated, “I am a 9-month 

faculty member, but must work all summer to catch up on all the responsibilities - without pay.” 

Some faculty members stated they would “pay for” not working over the weekend or a night as 

the work would be too much when they returned.  
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Another subtheme emerged within the participant’s answers regarding Constant 

Connection to the job. Faculty overwhelmingly described email and technology as a negative 

aspect of the job. One faculty member stated, “We are accountable to students 24 hours a day. 

We are expected to return emails at all times of day and weekends.” Others stated this is the 

hardest aspect of the job to balance with family members routinely asking them to stop checking 

email during off hours. When this sentiment emerged, emotion coding often identified “guilt.” 

One faculty member stated, “Some part of me always feels like I am failing in my roles as a 

parent or professor.” The frequency of emails and texts was described as never being “off” work 

and while some faculty blamed students, organizational culture, and administrators many seemed 

to blame themselves.  

Negative consequences were identified when faculty did not immediately answer emails 

or texts from students. While some faculty members only stated, “negative consequences,” 

others identified student evaluations. Student evaluations were seen as problematic related to 

promotion and tenure or yearly evaluations. One faculty member stated, “With tenure and 

promotion being based partly on student evaluations, it is imperative that faculty are available to 

answer questions for students because their perception matters greatly.”  

Not all subthemes for Nursing Faculty Workload were negative. Positive subthemes 

included Ebb and Flow and Flexibility. The phrase Ebb and Flow was used to describe busyness 

of work or personal life as well as work-life balance. One participant stated “Balancing work and 

personal life seems to ebb and flow. There have been many times in which work has been very 

overwhelming. Other times, it is the personal life that dominates.” Another response from a 

participant agreed with this statement and explained that “The workload ebbs and flows with the 

semester. Sometimes are busier than others in terms of amount of papers to grade and 
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preparations for clinical placements.”   The participants that used this statement had all been 

faculty members for at least six years and in their statements anticipated the times of busyness 

during the semester regarding clinicals, exams, and grading papers. Multiple faculty members 

anticipated the busy times of the semester and prepared their families or personal lives. When 

referring to the busy times of the semester, support by family or significant other was identified 

as being important.  

The subtheme Flexibility was also positive regarding work-life balance for the faculty 

role. Flexibility was often referred to in terms of time, location of working, and family life. Many 

participants stated the flexibility of completing outside of class duties during nights/weekends or 

while at home was helpful with children. One participant stated, “As brand new faculty, I have 

found that there is a good deal of flexibility, especially with arranging a schedule to fit the needs 

of my family.” A participant also noted the flexibility of the job when experiencing personal 

hardship and stated, “I also felt that academics allowed me the flexibility to deal with that 

[divorce] in a way that would have been more difficult in a clinical setting.” While the subtheme 

Flexibility seemed to contrast the Continuous Work theme, within the Continuous Work 

subtheme participants often described long hours. One participant’s statement captured the 

difference between Continuous Work and Flexibility and denoted, “I also work long hours and 

weekends at times, but I love what I do and I love the flexibility I have.” Another participant 

detailed the difference and stated, “Generally, being a faculty member has more life flexibility 

than direct patient care. However, there is more extra work that comes with the job.” 

Boundary-Setting. The final theme that emerged was Boundary-Setting. Boundary-

Setting can be described as setting restrictions on when the faculty member would focus efforts 

on the faculty role. Boundary setting was described by participants as a tool to promote work-life 
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balance. It is important to note that most participants that described the process of boundary 

setting had a been nursing faculty member for over five years. Subthemes emerged regarding 

Boundary-Setting, which included Intentionality and Ineffective. 

Intentionality within Boundary-Setting described both the process of setting restrictions 

on when and how work would interfere with personal life and the successful methods used when 

boundary-setting. One participant, who had 9 years of faculty experience, described the 

intentional behavior of “I set boundaries for my time, in particular I rarely work on weekends at 

this point… But, if I cannot be productive during my scheduled time, I experience anxiety and 

stress in not getting everything done in a timely manner or I forgo personal activities which 

creates a vicious cycle of anxiety and stress.” Another participant stated, “I have made a 

conscious effort to devote more focused time at work to work and try to devote my 

weekends/breaks to family and personal activities.”  

The process of setting boundaries was stated by some participants as being difficult as a 

new faculty member, but easier with more experience. Boundary-setting itself seemed to be a 

learned behavior. Some participants related this learned behavior to job-related anxiety, family 

demands, or mentoring. One participant felt certain that a recent illness was directly related to 

stress and lack of work-life balance. This participant stated, “After my recovery, I vowed to 

achieve a better work/life balance and began implementing healthy boundaries and a healthier 

lifestyle.” A faculty member with only two years of experience related her ability to “master” 

balancing work and personal life to effective mentoring. This participant stated, “My mentor 

taught me early how to ‘turn work off’ when I leave. No one else that I work with has tried to 

teach me this.” The faculty member later described boundary-setting as a protective mechanism 
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to promote mental health. Another participant stated she has “excellent mentors who are working 

with me to give me a better balance.” 

While many found Boundary-Setting a method of maintaining work-life balance while in 

the faculty role, others described their attempts at setting boundaries as being Ineffective. The 

ineffectiveness of the set boundaries was either linked to an internal resistance by the nursing 

faculty member themselves or by external pressures by supervisors or students. It is important to 

note many describing Ineffective boundary setting had been in the faculty role for less than five 

years. The internal resistance to Boundary-Setting was found in emotion coding focusing on guilt 

for placing restrictions on time spent working. One participant (with 4 years of faculty 

experience) stated, “also worry about the never-ending to-do list, and often feel guilty for 

"unplugging" from work in the evenings and days off.” 

Boundary-Setting was also described as Ineffective related to external pressures. For 

example, one participant described the external pressure against boundary setting regarding not 

checking email continuously, “While I have attempted to set boundaries around this, I have been 

verbally reprimanded for doing so. This in turn has caused chronic anxiety and fear in my job.” 

A new faculty member (less than 1 year of experience as a faculty member) stated after 

observing colleagues working constantly, “I will try and maintain boundaries around my time but 

am not sure how that will be supported by the workplace culture at my institution.” One 

participant (less than 2 years of nursing faculty experience) directly relating the inability to 

restrict working to his supervisor, “I find it difficult at times to balance work and personal life 

because my supervisor doesn't understand boundaries of my position.”  

The qualitative findings for baccalaureate, nursing faculty included three themes 

(Relationship with Administration, Nursing Faculty Workload, and Boundary-Setting) and 
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multiple subthemes. A dichotomy existed within the subthemes of each main theme. The 

identified themes and subthemes are presented in Table 16. 
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Table 16 

Qualitative Themes, Dichotomous Subthemes, and Exemplar Quotes 

Theme Dichotomous 
Subtheme(s) 

Exemplar Quote(s) 

Relationship with 
Administration 

(+) Feeling 
Supported 

very supportive in helping me to advance my teaching skills and 
learn the particulars of how the university functions, its goals, and its 
expectations from me. 

 (-) Feeling 
Misunderstood/Mis
treated 

In Universities, publish or perish is still very strongly encouraged 
even though most other fields do not need to maintain outside work 
to remain current in their field and maintain licensure! This amounts 
to 2 full-time jobs, something the university never acknowledges. 

  I am completely dissatisfied. My employer, specifically my 
immediate supervisor would take every last second and gasp for 
breath from me if she were able. 

Nursing Faculty 
Workload 

(-) Continuous 
Work 

I am totally out of balance. I work 7 days a week, usually 12 to 14 
hours a day. One day a week I try to take off 5 or 6 hours to rest and 
spend some time with my family. 

  I become exhausted by individuals and classes needing me to make 
decisions and putting in my all constantly that my family life often 
suffers.” 

  I am a 9-month faculty member, but must work all summer to catch 
up on all the responsibilities - without pay. 

 (-) Constant 
Connection 

We are accountable to students 24 hours a day. We are expected to 
return emails at all times of day and weekends.” 

  With tenure and promotion being based partly on student 
evaluations, it is imperative that faculty are available to answer 
questions for students because their perception matters greatly 

 (+) Ebb and Flow The work load ebbs and flows with the semester. Some times are 
busier than others in terms of amount of papers to grade and 
preparations for clinical placements. 

 (+) Flexibility As brand new faculty, I have found that there is a good deal of 
flexibility, especially with arranging a schedule to fit the needs of 
my family. 

  I also felt that academics allowed me the flexibility to deal with that 
in a way that would have been more difficult in a clinical setting. 

Boundary-Setting (+) Intentionality I have made a conscious effort to devote more focused time at work 
to work and try to devote my weekends/breaks to family and 
personal activities. 

  My mentor taught me early how to "turn work off" when I leave. No 
one else that I work with has tried to teach me this. 

 (-) Ineffective While I have attempted to set boundaries around this, I have been 
verbally reprimanded for doing so. This in turn has caused chronic 
anxiety and fear in my job. 

  I find it difficult at times to balance work and personal life because 
my supervisor doesn't understand boundaries of my position.  

Note: (+) indicates a positive aspect (-) indicates a negative aspect 
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Qualitative Differences Among Subgroups.   

After the overall analysis of participant responses, the qualitative data was sorted by the 

three demographic categories (gender, generational cohort, and race) to identify if any unique 

themes/subthemes emerged within the coding of differing demographic groups.  

Gender. The first demographic category, gender, was analyzed by reviewing the 

qualitative responses of male participants. Fifteen male participants responded to the open-ended 

questions. Among the codes, there was evidence of the same themes/subthemes that were 

identified in the overall sample. While not a theme, it is important to note the emotion coding for 

males was mostly neutral or positive regarding work-life balance within the role as a faculty 

member. No other themes or subthemes were identified within the male sample, this could be 

related to the number of male participants within the sample. 

Generational Cohort. The second demographic category, generational cohort, was 

analyzed by reviewing the qualitative responses after sorting responses by generational cohort. 

The generational cohort “Baby Boomer” was identified as participants being born between 1946 

and 1960. The statements by many participants were reflective in nature concerning work and 

personal life. One participant stated, “What might be a personal life stressor in one decade of 

life, may not be an issue during a different decade,” while another stated, “It (life) is looking 

beyond and finding the joys in both (work and personal life).” Evidence of impending retirement 

or failing health was evident in some responses. One participant stated the faculty role prevented 

“loneliness” as a widow and another stated that work was “a way to escape” the pressure at home 

after referencing a cancer diagnosis, death of a parent, and chronically ill spouse. Additionally, 

while Boundary-Setting was a theme of the overall sample, it was a stronger theme within the 

Baby Boomer participants. 
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Generation X was defined as participants born between 1961 and 1980. The responses for 

participants belonging to the Generation X cohort were reviewed. All themes and subthemes that 

were identified within the nursing sample were evident within the Generation X cohort. A key 

difference found within the Generation X cohort was the In Vivo codes related to work 

interfering with their personal or family life. Many of the participants noted their multiple roles 

regarding their family, significant other, or children within their statements. Because of these 

differences a theme was identified, Family Life.  

Within this theme two subtheme emerged, Family Support and Voiced Concerns. Family 

Support was identified early in the analysis of the Generation X cohort. One participant stated, “I 

am blessed to have a supportive spouse, who understands my stressors at work and does 

everything possible to make my overall life easier.” Another participant captured the importance 

of family support within this generational cohort, when the participant stated, “I am fortunate 

enough to have a spouse who is supportive for the long hours I put in besides my 40 hours a 

week. He helps keep me on schedule.”   

Voiced Concerns were described by participants as a family member (spouse or grown 

children) voicing concern about the amount of time the faculty member was spending on work-

related activities. One participant stated regarding quitting a part-time clinical job, “my kids, who 

are grown, said I was overloading myself, so I quit.” The importance of family concerns was 

evident in other quotes, such as “I am grateful to have a husband who recognizes the challenges 

but also helps me ‘see’ when that is happening and helps me ‘right the ship’.” Most participants 

described the concerns and stated they found methods to decrease the interference with personal 

life. However, some participants stated family concerns were ongoing and caused stress. One 
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participant stated, “The only source of stress for me in work-life balance is having my spouse 

bitter about me spending time on work in the evenings.”  

The final generational cohort analyzed for differing themes was Millennial. The 

Millennial generation was defined as individuals born between 1981 and 2000. In this 

generational cohort, all themes and subthemes were evident from the analysis of the entire 

sample. Additionally, a theme regarding family was evident early in the analysis. However, the 

theme differed for participants within the Millennial cohort because while the Generation X 

often cited interpersonal relationships with family voicing concern about work, Millennials often 

remarked on an internal struggle. Because of this Family Life was identified as a theme within 

the Millennial cohort. Within this theme the subthemes Young Children and Role Strain 

emerged. It is important to note many of the participants cited the feeling of role strain also 

stated COVID-19 as a factor. One participant stated, “2020 with covid, it's been difficult - trying 

to balance my children's health needs, their education needs, online schooling... and my aging 

parents.” Another participant remarked that balancing both is always difficult, but during the 

pandemic childcare options are inadequate to balance the demands of the faculty role. The 

inability to balance was shared by other participants who did not clearly state the feeling was 

COVID-related but stated that balancing the demands of a young family with faculty demands 

was “overwhelming.”  

Role Strain was identified within the Millennial cohort. While role strain was seen in the 

coding of the overall sample, it was not repeated to warrant a theme/subtheme in the overall 

sample. The internal pressure was captured by a participants statement of “I feel pressure as a 

nursing faculty member to educate and support my students well, advance my own education, 

AND keep up my clinical skills. If you add all of these to an already robust load as a parent of 
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young children, the sum is totally overwhelming.” Another participant captured this self-blame 

and strained relationship between roles when she stated, “Often I find myself bringing work 

home to do after my children go to bed. I also worry about the never ending to-do list, and often 

feel guilty for "unplugging" from work in the evenings and days off.” 

Race. The final demographic category that was analyzed was race. Analysis was 

completed by separating White, not of Hispanic Origin and all other races. It is important to note, 

participants who “Preferred not to answer” were omitted from this analysis. A total of 34 

participants identified a race other than White, not of Hispanic Origin. The codes for the 

participant remarks were reviewed to identify any differing theme/subthemes. However, no 

differing themes/subthemes emerged from the codes.  

After analysis of the demographic variables, additional themes were identified in the 

generational cohorts (Generation X and Millennials). These themes were related to family. No 

themes were found for gender or race. However, this could be related to the small sample 

subgroups from males and minority faculty members. The additional themes and subthemes 

found in the generational cohorts are presented in Table 17. 
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Table 17 

Qualitative Generational Themes, Subthemes, and Exemplar Quotes 

Generational Cohort Theme Subtheme Exemplar Quotes 
Generation X  Family Life Family Support I am blessed to have a supportive spouse, 

who understands my stressors at work and 
does everything possible to make my 
overall life easier. 

   I am fortunate enough to have a spouse 
who is supportive for the long hours I put 
in besides my 40 hours a week. He helps 
keep me on schedule.  

  Voiced Concerns I am grateful to have a husband who 
recognizes the challenges but also helps 
me ‘see’ when that is happening and helps 
me ‘right the ship’. 

   my kids, who are grown, said I was 
overloading myself, so I quit [part-time 
clinical job]. 

   My children complain about how much 
time I spend working; it is sad. 

Millennial  Family Life Young Children 2020 with covid, it's been difficult - trying 
to balance my children's health needs, 
their education needs, online schooling... 
and my aging parents 

   With adequate childcare, it has been 
manageable, but in these times of a 
pandemic, childcare is a big issue.  

   I don't want to miss anything that is 
important to them (if its a sports event, 
recital, or first words, I want to be there). 

  Role Strain I feel pressure as a nursing faculty 
member to educate and support my 
students well, advance my own education, 
AND keep up my clinical skills. If you 
add all of these to an already robust load 
as a parent of young children, the sum is 
totally overwhelming. 

   Often I find myself bringing work home to 
do after my children go to bed. I also 
worry about the never ending to-do list, 
and often feel guilty for "unplugging" 
from work in the evenings and days off. 

 
 
 

After a review of the qualitative findings, the qualitative research question, “How do 

baccalaureate nursing faculty describe work-life balance?” was answered. Baccalaureate nursing 

faculty describe the work-life balance associated with the faculty role as being a predominately 

negative attribute to the job. Through the themes and subthemes, it was evident that while some 
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faculty feel supported in their work-life balance by administrators, others feel the faculty role 

and expectations are not conducive to maintaining work-life balance. Within these findings, the 

importance of nursing and university administrators emerged regarding support for work-life 

balance.  

Faculty identified that they anticipate an ebb and flow to the faculty role during a routine 

semester, which allows for an ebb and flow in work-life balance. This is a positive attribute of 

the faculty role. Another positive attribute of the job is flexibility in when and where the faculty 

member works. These positive aspects of the job, as related to work-life balance, were evident in 

all demographic categories.  

However, negative components of the faculty role were identified concerning the nursing 

faculty workload as being continuous with constant connection. The expectations of practice, 

publishing, and service were identified within the statements as being overwhelming. The 

constant connection to students via email was also described as overwhelming. 

Boundary-Setting was described as a tool to promote work-life balance. However, it was 

described as a learned behavior either through maturation in the faculty role or effective 

mentoring. A link between Boundary-Setting and Constant Connection existed with faculty 

stating they did not feel they could set boundaries on responding to student emails due to the 

importance of student evaluations on promotion and tenure. Boundary-setting was also described 

as being Ineffective with administrators either not understanding or respecting faculty 

boundaries. 

 The qualitative question for this study was answered for the entire set of participants and 

for the demographic variables gender, generational cohort, and race. Multiple themes and 

subthemes were identified for the sample. The subthemes identified were dichotomous.  
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Mixed-Methods Analysis 

 The convergent parallel design was used to mix the quantitative and qualitative strands. 

In this method, the strands are kept separate until merging the findings. This method is used 

when the intent is to capitalize on the strengths of each strand and triangulate the methods by 

directly comparing and contrasting results (Creswell & Plano Clark, 2011). Within this design, 

the philosophical assumptions of pragmatism are used (Creswell & Plano Clark, 2011). Within 

this worldview, employing fitting solutions and diverse approaches by appreciating both 

subjective and objective knowledge is important (Creswell & Plano Clark, 2011).  

After analysis of the quantitative and qualitative strands, an overview of the findings was 

conducted. It was determined a side-by-side comparison was appropriate to answer the mixed-

methods question: To what extent do the quantitative data of work-life balance converge with the 

qualitative data on the perspective of work-life balance? 

During the mixed-methods analysis areas of convergence were noted. The quantitative 

questions were focused on the demographic variables of gender, generational cohort, and race. 

No qualitative themes were identified in the demographic variables of gender, generational 

cohort Baby Boomers, race. This finding may be due to low subgroup sizes of males and 

minority faculty members. However, themes emerged from the Generation X and Millennial 

Cohorts. The themes and subthemes of these subgroups were compared to the quantitative 

findings with a side-by-side table. Refer to Table 18 for the Integrated Table of Findings. The 

means for the Generation X and Millennial generational cohorts for each subscale of the Work-

Life Balance Self-Assessment were compared to the identified themes and subthemes.  

The Generation X cohort obtained a mean of 3.64 for the subscale Work-Interference 

with Personal Life, 2.12 for Personal Life Interference with Work, and 4.64 for Work Personal 
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Life Enhancement. All subscales have a range of 1 - 7. Work Interference with Personal Life and 

Personal Life Interference with Work are both negatively worded with lower scores indicating 

less interference and higher work-life balance. The subscale Work Personal Life Enhancement is 

positively worded with higher scores indicating a higher level of enhancement and higher 

perceived work-life balance. For the practical purpose to integrate strands, the mean scores were 

conceptualized on the 7-point scale to be interpreted as 1.0 – 2.3 is considered a low level of 

interference or enhancement, 2.31-4.70 moderate level of interference or enhancement, and 4.71 

– 7.00 high level of interference or enhancement. High levels of Interference are congruent with 

lower levels of work-life balance and high levels of enhancement are congruent with high levels 

of work-life balance.  

When comparing the strands, it is evident that participants within the Generation X 

cohort did not feel their family negatively impacted their work-life by interference. Generation X 

faculty felt supported by their family, which aligns with the low mean score on the Personal Life 

Interference with Work subscale. As an inverse to this finding, a moderate mean score was found 

on the Work Interference with Personal Life. This supports the statements by participants of 

“long hours” and “how much time I spend working” within both subthemes for this generational 

cohort. The Generation X cohort had a high mean level of Work Personal Life Enhancement. 

While this was not seen in the unique themes/subthemes of this generational cohort, flexibility 

was a subtheme in the sample. 

A unique theme and subthemes were also identified for the Millennial generational 

cohort. A theme of Family Life was identified within this cohort with two subthemes (Young 

Children and Role Strain). Participants in the Millennial cohort had a mean categorized as a 

moderate level (M = 3.31) of Work-Interference with Personal Life. This was supported by the 
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qualitative findings related to having young children for this generational cohort and the 

subtheme of Continuous Work for the overall sample. Participants within the Millennial cohort 

also had a low level of Personal Life Interference, although childcare concerns with the COVID-

19 pandemic did emerge in coding. Also, a higher level of role strain and internal pressure was 

seen in this generational cohort. While the subtheme of Role Strain emerged, the mean for Work 

Personal Life Enhancement was high. This could be related to the flexibility subtheme for the 

overall sample. Refer to the Table 18 Integrated Table of Findings – Generational Cohorts.  
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Table 18 

Integrated Table of Findings – Generational Cohorts 

Generational 
Cohort 

Quantitative Findings Qualitative Themes 
Subthemes 

Exemplar Quote(s) 

Generation 
X 

WIPL M = 3.64, 95% CI [3.19, 4.09] – 
(Moderate Interference/ Moderate 
Work-Life Balance) 
 
PLIW M = 2.12, 95% CI [1.85, 2.39] – 
(Low Interference/ Higher Work-Life 
Balance) 
 
WPLE M = 4.64, 95% CI [4.29, 4.98] – 
(High Enhancement/Higher Work-Life 
Balance) 

Family  
Family Support 

I am fortunate enough to 
have a spouse who is 
supportive for the long 
hours I put in besides my 
40 hours a week. He helps 
keep me on schedule.  

  Voiced Concerns My children complain 
about how much time I 
spend working; it is sad. 

Millennial WIPL M = 3.31, 95% CI [2.85, 3.77] 
(Moderate Interference/Moderate Level 
of Work-Life Balance) 
 
PLIW M = 1.87, 95% CI [1.59, 2.14]  
(Low Interference/Higher Work-Life 
Balance) 
 
WPLE M = 4.65, 95% CI [4.30, 5.00] 
(High Enhancement/Higher Work-Life 
Balance) 

Family Life 
Young Children 

I don't want to miss 
anything that is important 
to them (if its a sports 
event, recital, or first 
words, I want to be there). 

  Role Strain I feel pressure as a 
nursing faculty member to 
educate and support my 
students well, advance my 
own education, AND 
keep up my clinical skills. 
If you add all of these to 
an already robust load as 
a parent of young 
children, the sum is 
totally overwhelming. 

Note. WIPL = Work Interference with Personal Life; PLIW = Personal Life Interference with Work; WPLE = Work Personal 
Life Enhancement; Conceptual Interpretation of Mean Scores 1 – 2.3 = Low, 2.31-4.7 = Moderate, and 4.71 – 7 = High. 

 

 

It is important to note the overall divergence of findings in the overall nursing faculty 

sample between the quantitative and qualitative strands. Within the quantitative strand the mean 

scores for the Work-Life Balance Self-Assessment subscales were found to be Work-
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Interference with Personal Life (M = 3.66, SD = 1.47), Personal Life Interference with Work (M 

= 1.95, SD = 0.88), and Work Personal Life Enhancement (M = 4.48, SD = 1.14). Within the Job 

Satisfaction Survey, the means for the two subscales were found to be Hygiene Factors (M = 

4.24, SD = 1.31) and Motivators (M = 4.53, SD = 1.38). The findings within the subscales 

indicate moderate to high levels of job satisfaction or work-life balance. However, the qualitative 

themes and subthemes indicate primarily lower job satisfaction and low work-life balance.  

Summary 

 This chapter presented a description of the study sample, data management strategies, and 

data preparation strategies. For the quantitative strand descriptive statistics, psychometric 

properties of instruments, and findings for each research question were presented. The qualitative 

strand included a description of the strategies to ensure trustworthiness and rigor and the themes 

and subthemes found for the overall sample and the demographic categories. The chapter 

concluded with mixing of the strands for convergence and divergence among the quantitative 

and qualitative findings to answer the mixed methods question.  
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CHAPTER FIVE 

DISCUSSION, CONCLUSIONS, AND RECOMMENDATIONS 

This chapter includes a discussion of the results found in this mixed-methods study. This 

study’s results are used to support the conceptual framework, which was developed from the 

existing literature. The strengths and limitations of the research study are discussed. Also, 

recommendations for nursing education and future nursing research are outlined. The purpose of 

this study was to better understand the gender, generational, and racial differences in job 

satisfaction, life satisfaction, and work-life balance in baccalaureate nursing faculty. The 

convergent parallel mixed methods approach allowed the qualitative and quantitative strands to 

be compared after analysis. The merging of the strands resulted in a thorough understanding of 

the demographic differences of job satisfaction, life satisfaction, and work-life balance among 

baccalaureate nursing faculty.  

Discussion of the Findings 

The study’s conceptual framework has been used to guide the discussion of the study 

findings in relation to the current literature. A components approach to evaluating work-life 

balance in baccalaureate nursing faculty was selected due to the multiple roles associated with 

work and personal life. The distinct components of work-life, personal-life, and work-life 

balance were evaluated for fit.  

Work-Life Domain 

Early in the literature review process, the two-factor theory by Herzberg (1966) was 

identified as a useful theoretical framework for job satisfaction. This theory categories factors 

related to job satisfaction as hygiene factors and motivators. This research indicated that, on 

average, baccalaureate nursing faculty had a moderate level of satisfaction with the hygiene and 
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motivator factors within their faculty role. This study’s quantitative findings aligned with the 

existing literature on nursing faculty and administrators. In previous research conducted on 

nursing faculty and administrators regarding job satisfaction, low to moderate job satisfaction 

levels were noted (Derby-Davis, 2014; Lindquist, 2019). However, the quantitative findings and 

qualitative findings did not agree within this research study, with qualitative themes being 

Nursing Faculty Workload and a subtheme of Continuous Work.  

The qualitative themes of workload and work hours align with the literature, which 

identified a nursing faculty member’s numerous roles. In universities, faculty expectations 

include teaching, service, and scholarship were identified. In addition to these roles, unique 

nursing faculty expectations were found in the literature to be effective clinical education, active-

learning strategies, individualized mentoring and advising, and maintaining competence with 

clinical practice (Benner et al., 2010). Nursing faculty members who teach clinical courses have 

additional expectations to promote and support safe clinical experiences, develop interpersonal 

relationships, and demonstrate a caring, helpful attitude (Collier, 2017). These job expectations 

were stated to result in nursing faculty members working 56 hours a week during school terms 

and 24 hours a week during vacations, breaks, and holidays (National League for Nursing, 2007). 

While the qualitative strand only addressed the baccalaureate faculty member’s experience with 

work-life balance, the theme Nursing Faculty Workload emerged with a Continuous Work 

subtheme. The qualitative findings support the National League for Nursing (2007) estimates. 

The subtheme workload, support, and demands were identified previously in nursing faculty 

(Owens, 2017). 

The qualitative findings of this research also highlight the importance of organizational 

culture. Organizational culture was evident in the theme Relationship with Administrators, which 
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had dichotomous subthemes of feeling supported and feeling misunderstood/mistreated. The 

relationship between nursing leadership and the nursing faculty was identified as a critical 

component of work-life balance through the qualitative strand. While the qualitative strand’s 

goal was to understand work-life balance, it can be hypothesized that a positive relationship with 

administrators may impact job satisfaction. Within the literature, Tierney (1988) defined 

organizational culture as “what is done, how it is done, and who is involved doing it” (p. 3). The 

findings of this research align with the assertion that organizational culture influences faculty 

performance and satisfaction (Locke et al., 1983).  

Gender Differences 

 Given the literature on gender differences within the workplace, it was hypothesized that 

women would have lower job satisfaction levels than males. However, the findings of this study 

indicated that the genders had similar levels of job satisfaction within the nursing faculty role. 

No gender differences for job satisfaction could be identified related to the small subgroup of 

male participants. The gender differences identified within the literature of higher education 

suggested that males were impacted by quantitative (workload and pressure) stressors, while 

females were affected by quantitative and qualitative stress (intellectual and emotional) stressors 

(Rivera-Torres et al., 2013). It was also found that females reported a higher level of time-related 

stress (Lindholm & Szelényi, 2008) and valued mentoring and appropriate acknowledgment 

(Webber & Rogers, 2018). In the female-dominated sample (n =  351), the qualitative findings 

supported the literature of time-related stress (Lindholm & Szelényi, 2008) with the subthemes 

of Continuous Work and Constant Connection. The concept of appropriate acknowledgment was 

seen in the subthemes of Relationship with Administrators with feeling 

misunderstood/mistreated and feeling supported.  
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Generational Differences 

 In this research study, the means of the three generational cohorts differed only slightly 

for job satisfaction. In analyses, no statistically significant difference was found between the 

means of the different generational cohorts. Within the literature, differing characteristics of 

generational cohorts were identified, with the Baby Boomer cohort placing more emphasis on 

work (Carver et al., 2011).  

Racial Differences 

Within the quantitative strand, minority faculty members’ job satisfaction was lower than 

that of White, not of Hispanic origin faculty members. The differences of means between the two 

subgroups were evaluated within the baccalaureate nursing faculty. Faculty who identified as 

White, not of Hispanic Origin had a higher level of job satisfaction than minority nursing faculty. 

The mean differences between the two racial subgroups were significant for the subscales on 

multivariate and univariate tests. Therefore, racial differences were found with faculty of a race 

other than white having lower means. Race was a significant predictor and had a moderate effect 

on job satisfaction These results support the hypothesis gained from the literature findings that 

minority faculty members may experience the faculty role differently than their White 

counterparts.  

Within the literature, racial differences were identified in the faculty role. The literature 

suggested that minority faculty often describe their experience as a faculty member as 

“uncomfortable” (Fries-Britt et al., 2011). Minority faculty members are stressed more 

frequently (Hurtado et al., 2012), have difficulty achieving tenure status (Abdul-Alim, 2012), 

and are negatively evaluated by students (Fan et al., 2019; Williams, 2007). Additionally, 

minority faculty members may experience cultural taxation by serving on multiple committees to 
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ensure diversity (Eddy & Gaston-Gayles, 2008). These factors, which may negatively impact a 

faculty member, were associated with higher education research. No studies were identified in 

the literature focusing on nursing faculty job satisfaction.  

Personal Life Domain 

 It was conceptualized that personal life was all aspects of a person’s life outside of work 

for the nursing faculty members and included role expectations, resources and support, and 

personal beliefs. Role expectations often included caregiving for the predominately female 

sample. A comparative analysis was conducted of the existing literature, and the findings in this 

study were compared regarding gender, generational cohort, and race. 

Gender Differences 

 Unfortunately, the subsample of males within this study was small. In this female-

dominated sample, most participants answered positively on the multivariate scale. However, it 

was found that females had higher odds of high life satisfaction than male participants. This 

finding differed from the existing literature, which suggested females would have lower life 

satisfaction than their male counterparts. Additionally, in this female-dominated sample's 

qualitative strand, the comments on family roles did not align with a high life satisfaction score. 

 The literature suggested that within personal life, females had higher role expectations in 

the home, which included childcare, household work, volunteering, education, and dependent 

elder care, with time-related stress impacting females more than males (MacDonald et al., 2005). 

Interestingly, the rationale that women perform more work in the home has been used to 

rationalize the gender wage gap (Sax et al., 2002). The literature also noted that childrearing did 

not impact meeting the faculty role expectations of females (Eddy & Gaston-Gayles, 2008). 

These findings could impact the life satisfaction of males and females.  
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Other studies have found that females have higher life satisfaction (Joshanloo & 

Jovanovic, 2020). However, the measure itself may be different among genders, and anchoring 

vignettes may be a method to capture the differences seen between male and female counterparts 

(Montgomery, 2016). This method was not identified in the literature focusing on higher 

education or nursing faculty. Montgomery (2016) found that females rated an objective life 

circumstance higher than males. However, when asked questions regarding effect, women often 

responded more negatively than their male counterparts. This finding suggests that females are 

more optimistic in their self-reports and that evaluating self-reports may lead to a 

misunderstanding of gender differences (Montgomery, 2016). Due to the small male subgroup, 

especially in the qualitative strand, no qualitative themes were identified for male participants.  

Generational Differences 

 Generational differences were anticipated to impact the personal beliefs of faculty 

members. The literature stated younger generational cohorts (Generation X and Millennial) 

would place a higher emphasis on personal life than older generations (Baby Boomer) (Carver et 

al., 2011). While the differing generational cohorts were well represented in this study, no 

significant differences were seen regarding life satisfaction. Since generational differences in 

nursing faculty members’ life satisfaction were not identified in the literature, no comparative 

analysis could be made.  

Racial Differences 

 In this study, minority individuals had a significantly lower life satisfaction than 

individuals who identified as White, Not of Hispanic Origin. Although the means between the 

two subgroups were statistically significant, the means were moderate to high. These high life 

satisfaction scores may be due to the limitation of life satisfaction self-reports within the female 
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gender (Montgomery, 2016) and the female-dominate sample of this study. Despite the potential 

for the inflated scores of life satisfaction by this female-dominated sample, White individuals 

had 2.54 times higher odds of exhibiting higher life satisfaction than those identified as Minority. 

Life satisfaction racial differences among higher education faculty and nursing faculty were not 

identified within the literature to complete a comparative analysis. 

 However, during data collection (September 2020), multiple protests were occurring in 

the United States focusing on police brutality of Black individuals and systemic marginalization 

of minorities. It is unknown if these events impacted minority nursing faculty members' life 

satisfaction and are potentially a confounding variable. 

Work-Life Balance  

In this study, it was hypothesized that the accumulation of roles within the work domain 

and personal life domain would be stressful to nursing faculty members. This hypothesis was 

verified by the qualitative theme Nursing Faculty Workload and negative subthemes Continuous 

Work and Constant Connection. While the theme of Continuous Work was supported in the 

existing literature regarding the average number of hours a nursing faculty member works 

(National League for Nursing, 2007), the idea of “digital overload” was only found within 

occupational health literature. Kotwinski (2016) stated that while connection and devices are 

seen as making life easier, the continuous disruption could impact workflow and work-life 

balance. This concept was evident in the subtheme of Constant Connection. This subtheme was 

not found in the nursing education literature and could identify a modern stressor for 

baccalaureate nursing faculty.  

Also, within the literature, income and benefits were both positive and negative attributes 

to the nursing faculty role. While low compensation was seen in the qualitative findings, it did 
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not emerge as a theme or subtheme. However, flexibility was identified as a subtheme when 

nursing faculty members were asked to describe their work-life balance experience. In the 

literature, flexibility was identified as a nonmonetary benefit of the faculty role (Falk, 2007; 

Hessler & Ritchie, 2006). While flexibility was found in the literature review, no consensus was 

not found that flexibility was a reason for nursing faculty to be satisfied with their jobs. The 

emergence of this subtheme in baccalaureate nursing faculty may indicate that flexibility within 

the faculty role does lead to increased job satisfaction and work-life balance.  

In the qualitative findings, effective mentoring was described by some participants as a 

means of learning the work-life balance promoting behavior of Boundary-Setting. Boundary-

setting was identified in the border theory by (Clark, 2000) within the literature. However, it was 

not evident in the literature on higher education or nursing education. Another positive subtheme 

within the theme Nursing Faculty Workload was Ebb and Flow. This concept was not seen 

within the literature review but was defined by this study as the nursing faculty members 

predicting busyness during the semester.  

Gender Differences 

Work-life balance differences were identified within this study regarding the differing 

genders. The differences in the means suggest that women have a lower work-life balance than 

males. While the multivariate and univariate tests did not indicate statistical significance, this 

may be related to the small subgroup of male participants. Qualitative themes did not emerge for 

male participants due to the small subsample size.  

Within the existing literature for higher education, gender differences were seen in the 

experience of faculty members. It was found in previous studies that male faculty members 

found the job to be more liberating and allowed more time for family. In contrast, females found 
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it challenging to balance family and work (Eddy & Gaston-Gayles, 2008). Females were also 

identified as being impacted by time-related stress and often identified that they fulfilled roles 

such as dependent care, eldercare, and housework (MacDonald et al., 2005). However, while 

traditionally females may spend more time in their personal lives within the caregiver role, it was 

found to contribute little or nothing to predicting research productivity (Sax et al., 2002). From 

this literature, it was hypothesized that baccalaureate faculty who were females would have a 

lower level of work-life balance than males. This study's findings did support the results within 

the literature that females would have a lower work-life balance than their male counterparts. 

Generational Differences 

In this study, differences were evident in the means for work-life balance among the three 

generations, with a significant difference in Personal Life Interference with Work. Additionally, 

unique themes were found for the Generation X and Millennial subgroups. A theme of Family 

Life was identified for both cohorts. However, the theme differed in subthemes for the 

subgroups. Family Life was associated with the subthemes Family Support and Voiced Concerns 

for faculty within the Generation X cohort, with unique the subthemes of Young Children and 

Role Strain identified for faculty within the Millennial cohort. The qualitative strand supported 

the younger generations' characteristics with unique themes and subthemes relating to family 

life. However, this could also be related to faculty members within the Baby Boomer generation 

having grown children.  

In the existing literature, younger generational cohorts (Generation X and Millennial) 

were characterized as striving for work-life balance and congruence between work and personal 

life (Carver et al., 2011; Tourangeau, 2015). It is unclear if the data supports the generational 
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differences found within the literature or if the data relates to the number and level of care 

needed for dependents. 

Racial Differences 

 This study found that differences in means did exist between the Minority and White, Not 

of Hispanic Origin races. The means were not found to be statistically significant. No differences 

were identified in the qualitative findings, perhaps due to a small subgroup sample size of 

nursing faculty members identified as being from a race other than White, not of Hispanic 

Origin. Unfortunately, no studies were found in the literature regarding work-life balance 

differences among races. It was hypothesized that a difference could exist related to the stated 

difficulty that minority faculty experience related to achieving tenure (Griffin et al., 2011; Reid, 

2010) and the work-related experience of minority faculty members being asked to serve on 

multiple committees to achieve diversity within committees(Eddy & Gaston-Gayles, 2008).  

Support of the Conceptual Framework 

 The study's quantitative and qualitative findings supported the conceptual framework 

derived from the existing literature on job satisfaction, life satisfaction, and work-life balance. 

Using the correlation statistics for the instruments and the qualitative findings, the relationships 

between work and personal life were evident, although some correlations were weak. The bi-

directionality of the relationships between job satisfaction, life satisfaction, and work-life 

balance were supported.  

 For existing literature, increased job satisfaction was conceptualized to correlate with 

work-life balance positively. Moderate correlations were found within the two job satisfaction 

subscales (Hygiene Factors and Motivators) and the subscale Work Interference with Personal 

Life. The significant correlations, which agree with the hypothesized directional relationship 
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between the domains, indicated that job satisfaction decreased as personal life inferences 

increased.  

Regarding enhancement of both domains (personal-life and work-life), significant 

moderate correlations were seen between the subscale and the job satisfaction subscales. This 

correlation indicated that as enhancement increased, job satisfaction increased. These significant 

findings align with the two-factor theory (Herzberg, 1966), which can be conceptualized as the 

absence of hygiene factors (salary, working conditions, policies and supervision, relationships, 

etc.) leading to decreased satisfaction. Therefore, the lack of these factors could lead to higher 

work interference in personal life. The motivators (achievement, interest in the work, 

responsibility, advancement) are positive aspects of the job and lead to increased satisfaction. 

The significant findings could indicate that when present, both roles (personal and work) were 

enhanced. Job satisfaction had a small to moderate significant correlation with life satisfaction. 

This correlation indicated that as job satisfaction increased, life satisfaction increased.  

When participants were asked about their experiences with work-life balance as a faculty 

member, the theme of Relationship with Administrator supported these findings with the 

dichotomy of subthemes feeling supported and feeling mistreated/misunderstood. This theme 

and dichotomous subthemes support the conceptual framework and quantitative results. 

 The Personal Life domain was conceptualized as satisfaction related to personal role 

expectations, resources and support, and personal beliefs. While limitations were found 

associated with the evaluation of life satisfaction using a self-report scale among the female 

gender (Montgomery, 2016), it was found that Minority individuals had lower satisfaction with 

their lives. Small to moderate significant correlations were also found between life satisfaction 

and work-life balance, indicating that life satisfaction decreased as work and personal life 
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interferences increased. Regarding enhancement of both domains, a small to moderate 

correlation was also seen. This indicated that as enhancement between domains increased, life 

satisfaction increased. The multivariate and univariate analyses demonstrated a statistically 

significant difference between life satisfaction and work-life balance. These findings support the 

conceptual framework of the study. 

 Within the demographics of gender, generational cohort, and race, several limitations 

existed, which may have impacted this study. One limitation was the anticipated small subgroups 

of male and minority nursing faculty members. This lack of diversity was expected due to the 

current demographics of the nursing faculty workforce. While differences were seen in the 

quantitative strand to support gender and racial differences, the small subgroup sizes limited the 

qualitative strand, and a rich understanding of the experiences within the nursing faculty role for 

these subgroups was not possible.  

Limitations of the Study 

 Although the study holds promise in understanding the work-life balance of 

baccalaureate nursing faculty, it had limitations. Limitations were identified with the timing of 

the survey dissemination, instrumentation, and nursing faculty demographics. These limitations 

could impact the generalizability, transferability, and interpretation of the findings of this study. 

The survey was disseminated during the COVID-19 pandemic when many nursing 

faculty members had abruptly shifted to online courses and were navigating personal life 

disruptions related to closures and infection rates. This may have impacted the quantitative and 

qualitative findings for this survey. Another limitation associated with this survey’s timing could 

have affected life satisfaction, particularly for the minority subgroup. During the time of survey 

dissemination, ongoing national protests against police brutality among persons of color were 
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behind held. This ongoing problem could have further impacted the life satisfaction scores seen 

within the minority subgroup. 

The Satisfaction with Life Scale (Diener et al., 1985) was used to measure life 

satisfaction. When comparing the means of males and females, it was evident that females had a 

higher mean than their male counterparts. Additionally, binary logistic regression neared 

significance, with female participants having 3.20 higher odds of high life satisfaction than 

males. While this could be due to the small subgroup of males (n = 18), it could also be related to 

gender differences in self-reporting scales of life satisfaction (Montgomery, 2016) as the 

quantitative results for life satisfaction and the negative themes/subthemes did not align.  

An anticipated limitation for the study was the small subgroups of male and minority 

participants. However, these small subsamples are representative of the lack of diversity in 

nursing education. While statistically significant and practical findings were identified within 

this research, this study’s results should not be overinterpreted.  

The results of the qualitative findings of this study should be interpreted with several 

anticipated limitations. One limitation was the open-ended questions within a web-based survey. 

The open-ended web-based survey method was determined to be an adequate beginning step as 

very few studies were found to guide semi-structured interviews on work-life balance. However, 

the findings from the open-ended questions lacked the depth of a semi-structured interview. 

While themes and subthemes were identified, the findings may lack transferability due to the 

qualitative method used.  

Strengths of the Study 

 Despite these limitations, the current study’s use of a web-based survey provided a large 

sample representative of the current national nursing faculty demographics. The web-based 
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survey and sample demographics led to a meaningful understanding of work-life balance. 

Strengths identified within this study were the recruitment strategy, survey length and ease of 

use, open-ended questions, and mixed methods. 

 The recruitment strategy of emailing all Chief Nursing Administrators at accredited 

nursing programs led to a sample not isolated to one region or state. This strategy allowed 

participants from around the nation to complete the survey. The survey was intentionally 

constructed to be quick and easy to understand. Within the quantitative strand, the survey’s 

length and the ease of understanding the instruments led to very little attrition of participants. No 

pattern of missingness was found when reviewing missing data. Therefore, the length and 

difficulty level of the survey were adequate for the intended sample.  

The open-ended questions in the study were a limitation and a strength. Open-ended 

survey questions do not allow for the depth of a semi-structured interview. However, the findings 

from this study could guide further research using semi-structured interviews. Qualitative studies 

within the work-life balance for nursing faculty were not identified within the literature. This 

study provides the basis for future studies in determining topics to consider for inclusion. One 

theme that emerged regarding work-life balance for baccalaureate nursing faculty was Boundary-

Setting. The border theory (Clark, 2000) was identified in the literature. This practice was not 

seen in research regarding nursing faculty. The qualitative strand also emphasized the 

importance of Relationships with Administrators. While this was found in previous research 

regarding organizational culture, the dichotomy of subthemes highlights the need for supportive 

relationships with leadership. The recruitment strategy for this study and the ease of use of the 

survey allowed for a large sample within the qualitative strand. This large sample allowed for a 

rich understanding of faculty experiences and multiple themes.  
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 The mixing of qualitative and quantitative strands was a strength in this study, and a 

better understanding of work-life balance for baccalaureate nursing educators emerged. The 

qualitative strand was used to effectively provide a deeper understanding of the quantitative 

strand by comparing results. It was evident during the mixed methods analysis that the 

quantitative strand failed to capture sentiments of baccalaureate nursing faculty members 

regarding their experience with work-life balance.  

Recommendations for Nursing Education 

The nursing faculty shortage has stifled the ability of nursing schools to accept qualified 

candidates. While the nursing faculty shortage is multifactorial, a foundational step in remedying 

the shortage is understanding nursing faculty members’ experiences. Understanding nursing 

faculty members’ experiences, especially male, Minority, and young nursing faculty, could help 

create policy aimed at recruitment, retention, and diversity. 

This study's qualitative findings highlight the factors that baccalaureate nursing faculty 

feel are essential to work-life balance. Nursing faculty want to feel supported and understood by 

administrators. These findings could be used to create a dialogue between nursing faculty and 

administrators, focusing on methods to support work-life balance. Additionally, the dialogue 

could focus on the perceived mistreatment by and misunderstandings of administrators. The 

findings of this study could be used to develop nursing faculty specific workload expectations, 

ongoing mentoring programs for nursing faculty, faculty development, and administrator 

development. 

Nursing Faculty Workload 

Within the theme Nursing Faculty Workload, it was evident that baccalaureate nursing 

faculty feel as though the work is continuous, and they are constantly connected to the job. 
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Participants identified differences between the expectations of faculty in other departments and 

nursing faculty expectations regarding clinical, simulation, and maintaining clinical competence. 

Regarding the continuous aspect of the Nursing Faculty Workload, participants identified the 

need to work during breaks when they are not on contract to prepare for the upcoming semester. 

Workload calculations often only account for credit hours taught in a semester or academic year, 

and do not account for the expectation of nursing faculty to plan and prepare high-quality 

education using varied teaching strategies. 

Nursing faculty workload has been a topic within the literature (Bittner & Bechtel, 2017; 

Ellis, 2013; Gerolamo & Roemer, 2011). Limitations identified in the literature include that 

studies of nursing faculty workload are limited to one organization or one region, with small 

sample sizes. Additionally, there is a lack of research comparing the workload of nursing faculty  

to faculty from other academic disciplines (Gerolamo & Roemer, 2011). 

In addition to the lack of research comparing nursing faculty workload with other 

academic disciplines, there is a lack of research to compare nursing faculty workloads based on 

tenure status and race. However, nursing faculty have identified that their workload has 

increased due to the nursing faculty shortage with an estimation that as more nursing faculty 

reach retirement age the workload may further increase (Bittner & Bechtel, 2017). As stated in 

existing literature, nursing faculty workload calculations should consider the many roles of 

nursing faculty to properly address workload allocations (Gerolamo & Roemer, 2011). To 

counter the increasing nursing faculty shortage, focus needs to be placed on ensuring equitable 

workload calculations for nursing faculty.  

As the nursing faculty shortage continues and many nursing faculty members reach 

retirement age, nursing and institutional administrator should prioritize equity in workload within 
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their institution. Creative strategies have been highlighted in the literature including joint 

appointments, examining workload of experienced nursing faculty members nearing retirement,  

or clinical nursing faculty positions (Bittner & Bechtel, 2017). The workload calculations 

promoted by nursing administrators should encompass all aspects of the faculty role which 

includes teaching, service, and research. Additionally, clinical competence within the practice 

setting is often an expectation. This awareness of the multiple roles of nursing faculty members 

may require different service expectations for faculty who are from diverse backgrounds 

(cultural taxation) and those on the tenure-track. 

Mentoring 

This study was not designed to address mentoring of new faculty; however, mentoring 

was mentioned in the qualitative findings. While mentoring did not emerge as a theme, faculty 

identified the positive effect a mentor has on preparing new faculty for the nursing faculty role 

and on managing work-life balance. New nursing faculty members whose mentor encouraged or 

role modeled work-life balance described the mentor-mentee relationship as beneficial. 

Additionally, new faculty members made statements of alarm by the lack of work-life balance of 

nursing faculty. 

The results from this study could be used to devise mentoring programs for new nursing 

faculty members to incorporate strategies which promote work-life balance. One strategy 

identified as being helpful to promote work-life balance and counter the continuous work and 

constant connection was the theme, Boundary-Setting. This method of setting a schedule of 

when and where the faculty member will work was highlighted in a participant’s quote regarding 
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effective mentoring. When supported by administrators, this could emerge as a method of 

increasing the work-life balance and the retention of nursing faculty members.  

Faculty Development 

 Within the qualitative data of this study, nursing faculty members reported the inability to 

achieve work-life balance. The imbalance was related to either an internal or external pressure. 

Faculty members reported the inability to stop working or the obligation to work as there is “very 

little that cannot wait until the next day” or “I feel I need to respond quickly.” While the internal 

drive to perform well in their faculty role is often described as a positive attribute, it could lead 

to burnout and emotional exhaustion. External pressures were described by the subthemes 

continuous and constant connection. These external pressures were associated with the emotion 

of guilt and family voicing concern about the time spent working. 

 While mentoring programs should focus on mitigating these pressures to prevent burnout, 

it would benefit experienced faculty to develop the skills to create boundaries and personal 

expectations of when they will work. While work-life balance is an individualized process, the 

qualitative findings suggest nursing faculty are not satisfied with their personal life balance and 

may not have the skills needed to determine what work-life balance means to them and how to 

achieve the work-life balance they need. 

Administrator Development 

 Ongoing mentoring for new faculty and faculty development are critical to assist nursing 

faculty members to achieve work-life balance. However, without administrator support in 

prioritizing work-life balance of nursing faculty as essential, mentoring and faculty development 

may be ineffective. Administrators are usually experienced nursing faculty members. However, 

formal training on leadership may not be a requirement and administrator mentoring may not be 
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a priority at institutions. However, the qualitative findings of this study highlight the importance 

of administrator development regarding the themes Nursing Faculty Workload and Relationship 

with Administrators. Additionally, mentoring and promoting faculty development are important 

areas for administrators to prioritize. Many administrators may not be prepared to address these 

concerns. 

An essential focus of administrator development should be building positive relationships 

with faculty. Nursing and institutional leaders should recognize that nursing faculty may feel 

unsupported or mistreated by the leadership team. A positive relationship with nursing faculty 

members should be a focus for administrator development. While the negativity may stem from 

the feelings that workloads are unfair, some comments focused on the lack of faculty support 

when handling student problems. Within the qualitative data, faculty members expressed that 

intent to leave was associated with their relationship with leadership. As the nursing faculty 

shortage continues, administrator development in this area may decrease the number of faculty 

leaving academia or choosing to retire early. 

Like nursing faculty members, nursing administrators have unique expectations regarding 

their role. Mentoring and development may not be possible at the institutional level. Institutions 

could support nursing leaders in their development by promoting involvement in national nursing 

entities which focus on nursing leadership. Additionally, nursing administrators can participate 

in self-directed development by identifying experienced and effective leaders to serve as their 

mentors.  

Recommendations for Future Research  

 Work-life balance for baccalaureate nursing faculty was not found extensively within the 

literature. This research provides the beginning framework for understanding the work-life 
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balance of baccalaureate nursing faculty members. While the study findings may guide future 

research, the unique circumstances surrounding the study timing related to the COVID-19 

pandemic and civil unrest related to policy brutality warrant a replication study. 

 The COVID-19 pandemic has greatly affected nursing faculty members, nursing students, 

teaching modalities, and personal lives. The results of this study may have been significantly 

affected by this confounding variable. A replication study could be conducted to compare 

pandemic versus post-pandemic job satisfaction, life satisfaction, and work-life balance. During 

the timing surrounding the dissemination of this study, nationwide protests against police 

brutality were occurring. While it was hypothesized that minority individuals would have lower 

job and life satisfaction due to the findings within the literature, the surrounding events could 

have impacted the life satisfaction of minority individuals within this sample.  

Additionally, due to the small subsamples of male and minority individuals, future 

research should focus on the purposeful sampling of male and minority baccalaureate nursing 

faculty. The results from this study could be used to devise research strategies to better 

understand the experiences of male and minority nursing faculty members. Efforts to understand 

male and minority faculty members’ experiences could inform strategies to diversify the nursing 

faculty workforce.  

Life satisfaction scores among the female-dominated sample were surprising given the 

literature suggesting that females were less satisfied in the faculty role than males (Eddy & 

Gaston-Gayles, 2008). While this finding could be attributed to the relatively small male 

subsample, the instrument, or the COVID-19 pandemic, a plausible conclusion is that females 

often answer life satisfaction self-report scales more positively than males (Montgomery, 2016).  
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Within the qualitative strand, the method of using open-ended questions in a web-based 

survey was a limitation that could have impacted the transferability of findings. The themes and 

subthemes found within this research could guide semi-structured interviews of baccalaureate 

nursing faculty to provide depth in understanding the faculty experience.  

Summary 

 The study findings in context of current literature, support of the conceptual framework, 

study limitations, and strengths were outlined in this chapter. Recommendations were made for 

nursing education and future research. Findings from this study have the potential to increase the 

understanding of job satisfaction, life satisfaction, and work-life balance of baccalaureate nursing 

educators. These findings may be used to guide future research on this topic, and administrators 

may use the findings to facilitate the development of policies to improve job satisfaction, life 

satisfaction, and work-life balance.  
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Inclusion Criteria 

 

1. Do you currently hold a full-time nursing faculty position? 
a) Yes 
b) No 

2. Do you have a teaching load of 51% or more in a prelicensure, baccalaureate program? 
a) Yes 
b) No 

(If no is answered to either of these inclusion criteria, the participant will be 
forwarded to the Thank you- You do not meet the criteria for this survey.) 
 

Exclusion Criterium 

1. Do you hold a predominately administrative position? 
a) Yes 
b) No 

(If yes is answered to this exclusion criterium, the participant will be forwarded to 
the Thank you- You do not meet the criteria for this survey. Participants meeting 
criteria will be forwarded to start the survey.) 
 

Thank you- You do not meet the criteria for this survey. 

 

Thank you for your time and willingness to participate in this survey. However, you 
do not meet    the criteria for this study. 
 

Survey Instrument 

 

Demographic Questionnaire 

 

1. Gender: 
a) Female 
b) Male 
c) Do not identify with either gender 

2. Year of Birth:    
3. Which race do you identify as? 

a) American Indian or Alaska Native 
b) Asian 
c) Black or African American 
d) Hispanic/Latino 
e) Native Hawaiian or Other Pacific Islander 
f) White (Not of Hispanic Origin) 
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g) Two or more races 
h) Unknown 

4. Tenure Status 
a) Tenured 
b) Tenure track 
c) Non-tenured 
d) No tenure system 
e) Other 

5. Highest level of education completed: (BS, MS, Doctorate) 
a) Bachelor’s degree 
b) Master’s degree in nursing 
c) Master’s degree in field other than nursing 
d) Doctorate of Nursing Practice (DNP) 
e) Doctorate of Philosophy in nursing (PhD, DNS) 
f) Doctorate in a field other than nursing (EdD, etc.) 

6. How many years did you work as a nurse prior to entering nursing education? 
 

7. How many years have you worked in nursing education? 
 

8. Are you in a committed relationship? 
a) Yes 
b) No 

9. How many dependents (children, elders, etc.) do you have? 
 

Quantitative Instruments: 

 

Work-Life Balance Self-Assessment (Hayman, 2005) 

 

 PLEASE CIRCLE THE ONE NUMBER FOR 
EACH QUESTION THAT COMES CLOSEST TO 

REFLECTING YOUR OPINION ABOUT IT. 

N
ot

 a
t a

ll 

  

So
m

et
im

es
   

A
ll 

th
e 

tim
e 

1 My job gives me energy to pursue personal activities. 1 2 3 4 5 6 7 

2 My job makes personal life difficult. 1 2 3 4 5 6 7 
3 I am in a better mood at work because of personal life. 1 2 3 4 5 6 7 
4 My work suffers because of my personal life. 1 2 3 4 5 6 7 

5 I neglect personal needs because of work 1 2 3 4 5 6 7 
6 I find it hard to work because of personal matters. 1 2 3 4 5 6 7 
7 I miss personal activities because of work. 1 2 3 4 5 6 7 

8 My personal life suffers because of work. 1 2 3 4 5 6 7 
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9 I am too tired to be effective at work. 1 2 3 4 5 6 7 
10 I put personal life on hold for work. 1 2 3 4 5 6 7 

11 My personal life drains me of energy for work. 1 2 3 4 5 6 7 

12 I struggle to juggle work and nonwork. 1 2 3 4 5 6 7 

13 My personal life gives me energy for my job 1 2 3 4 5 6 7 
14 I am happy with the amount of time for non-

work activities. 
1 2 3 4 5 6 7 

15 I am in a better mood because of my job. 1 2 3 4 5 6 7 

 

 

Job Satisfaction Survey (Sluyter, Mukherjee, & Hinkle, 1985) 

 

 PLEASE CIRCLE THE ONE NUMBER FOR EACH 
QUESTION THAT COMES CLOSEST TO 

REFLECTING YOUR OPINION ABOUT IT. 

N
ot

 S
at

isf
ie

d  

 

So
m

ew
ha

t S
at

isf
ie

d 

Sa
tis

fie
d 

  

Co
m

pl
et

el
y S

at
isf

ie
d  

In my present job, this is how I feel about…  

1 The amount of money I make in terms of the type of 
work I do… 

1 2 3 4 5 6 7 

2 The policies and rules of my organization… 1 2 3 4 5 6 7 
3 The general surroundings in which I work… 1 2 3 4 5 6 7 
4 The way that people get along with each other on 

the job… 
1 2 3 4 5 6 7 

5 The degree of “challenge” I find in my job… 1 2 3 4 5 6 7 
6 The appreciation I am shown for the work I do… 1 2 3 4 5 6 7 
7 The opportunities I have for growth & self-

improvement with the organization… 
1 2 3 4 5 6 7 

8 The opportunities I have for advancement at my 
organization… 

1 2 3 4 5 6 7 

9 The amount of job security I have… 1 2 3 4 5 6 7 

10 The recognition I receive for the work I do… 1 2 3 4 5 6 7 
11 The overall quality of my work environment… 1 2 3 4 5 6 7 
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12 The sense of accomplishment I derive from my work… 1 2 3 4 5 6 7 

13 The general way in which I am treated by my 
immediate supervisor… 

1 2 3 4 5 6 7 

14 The opportunity I have for creativity and self-
expression in my job… 

1 2 3 4 5 6 7 

15 The sense of achievement I receive from my work… 1 2 3 4 5 6 7 

16 The stability of my employment at my organization… 1 2 3 4 5 6 7 

17 The actual duties and tasks inherent in the word I do… 1 2 3 4 5 6 7 

18 The sense of importance I get from my job… 1 2 3 4 5 6 7 

19 The way in which the policies and rules of my 
organization are administered… 

1 2 3 4 5 6 7 

20 My salary in terms of similar jobs in the area… 1 2 3 4 5 6 7 

21 The way in which people generally treat each other… 1 2 3 4 5 6 7 

22 The help and support I received from my 
immediate supervisor… 

1 2 3 4 5 6 7 

23 The opportunities I have for promotion to 
more responsible jobs… 

1 2 3 4 5 6 7 

24 The amount of responsibility I am given in my jobs… 1 2 3 4 5 6 7 
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The Satisfaction with Life Survey (Diener, 1985) 

 

  

 

PLEASE CIRCLE THE ONE NUMBER FOR 
EACH QUESTION THAT COMES 

CLOSEST TO REFLECTING YOUR 
OPINION 

ABOUT IT. 

St
ro

ng
ly

 D
isa

gr
ee

 

D
isa

gr
ee

 

Sl
ig

ht
ly

 D
isa

gr
ee

 

N
ei

th
er

 A
gr

ee
 o

r  
D

isa
gr

ee
 

Sl
ig

ht
ly

 A
gr

ee
 

A
gr

ee
 

St
ro

ng
ly

 A
gr

ee
 

1 In most ways my life is close to my ideal. 1 2 3 4 5 6 7 
2 The conditions of my life are excellent. 1 2 3 4 5 6 7 
3 I am satisfied with life. 1 2 3 4 5 6 7 
4 So far, I have gotten the important things I want 

in life. 
1 2 3 4 5 6 7 

5 If I could live my life over, I would change 
almost nothing. 1 2 3 4 5 6 7 

Open-ended questions: 

1. As a nursing faculty member, please describe your experience with work-life balance. 

2. Please add anything else you would like to share that has not already been covered in 

your responses about your work-life balance as a nursing faculty member. 
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APPENDIX B 

MERCER IRB APPROVAL 
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APPENDIX C 

PATTERNS OF MISSINGNESS – BAR CHARTS 
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C.1 Pattern of Missingness for Subscale Work Interference with Personal Life 

 

 

C.2 Pattern of Missingness for Subscale Personal Life Interference with Work 
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C.3 Pattern of Missingness for Subscale Work Personal Life Enhancement 

 

 

C.4 Pattern of Missingness for Subscale Job Satisfaction – Hygiene Factors 
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C.5 Pattern of Missingness for Subscale Job Satisfaction – Motivators 

 

 

C.6 Pattern of Missingness for Satisfaction with Life Scale 



185 

APPENDIX D 

DATA TRANSFORMATION ANALYSES 
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Appendix D.1 Representation of Generational Cohort within the Sample 

 
 

 
Appendix D.2 Representation of Race/Ethnicity within Sample 
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APPENDIX E  

MULTIVARIATE HISTOGRAMS 
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Appendix E.1 Work Interference with Personal Life Histogram 
 
 

 

Appendix E.2 Personal Life Interference with Work Histogram 
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Appendix E.3 Work Personal Life Enhancement Histogram 
 
 

 

Appendix E.4 Job Satisfaction Survey – Hygiene Factors Histogram 
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Appendix E.5 Job Satisfaction Survey – Motivators Histogram 
 
 

 
Appendix E.6 Satisfaction with Life Scale Histogram 
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Appendix E.7 Satisfaction with Life Scale Bar Chart (Visually Binned) 
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APPENDIX F  

SUBGROUP CHARTS 
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Appendix F.1 Gender Bar Chart 

 

 
Appendix F.2 Generational Cohort Bar Chart 
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Appendix F.3 Race/Ethnicity Bar Chart (Prior to Transformation) 

 

Appendix F.4 Race/Ethnicity Bar Chart (Transformed) 
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APPENDIX G 

 

QUANTITATIVE RESEARCH QUESTION ANALYSES 



196 

Appendix G.1 Histogram of Female Gender x Hygiene Factors Subscale 

 
 
Appendix G.2 Histogram of Baby Boomer Cohort and Hygiene Factors 
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Appendix G.3 Histogram of White Race/Ethnicity and Hygiene Factors 

 
 
Appendix G.4 Histogram of Female Gender and Motivators 
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Appendix G.5 Histogram of Generation X and Motivators 

 

 
 
 
Appendix G.6 Histogram of White Race/Ethnicity and Motivators 
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Appendix G.7 Estimated Marginal Means of Differing Genders in the Hygiene Factors 

subscale. 
 

Appendix G.8 Estimated Marginal Means of Differing Genders in the Motivators subscale. 
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Appendix G.9 Estimated Marginal Means Plot for the differing Generational cohorts on 

the Hygiene subscale 
 

 
Appendix G.10 Estimated Marginal Means Plot for the differing Generational cohorts on 

the    Motivators subscale 
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Appendix G.11 for the Estimated Marginal Means plots for the differing racial cohorts on 

the Hygiene Factors subscale 
 

Appendix G.12 for the Estimated Marginal Means plots for the differing racial cohorts on 

the Motivators subscale 
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APPENDIX H 

ANALYSES OF DEMOGRAPHIC VARIABLES AND WORK-LIFE BALANCE 
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Appendix H.1 Female Gender and Work Interference with Personal Life (WIPL) 
 
 

 

Appendix H.2 Baby Boomer and Work Interference with Personal Life (WIPL) 
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Appendix H.3 White Race/Ethnicity and Work Interference with Personal Life (WIPL) 
 

 
Appendix H.4 Female Gender and Personal Life Interference with Work 
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Appendix H.5 Baby Boomer and Personal Life Interference with Work 
 

 
Appendix H.6 Generation X and Personal Life Interference with Work 
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Appendix H.7 Millennial and Personal Life Interference with Work 
 
 

 
Appendix H.8 White Race/Ethnicity and Personal Life Interference with Work 
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Appendix H.9 Minority Race/Ethnicity and Personal Life Interference with Work 
 

 

 

 

Appendix H.10 Female Gender and Work Personal Life Enhancement 
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Appendix H.11 Baby Boomer and Work Personal Life Enhancement 

 

 

 

 

 

Appendix H.12 Generation X and Work Personal Life Enhancement 
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Appendix H.13 White Race/Ethnicity and Work Personal Life Enhancement 

 
 

 

Appendix H.14 Gender Estimated Marginal Means Plots for Work Interference with 

Personal  Life 

 
 

 



210 

Appendix H.15 Gender Estimated Marginal Means Plots for Personal Life 

Interference with Work 

 

 

Appendix H.16 Gender Estimated Marginal Means Plots for Work Personal Life 

Enhancement 
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Appendix H.17 Generational Cohort Estimated Marginal Means Plots for Work 

Interference with  Personal Life 

 
 

 
Appendix H.18 Generational Cohort Estimated Marginal Means Plots for Personal Life 

Interference with Work 
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Appendix H.19 Generational Cohort Estimated Marginal Means Plots for Work Personal 

Life   Enhancement 

 

 

Appendix H.20 Race/Ethnicity Estimated Marginal Means Plots for Work Interference 

with Personal Life 
 
 

 

 

 

 



213 

Appendix H.21 Race/Ethnicity Estimated Marginal Means Plots for Personal Life 

Interference with Work 
 

Appendix H.22 Race/Ethnicity Estimated Marginal Means Plots for Work 

Personal Life Enhancement 
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APPENDIX I 

 

ANALYSIS OF JOB SATISFACTION, LIFE SATISFACTION, AND WORK-LIFE 

BALANCE 
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Appendix I.1 Histograms of Life Satisfaction and Work-Life Balance Subscales  
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Appendix I.2 Partial Regression Plots for Job Satisfaction Hygiene Factors and Work-Life 

Balance Subscales 
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Appendix I.3 Partial Regression Plots for Job Satisfaction Motivators and 

Work-Life Balance         Subscales 
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Appendix I.4 Estimated Marginal Means for Life Satisfaction (Binned) and Work-Life 

Balance subscales   
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