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Abstract

Aim: To compare student nurses' expectations and newly qualified nurses' experi-
ences regarding clinical practice in Switzerland 1 year after graduation.

Design: A secondary explorative analysis of a cross-sectional survey.

Methods: The data were sourced from the Swiss National Graduate Survey of Health
Professionals covering six universities of applied sciences between 2016 and 2019,
with information on three cohorts of bachelor student nurses, with a 1-year follow-up
between each year. The participants were 533 bachelor-prepared nursing graduates.
Results: The student nurses' overall expectations included the following top two pri-
oritized aspects: ‘contributing to something important’ and ‘adequate time to spend
with patients’. Newly graduated nurses' clinical practice experiences demonstrated
that not all expectations were met 1 year after graduation. The largest gaps were
found in ‘adequate time to spend with patients’, ‘work-life balance’ and experiencing
‘good management’.

Conclusion: The most crucial expectation gaps are related to having sufficient time
to spend with patients and a good work-life balance. The most important result is
whether there is a shortage of places for nurses to work rather than the oft-cited
shortage of nurses.

Implications for the Profession and/or Patient Care: The expectations of Swiss newly
qualified nurses can be better met by an assessment in the first year about which
individual perceptions of workplace characteristics cause them to make choices to
change something about their work, affect their job satisfaction or influence their
intention to stay.

Impact: Few of the student nurses' expectations were met 1 year after gradua-
tion, therefore Swiss healthcare institutions should improve needs assessments to
strengthen the nurse workforce starting early in employment. The results underscore
the importance of a constructive management culture, such as that in magnet hos-

pitals in the United States which underpins the philosophy of changing in nursing.
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1 | INTRODUCTION

Worldwide, nurses account for 59% of all healthcare profes-
sionals (WHO, 2020). They significantly impact patient safety,
regardless of the setting in which they work (Aiken et al., 2014;
Griffiths et al., 2019; Muench et al., 2019; Needleman et al., 2020;
Simon et al., 2020). Moreover, nurses' importance in healthcare
is growing because they substantially contribute to the complex
treatment regimens of acute and chronic conditions (Delamaire
& Lafortune, 2010; McCleery et al., 2014; SBK, 2020). However,
because of the volume of turnover among nurses (i.e. nurses
leaving their jobs or the profession) and its consequences, nurs-
ing retention has received international attention and has be-
come a primary focus globally (Halter et al., 2017; World Health
Organization, 2020). This reality is exacerbated by the fact that
the nursing workforce worldwide is relatively young: 38% of
nurses are under 35years old. The reality that up to 33% of newly
qualified nurses leave the profession within the first 2years, as
confirmed by data from the United States, is a clear symptom
of the greater challenges (newly qualified) nurses face today
(Handzel, 2021). Data from Switzerland estimate the rate of regis-
tered nurses leaving the profession at around 43%; among them,
32% were under 35years old (Lobsinger & Liechti, 2021).

The working situation of registered nurses (RNs) in Switzerland has
been difficult for many years due to the various challenges that the
country's healthcare system faces (Addor et al., 2017; Aeschbacher
& Addor, 2018; De Pietro et al., 2015). Siebenhiiner et al. (2020) de-
scribe RNs' working environments as stressful and dangerous to nurses'
health. In line with the international literature (Cline et al., 2003; Trybou
et al,, 2015; Wang et al., 2015), they highlight that these working en-
vironments significantly impact satisfaction, team atmosphere and
turnover; moreover, they list research findings on the physical and psy-
chological tensions and strains that RNs must deal with. The physical
demands involve lifting patients, equipment or tools, heavy workloads,
shift work rotations and high levels of responsibility, along with fre-
guent task shifting. One consequence is the alarmingly high prevalence
rates of musculoskeletal disorders in young nurses (Bucher et al., 2023;
Crawford et al., 2018). The psychological challenges include role ambigu-
ity, patients' worries and expectations (Cockburn & Pit, 1997; Matthys
et al,, 2009), encounters with violence or other social issues at work
(Cannavo et al., 2019; Holst & Skar, 2017), work-life conflicts, underused

The results can be used internationally as a benchmark and as a basis for introducing
potential interventions for nurse retention.
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skills, lack of participation in decision-making or unsupportive nursing
management (Addor et al., 2017). More worryingly, the Swiss Health
Observatory (Obsan, a joint institution of the Swiss Confederation and
cantons) conducted a study on why RNs leave the profession finding
that one of the most important reasons is insufficient identification with
the profession (Addor et al., 2016). This, in turn, leaves newly qualified
RNs unable to provide adequate patient care in challenging and com-
plex patient situations in a rapidly changing clinical context involving
increased patient acuity, comorbidities and staffing shortages (Willman
et al., 2021). Expectations of student nurses and their experiences as
newly qualified nurses in clinical practice presented in this article may
be used internationally as a benchmark and as a basis for introducing

potential interventions for nurse retention.

2 | BACKGROUND

The reasons that people remain in their work roles or leave are
highly complex, and a differentiated understanding of all the influ-
encing factors and links remains to be established (Latham, 2007,
p. 260). It has been theorized that, for nurses, generational dif-
ferences (Pressley & Garside, 2023) and different clinical settings
(Eltaybani et al., 2018) may play a role in mediating, moderating
and weighting different factors that may ultimately lead to attri-
tion. For this study, we decided to start with Vroom's expectancy
theory (Vroom, 1995), based on which we conceptualize newly
qualified nurses as individuals who process information deliber-
ately and make choices (i.e. to quit or stay in an organization; see
Judge et al., 2001; Summers & Hendrix, 1991) by attempting to
maximize their overall best interests. There may be workplace
characteristics (e.g. salary or opportunities for promotion) that are
important determinants of motivation and, therefore, job satisfac-
tion. However, the central propositions of expectancy theory are
that (1) the threshold to make a given choice is determined by the
individual importance of a certain job outcome (valence) and that
(2) the subjective probability of the envisioned choice leads to the
desired outcome (expectancy). Accordingly, in the work that fol-
lows, we assume that newly qualified nurses' individual percep-
tions of workplace characteristics cause them to make choices to
change something about their work, inform their conception of job
satisfaction or influence their intention to stay.
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The transition to clinical practice has been described as a grim, near-
traumatic event for newly qualified nurses, leading to adverse physi-
cal and psychosocial outcomes (Duchscher, 2009; Kim & Kim, 2021).
These outcomes, in turn, impact how newly qualified nurses perceive
their profession, handle future interns and determine the length of
their work engagement (Duchscher, 2009). This near-traumatic event
was early on referred to as a ‘reality shock’. It is experienced when
newly qualified nurses are challenged by a disparity between what
they anticipate and what they encounter at work (Kramer, 1975).

Supportive strategies in this transitional phase include best
practices addressing skill proficiency, attending to emotional needs
and providing structured transition programmes to improve clinical
competence (Alsalamah & Fawaz, 2023; Opoku et al., 2021; Reebals
et al., 2022). Structured transition programmes are primarily needed
in clinical practice to create a work environment that supports newly
qualified RNs in the clinical setting, translating into higher job sat-
isfaction and retention rates (Missen et al., 2014; Rush et al., 2013).

For Switzerland, we were unable to identify evidence of system-
atic, structured transition programmes for newly qualified nurses
(Schaffert et al., 2015, 2021). Swiss nursing degree programmes
require internships before the completion of the offered training.
The support systems during these internships are heterogeneous
and vary in terms of length, format, cost, place of offering and or-
ganization (Mercay et al., 2021). Additionally, Switzerland has three
language regions, each focusing on different priorities in nursing ed-
ucation. The clinical sites responsible for onboarding, potential tran-
sition programmes and internships, even in high-resource contexts
such as hospitals, are currently barely able to provide adequate sup-
port to student nurses in internships (Mercay et al., 2021).

Furthermore, economic constraints regularly deprive rural re-
gions of such programmes, and the federalist structure of the Swiss
healthcare system makes implementing fair and timely programmes

for the nurses' entry into clinical practice difficult.

3 | THE STUDY
31 | Aim

Although RN education in Switzerland is standardized, the transition
from student nurses to RNs is still more or less unscripted and has
not been subject to evaluation. Therefore, the present study aims to
compare newly qualified nurses' experiences regarding clinical prac-
tice in Switzerland 1 year after graduation with their expectations

when they were students.

3.2 | Research questions

We examine the valour-expectancy gap in newly qualified nurses.
We focus on (1) which aspects of working in clinical practice are
important to student nurses in Switzerland, (2) the extent to which
these aspects have been fulfilled in their professional practice 1 year

after graduation (i.e. what informs their expectancy) and (3) whether

this results in negative expectancy.

4 | METHODS
4.1 | Design

We conducted a secondary explorative analysis of prospective lon-
gitudinal data. The analysis is based on the Nat-ABBE survey, a Swiss
nationwide census survey of final-year healthcare profession stu-
dents conducted by six Swiss universities of applied sciences (www.
cnhw.ch) within the three predominant language/geographic regions
(German, French and ltalian) (Bucher et al., 2017, 2018, 2019). The
Nat-ABBE survey encompasses education and professional devel-
opment at bachelor's level, coded for six professions: nurses, physi-
otherapists, occupational therapists, nutritionists, midwives and
medical radiology technologists. The survey, which employed writ-
ten online questionnaires, was first conducted in 2016 and repeated
yearly until 2018, with a 1-year follow-up for each year. In these
years, 3104 of the 5147 student healthcare professionals who were
contacted took part, corresponding to a response rate of 60%.

The authors of the primary study did not test the validity or re-
liability of the Nat-ABBE survey questionnaire (Bucher et al., 2017,
2018, 2019), and only face validity was attempted for the transla-
tions (Bucher et al., 2017, 2018, 2019).

This study was reported in accordance with the Standardized
Reporting of Secondary Data Analyses (STROSA) checklist (Swart
& Schmitt, 2014).

4.2 | Ethics and data protection

The Nat-ABBE survey includes questions about prior education, job
expectations and plans, along with a section on health. All partici-
pants provided informed consent in the online survey for the use of
their data and its publication. All participant data were anonymized
and stored following the confidentiality regulations of the universi-
ties of applied sciences. The processing of personal data adhered
to good clinical practice guidance (European Medicines Agency
et al.,, 2016), which, in turn, is based on the Helsinki Declaration
(World Medical Association, 2013) and relevant Swiss data protec-
tion law. The survey was administered by the quality and evaluation
unit of the Health Department of the Zurich University of Applied
Sciences. Because the current secondary explorative analysis study
did not include health-related data, no ethical approval was needed
per the Swiss Human Research Act (BASEC-Nr: Req-2023-00815).

4.3 | Inclusion criteria and unit of analysis

We included the Nat-ABBE survey data on bachelor student
nurses; all other health professions were excluded. Furthermore,
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experienced nurses in RN-to-bachelor transition programmes were
excluded because they had already entered and graduated from uni-
versities of applied sciences and had acquired considerable clinical
experience. We aggregated the student nurse group from all three
Nat-ABBE survey baseline (TO) cohorts (2016-2018) and language
regions for socio-demographic analysis. The same was done with the

newly qualified nurses (T1).

4.4 | Measurement of demographics,
valence and expectancy

We analysed the baseline (TO) and follow-up (T1) socio-demographic
guestions on sex, age and year of degree completion. Further modules
of the Nat-ABBE survey allowed us to approximate the importance or
- in Vroom's words - ‘valence’ of certain aspects of the newly quali-
fied nurses' work roles. Most importantly, the TO expectation module,
which contained a list of expectations for the student nurses' envi-
sioned role in clinical practice, asked them to rate 16 items in terms
of importance. The question in this module reads as follows: ‘You will
soon enter your profession. How important are the following aspects
for your future employment?’ The scale ranged from 1 (‘not important’)
to 4 (‘very important’). The items ranged from the practical (e.g. a ‘good
salary’) to more task-related statements (e.g. ‘clear-cut role definitions’).

We also included follow-up (T1) survey questions on part-time
work and job satisfaction in our analysis of socio-demographics.
Switzerland's work quotas are usually expressed in percentages, where
100% equals a 42-h work week. We analysed four work satisfaction
questions (e.g. ‘Were you able to fulfil your professional expectations?’)
with a Likert-type scale ranging from 1 (‘yes, very much’) to 4 (‘no’) and
another item (i.e. ‘Are you satisfied with your current employment sit-
uation?’) with a Likert-type scale ranging from 1 (‘not satisfied at all’)
to 9 (‘absolutely satisfied’). This was followed by a branching question
enabling the selection of the desire for change: ‘Do you want to change
something about your employment situation?’ The item allowed for the
multiple-choice selection of eight predetermined reasons (e.g. ‘I work
in a limited contract’ or ‘The job is geographically hard to reach’) and a
short free-text response option.

At T1, the question in the expectation module was changed to re-
flect the newly qualified nurses' experiences after 1 year of clinical prac-
tice, thus gauging how their expectancies had been informed around
each of the 16 aspects of clinical work by actually working in clinical
practice. The T1 question read as follows: “You have worked in your
profession for a while now. How did the following expectations for your
employment turn out?’ To match this wording, the scales ranged from
1 (‘not fulfilled’) to 4 (‘fully fulfilled’); those participants not employed at
T1 were able to indicate their situation with a separate checkbox.

4.5 | Analysis

Allanalyses were conducted with STATA® 17 for Microsoft Windows.
Demographics (sex, age, graduation year, language region, part-time

percentage and working in a nurse role) were analysed using fre-
quencies, percentages and appropriate central tendencies and re-
spective measures of variance. Frequencies and percentages were
also used to describe work satisfaction, as well as the reasons for
change. Missing responses were excluded per item from all analyses.

We included student nurses participating at both time points
(TO and T1) in the expectation gap analysis; this analysis was de-
rived from expectancy theory (Judge et al., 2001; Summers &
Hendrix, 1991) and follows a logic similar to that described by
Jasso et al. (2016) in their empirical distributive justice frame-
work. Accordingly, we defined the expectation gap as the differ-
ence between the mean expectation (TO) and mean experience
(T1) ratings for each of the 16 statements in the expectation and
experience modules respectively. Therefore, an expectation gap
of zero would represent a complete correspondence between the
reality that newly qualified nurses encounter in clinical practice
and their expectations as student nurses. Negative values indicate
an unmet expectancy resulting in less motivation to work in clini-
cal practice; in contrast, positive values represent the surpassing
of expectations, resulting in greater motivation to work in clinical
practice. We compared the expectation gaps across all Swiss lan-

guage regions.

5 | RESULTS

After excluding student health professions other than nurses and
RNs in bachelor transition programmes, the secondary explorative
analysis included the responses of 1452 student nurses at baseline
and 533 responses 1 year later after they had become newly quali-
fied nurses, equating to a response rate of 37%. Figure 1 presents a

flowchart of the included participants.

5.1 | Sample characteristics

The participants' detailed socio-demographic data are presented in
Table 1. The data show the participation of predominantly female
nurses with a mean age of 25 (+3.8) at TO and 25 (+4.3) at T1. The
included participants at TO were equally distributed across the three
yearly cohorts, which stands in contrast to T1, which exhibited a
decline in responses from the 2018 cohort. The distribution across
language regions represents the natural distribution of spoken lan-
guages across Switzerland, with German being the most widely spo-

ken language, followed by French and Italian.

5.2 | Work conditions: 1 year after graduation

The details regarding the participants' work quota 1 year after grad-
uation are presented in Table 2. The newly qualified nurses fulfilled
a high work quota 1 year after graduation - most were employed
and most worked full-time. Those who wanted to change their work
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Nat-ABBE

Student health professionals
surveyed for Nat-ABBE

(n =3,104)
Excluded n = 1,652
Physiotherapists n = 666
Midwives n = 295
Occupational therapists n = 265
Nutritionist n = 206
Medical technologists for radiology n = 99
v RN in bachelor transition programmes n = 121
Baseline (T0)

Student nurses
(n=1,452)

Excluded n = 919

P Lost to follow-up n =919

Follow-up (T1)

Newly qualified nurses
(n = 533)

FIGURE 1 Flowchart of the included participants.

TABLE 1 Socio-demographic data at

baseline (T0) and follow-up (T4). Variables TO, (n=1452) :-:s’pr:;:ssler;g T1(n=533) :-:;':1)'::;:3
Female, n (%) 1268 (89%) 21 473 (90%) 5
Age, mean (+ SD, min-max) 25(+3.8,18-57) 37 25(+4.3,21-57) 11
2016 Cohort, n (%) 480 (33%) 0 223 (42%) 0
2017 Cohort, n (%) 473 (33%) 0 229 (43%) 0
2018 Cohort, n (%) 499 (34%) 0 81 (15%) 0
German language region, 1001 (69%) 0 335 (47%) 0
n (%)
French language region, 318 (22%) 0 151 (28%) 0
n (%)
Italian language region, 133 (9%) 0 47 (9%) 0
n (%)
quota (n=297) wished for a reduction. While 78.5% of the partic- of the newly qualified nurses (63%) wanted to change something
ipants were satisfied (25 on a Likert scale from 1 = ‘not at all’ to about their work situation. Figure 2 shows the aspects of their work
9 ='very satisfied’) with their work situation at T1, nearly two-thirds situation that these newly qualified nurses wanted to change.
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ﬂ—Wl LEY-{

Variables T1,n=533

Working as RN, n (%) 481 (90%)

Work quota, mean (+ SD, min-max) 93 (+11, 20-100)

Satisfied with quota, n (%) 338 (63%)

Satisfied with current work conditions, 6.1(+1.9,1-9)
mean® (+ SD, min-max)

Desire for change 297 (63%)

(1) Not at all satisfied and (9) completely satisfied.

| strive for continued education
Salary is not as imagined

| want to change profession

Workplace culture is poor e
Quota is not as imagined ——
Tasks or role are not as imagined D

Other reasons

Private reasons

8.1% (25/309)

Workplace location is inconvinient D 7 (22309)
Fixed-term employment contract ends D  52%(16309)
0

25

TABLE 2 Work quota, satisfaction and

Missi .
SRl desire for change at T1.

70.9% (219/309)
31.7% (98/309)

26.5% (82/309)

14,9% (46/309)
12.9% (40/309)
11% (34/309)

10.7% (33/309)

50 75 100

%

Multiple choice checkboxes, n = 309

FIGURE 2 Reasons for their wish for change, as indicated by the newly qualified nurses at T1.

5.3 | Reasons for the desire to change something
about the work situation

The participants were able to enter multiple reasons for their de-
sire for change. The most frequently stated reason was striving for
professional development (70.9%). This was followed by unfulfilled
salary expectations (31.7%), plans to leave the nursing profession
(26.5%) and poor workplace culture (14.9%).

5.4 | Expectations and experiences

Figure 3 illustrates the TO responses to the 16-item expectation
module. The student nurses' overall expectations were high, with
mean responses between the ‘quite important’ (3) and ‘very im-
portant’ (4) options. The top three aspects at TO were ‘contribut-
ing to something important’ (99.7%), ‘adequate time to spend with
patients’ (99.1%) and ‘opportunities for professional development’
(99.2%).

Figure 4 illustrates the T1 responses of the newly qualified
nurses to the same 16-item module a year later, this time from an
experience perspective. The experience ratings for the top two
items, ‘supportive colleagues’ and ‘contributing to something im-
portant’, were rated 94.8% and 94.3%, respectively, for the items
‘quite fulfilled’ and ‘completely fulfilled’ combined (the green and
black areas). The item ‘adequate time to spend with patients’ (rated

second highest at TO) was rated with only 55% for the ‘quite ful-
filled’ and ‘completely fulfilled’ responses combined, ranking second
to last at T1. The item ‘opportunities for professional development’
(rated third highest at TO) achieved 84.2% for the ‘quite fulfilled’ and

‘completely fulfilled’ responses combined, ranking seventh.

5.5 | Expectancy

The expectation gaps plotted in Figure 5 illustrate that the expec-
tancy of newly qualified nurses is negative 1 year after graduation.
The largest expectation gaps can be seen in the aspects of ‘ade-
quate time to spend with patients’, ‘work-life balance’ and expe-
riencing ‘good management’. However, the aspects of ‘supportive
colleagues’ and ‘autonomy’ seem to have only narrowly missed ex-
pectations. Even though there were smaller expectation gaps in a
few areas, we must highlight that the expectancy of working clinical
practice lagged behind all expectations for student nurses. This ex-
tends across all three cohorts and language regions of Switzerland,
for which similar rankings of expectation gaps were uncovered.

6 | DISCUSSION

The present study has shed light on (1) which aspects of clinical
practice are important to bachelor student nurses in Switzerland,
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FIGURE 3 Student nurses' expectations regarding clinical practice (TO).
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(2) the extent to which these expectations are fulfilled in their pro- between expectations and reality (Kim & Kim, 2021; Kramer, 1975;
fessional practice 1 year after graduation and (3) the expectancy of Opoku et al., 2021). Thus, 1 year after entering the profession, none
newly qualified nurses. The survey results confirm the discrepancy of the student nurses' expectations were fully met or exceeded and
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one in five nurses explicitly stated that they were dissatisfied with
their work situation. Student nurses want to do meaningful work,
have enough time for patients and have opportunities for profes-
sional development. According to the results, the graduates experi-
enced working with supportive team members and the feeling that
they were doing something meaningful while simultaneously under-
taking various tasks and encountering challenges.

As the analysis of the discrepancy between bachelor nursing
students' expectations and newly qualified nurses' experiences 1
year later shows, the most significant deficits were in nurses' lack
of time with their patients, work-life balance and ward and/or line
management. The latest data from the MISSCARE study in Austria
confirmed that the discussion around missed care is more than rel-
evant (Cartaxo et al., 2022b). Rationing care provision due to a lack
of time harms nurses' professional and moral integrity. It is a logi-
cal reaction that newly qualified nurses initially try to deal with this
dilemma by changing positions. The pressure on nurses with less
and less time available for direct nursing care continues to increase.
Between 2010 and 2021, the number of Swiss full-time positions
for nurses decreased from 22% to 19.7% in hospitals, while at the
same time, medical doctor positions increased from 14.3% to 15.9%
(Bosshard, 2023). This implies that the number of jobs for nurses was
cut while the number of jobs for physicians was increased. We know
from Aiken's studies that the proportion of nurses is central to pa-
tient safety (Aiken et al., 2014; Simon et al., 2020). However, nurses
have no choice but to leave their profession if they find the working
conditions professionally and morally unacceptable in the long term.

Although none of the expectations were fully met, the expec-
tations regarding autonomy were nearly fulfilled. As expected, sup-
portive colleagues seemed to create an empowering environment,
nursing tasks were experienced as diverse and demanding and the
newly qualified nurses felt they were contributing to something
important. Spending time with patients may reflect a core value of
the nursing profession (Durkin et al., 2019). Physical and emotional
presence is considered a prerequisite to compassion, which in turn is
recognized as a moral and practical imperative for delivering nursing
care (International Council of Nurses, 2021). From our data, we were
unable to determine why the expectation of spending time with pa-
tients was the most undermined. According to Lavander et al. (2016),
nurses spend between 4% and 41% of their time directly with pa-
tients. In line with other authors (Swiger et al., 2016), Lavander et al.
report that up to 60% of registered nurses' working time is taken up
by indirect care, which can include documentation, task switching or
coordination of direct care provided by healthcare assistants. Rather
than these administrative tasks, nurses are likely to prefer direct pa-
tient care (Lindqvist et al., 2014). Appropriate staffing ratios and the
targeted use of qualified staff in direct patient contact should there-
fore be incentivized (Cartaxo et al., 2022a). More attention must be
paid to relieving nurses of administrative tasks to retain them in the
profession (Myny et al., 2011).

One could argue that student nurses' expectations of clinical
practice at baseline are plainly unrealistic (Higgins et al., 2010) when
they are met with the reality of professional and organizational

constraints. However, we are not convinced that student nurses
are trained to develop unrealistic expectations of clinical practice.
Nurses in Switzerland are frequently vocationally trained nurses
with considerable experience in clinical practice before starting their
tertiary nursing training. For tertiary training, all student nurses are
required to attend several internships before, during and after they
graduate (Mercay et al., 2021).

The second striking finding regards newly qualified nurses
being drawn to continued education, which has also been dis-
cussed in relation to retention (King et al., 2021; Twigg &
McCullough, 2014; Vazquez-Calatayud et al., 2021). However,
a prerequisite for successful continued education reflects the
second unfulfilled expectation of our newly qualified nurse co-
horts (Price & Reichert, 2017), namely work-life balance. King
et al. (2021) recommend building a positive workplace culture to
mitigate concerns regarding work-life balance and improve the ef-
fectiveness of continued education and career development. They
highlight that multiple staffing and administrative factors, such
as adequate time resources, remuneration for overtime and ac-
ademic-clinical practice partnerships, may be critical to realizing
benefits for patients, nurses and organizations (King et al., 2021).
These foci are part of the magnet programme in the United States,
which has been demonstrated to retain more staff and even im-
prove patient outcomes (Rodriguez-Garcia et al., 2020).

Even though the results do not present ground-breaking in-
sights, they highlight areas for improvement in Switzerland.
Based on the discussion above and expectancy theory (Judge
et al., 2001; Summers & Hendrix, 1991), with the core assumption
that the newly qualified nurses' individual perceptions of work-
place characteristics cause them to make choices to change some-
thing about their work, inform their conception of job satisfaction
or influence their intention to stay, the two main areas that can
be modified on a larger scale level are nurses' work experience
and the provision of incentives in the areas of salary, work-life
balance and employee wellness programmes, which may reduce
the likelihood of attrition among newly qualified nurses (Weninger
Henderson, 2020). Both topic areas are broadly addressed by the
new Swiss constitutional law on the regulation and promotion of
the nursing profession, which was approved by popular vote in
November 2021.

6.1 | Strengths and limitations of the work

This study's strengths include its unique database: a Swiss three-
language nationwide survey of final-year healthcare professional
students conducted by six universities of applied sciences for the
2016-2019 period. A second strength is that two of the co-authors
have previously worked intensively with this database and have
been able to derive important practical results (Bucher et al., 2023;
Crawford et al., 2018).

Although our study provides a better understanding of bache-
lor nursing student expectations and their degree of fulfilment, the
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results should be interpreted within the boundaries of the present
study's limitations. First, the secondary data analyses might have
led to a weaker concept-indicator correspondence because the data
used to facilitate the analyses were not exclusively collected for the
purpose of the present study. Second, the Nat-ABBE survey was de-
veloped from scratch simultaneously for three languages, whereas
the survey modules we used were based on limited, unpublished
psychometric testing (i.e. face validity) only. Third, because of our
explorative approach, no causal interpretation is possible. Fourth,
the results could not be adjusted for potential confounders because
potential candidate variables provided insufficient variance (e.g. age
and gender). Fifth, we were confronted with a considerable amount
of panel mortality, which may have contributed to selection bias.
Finally, the present study is descriptive and cannot directly contrib-
ute to resolving the urgent question of improving working condi-
tions for nurses and other healthcare professionals, especially as it
is related to an ongoing workforce shortage in the Swiss healthcare
system.

7 | CONCLUSION

This work implies that the expectations of Swiss nurses are largely
unmet 1 year after graduation. The most crucial expectation gaps
are related to having sufficient time to spend with patients and a
good work-life balance. The challenge of spending sufficient time
with patients can be mostly mitigated by adequate staffing tailored
to the complexity of the care situation. A management culture that
promotes the professional career development of nurses and their
professional dignity is also needed. The logical conclusion is to begin
asking whether there is a shortage of places where an adequate con-
text for nurses to work exists rather than continuing to write about
the shortage of nurses. At magnet hospitals in the United States,
there are places where nursing care professionals would obviously
prefer to work. The magnet concept has the potential to change
nursing with better working environments and outcome-based
care. Thus, further research on the magnet concept is needed to ex-
plore how the results are transferable between care settings and
countries.

Finally, it remains to be seen whether and how implementing the
new Swiss law and ensuing regulations on the nursing profession will
impact the retention of newly qualified nurses in comparison with
other European countries. However, given the urgency and global
nature of the shortage of healthcare professionals - especially
nurses - we believe that research on the implementation of possible

solutions is already warranted in the short term.

AUTHOR CONTRIBUTIONS

Made substantial contributions to conception and design, acquisi-
tion of data or analysis and interpretation of data; AKS, AK, FS and
TV. Involved in drafting the manuscript or revising it critically for
important intellectual content; AKS, AK, FS, MB, CH, DC, TB and
TV. Given final approval of the version to be published. Each author

should have participated sufficiently in the work to take public re-
sponsibility for appropriate portions of the content; AKS, AK, FS,
MB, CH, DC, TB and TV. Agreed to be accountable for all aspects
of the work in ensuring that questions related to the accuracy or
integrity of any part of the work are appropriately investigated and
resolved. AKS, AK, FS, MB, CH, DC, TB and TV.

ACKNOWLEDGEMENTS

We thank the following persons for their support by reviewing
and commenting on the manuscript of the article: Alexander
Bischoff, Petra Schifer-Keller and Nataly Viens Python (in alpha-
betical order).

We also thank the following universities of applied sciences with
bachelor's degree programmes in health professions for granting
permission to use the data from the project ‘National Graduates
Survey Nat-ABBE: Bern University of Applied Sciences BFH,
Department of Health: Andrea Mahlstein; Careum University of
Applied Health Sciences: Iren Bischofberger; University of Applied
Sciences East, Department of Health: Heidi Zeller; Haute Ecole
Spécialisée de Suisse occidentale HES-SO: Blaise Guinchard; Scuola
universitaria professionale della Svizzera italiana, SUPSI: DEASS,
Luca Scascighini; and Zurich University of Applied Sciences ZHAW,
Department of Health: Godela Dénnges. The project group ‘NAT-
ABBE’ members designed the ‘NAT-ABBE’ project, developed the
questionnaire, were involved in its translation and carried out the
data collection. Open access funding provided by Haute Ecole

Specialisee de la Suisse Occidentale.

FUNDING INFORMATION

This study was supported by HES-SO Fribourg / University of
Applied Sciences and Arts of Western Switzerland, Applied Research
& Development (Comité de gestion du fonds de recherche appliquée
et développement de la Haute école de santé Fribourg). Grant/
Award Number: 24-F21.

PEER REVIEW

The peer review history for this article is available at https://www.
webofscience.com/api/gateway/wos/peer-review/10.1111/jan.
16211.

DATA AVAILABILITY STATEMENT

The data that support the findings of this study are available on re-
quest from the co-author, Thomas Bucher, thomas.bucher@zhaw.ch.
The data are not publicly available due to privacy criteria among the

Swiss Universities of Applied Sciences.

ORCID
Andrea Koppitz "= https://orcid.org/0000-0002-7274-6691
Frank Spichiger "= https://orcid.org/0000-0003-1900-1938

Anita Keller-Senn "= https://orcid.org/0000-0002-7393-4555
https://orcid.org/0000-0002-9988-6299
https://orcid.org/0000-0001-8471-6230

https://orcid.org/0000-0002-1490-011X

Marika Bana
Claudia Huber
Thomas Volken

85UB01 T SUOLIWIOD BA11e81D) 8|qeot(dde 8y} Aq pausenob ae e YO 8SN JO SajnJ 10} ARIq1T 8UIUO AS|IAN UO (SUOTHIPUD-PUE-SWLIBY/W0Y™A8 | IM" Afe.d]jBul[Uo//:Sdny) SUORIPUOD PUe SWie | 8U1 89S *[Z02/S0/9T] U AkiqiTauliuo A8|iM e iwepey ayosLiezemyds Aq TTZ9T Uel/TTTT'0T/I0p/woo A8 i Aleiqipul|uo//Sdiy wolj pepeojumod ‘0 ‘8v9zS9eT


https://www.webofscience.com/api/gateway/wos/peer-review/10.1111/jan.16211
https://www.webofscience.com/api/gateway/wos/peer-review/10.1111/jan.16211
https://www.webofscience.com/api/gateway/wos/peer-review/10.1111/jan.16211
mailto:thomas.bucher@zhaw.ch
https://orcid.org/0000-0002-7274-6691
https://orcid.org/0000-0002-7274-6691
https://orcid.org/0000-0003-1900-1938
https://orcid.org/0000-0003-1900-1938
https://orcid.org/0000-0002-7393-4555
https://orcid.org/0000-0002-7393-4555
https://orcid.org/0000-0002-9988-6299
https://orcid.org/0000-0002-9988-6299
https://orcid.org/0000-0001-8471-6230
https://orcid.org/0000-0001-8471-6230
https://orcid.org/0000-0002-1490-011X
https://orcid.org/0000-0002-1490-011X

KOPPITZ ET AL.

REFERENCES

Addor, V., Jeannin, A., Schwendimann, R., & Roulet Jeanneret, F. (2017).
Career paths of 1988 and 1998 nurse graduates in Switzerland:
Nurses at work pilot study. Journal of Nursing Management, 25(4),
318-325. https://doi.org/10.1111/jonm.12469

Addor, V., Schwendimann, R., Gauthier, J.-A., Wernli, B., Jackel, D., &
Paignon, A. (2016). The ‘nurses at work’ study: Investigating nurses' ca-
reer paths over the last 40 years in Switzerland (Obsan Bulletin 8/2016).
Swiss Health Observatory.

Aeschbacher, R., & Addor, V. (2018). Institutional effects on nurses' work-
ing conditions: A multi-group comparison of public and private non-
profit and for-profit healthcare employers in Switzerland. Human
Resources for Health, 16(1), 58. https://doi.org/10.1186/s1296
0-018-0324-6

Aiken, L. H., Sloane, D. M., Bruyneel, L., den Heede, K. V., Griffiths, P., Busse,
R., Diomidous, M., Kinnunen, J., Kézka, M., Lesaffre, E., McHugh, M.
D., Moreno-Casbas, M. T., Rafferty, A. M., Schwendimann, R., Scott,
P. A, Tishelman, C., van Achterberg, T., & Sermeus, W. (2014). Nurse
staffing and education and hospital mortality in nine European coun-
tries: A retrospective observational study. The Lancet, 383(9931),
1824-1830. https://doi.org/10.1016/5S0140-6736(13)62631-8

Alsalamah, Y., & Fawaz, M. (2023). Exploring facilitators and barriers for
successful transition among new Saudi graduate nurses: A qualitative
study. Nursing Open, 10(1), 278-286. https://doi.org/10.1002/nop2.
1302

Bosshard, W. (2023). Mittelallokation in der Pflege in der stationiren,
akutsomatischen Versorgung [Ressources allocated to nursing in
inpatient acute-somatic care setting]. https://sbk-asi.ch/de/aktuell/
studie-belegt-grossen-druck-auf-das-pflegepersonal

Bucher, T., Mahistein, A., Zeller, H., Bischofberger, 1., Scascighini, L., &
Guinchard, B. (2017). Befragung der Bachelor-Absolventinnen
und -Absolventen am Ende des Studiums. Zusammenfassung der
Ergebnisse fir die Absolventinnen und Absolventen vom Sommer
2016. Zircher Hochschule fir Angewandte Wissenschaften ZHAW.

Bucher, T., Mahlstein, A., Zeller, H., Bischofberger, I., Scascighini, L.,
& Guinchard, B. (2018). Befragung der Bachelor-Absolventinnen
und -Absolventen am Ende des Studiums. Zusammenfassung der
Ergebnisse fiir die Absolventinnen und Absolventen vom Sommer
2017. Zircher Hochschule fiir Angewandte Wissenschaften
ZHAW.

Bucher, T., Mahlstein, A., Zeller, H., Bischofberger, 1., Scascighini, L., &
Guinchard, B. (2019). Befragung der Bachelor-Absolventinnen
und -Absolventen am Ende des Studiums. Zusammenfassung der
Ergebnisse fiir die Absolventinnen und Absolventen vom Sommer
2018. Zircher Hochschule fiir Angewandte Wissenschaften ZHAW.

Bucher, T., Volken, T., Pfeiffer, F., & Schaffert, R. (2023). Musculoskeletal
pain in health professionals at the end of their studies and 1 year
after entry into the profession: A multi-center longitudinal question-
naire study from Switzerland. BMC Musculoskeletal Disorders, 24(1),
518. https://doi.org/10.1186/5s12891-023-06635-z

Cannavo, M., La Torre, F., Sestili, C., La Torre, G., & Fioravanti, M. (2019).
Work related violence as a predictor of stress and correlated disor-
ders in emergency department healthcare professionals. La Clinica
Terapeutica, 170(2), e110-e123. https://doi.org/10.7417/CT.2019.

2120
Cartaxo, A., Eberl, I, & Mayer, H. (2022a). Die MISSCARE-Austria-
Studie - Teil Il [The MISSCARE-Austria-Study—Part II].

HeilberufeScienceHeilberufeSCIENCE, 13(2), 43-60. https://doi.org/
10.1007/516024-022-00389-9

Cartaxo, A., Eberl, |., & Mayer, H. (2022b). Die MISSCARE-Austria-Studie
- Teil lll [The MISSCARE-Austria-Study-Part Ill]. HeilberufeScience,
13(2), 61-78. https://doi.org/10.1007/s16024-022-00390-2

Cline, D., Reilly, C., & Moore, J. F. (2003). What's behind RN turnover?
Nursing Management, 34(10), 50-53. https://doi.org/10.1097/
00006247-200310000-00016

Cockburn, J., & Pit, S. (1997). Prescribing behaviour in clinical practice:
Patients' expectations and doctors' perceptions of patients' expecta-
tions—a questionnaire study. BMJ, 315(7107), 520-523. https://doi.
org/10.1136/bmj.315.7107.520

Crawford, R. J., Volken, T., Schaffert, R., & Bucher, T. (2018). Higher low
back and neck pain in final year Swiss health professions' students:
Worrying susceptibilities identified in a multi-centre comparison to
the national population. BMC Public Health, 18(1), 1188. https://doi.
org/10.1186/s12889-018-6105-2

De Pietro, C., Camenzind, P., Crivelli, L., Sturny, I., Edwards-Garavoglia, S.,
Spranger, A., Wittenbecher, F., & Quentin, W. (2015). Switzerland:
Health systems review, 17(4), 1-288.

Delamaire, M., & Lafortune, G. (2010). Nurses in advanced roles: A de-
scription and evaluation of experiences in 12 developed countries
(OECD Health Working Papers, Vol. 54). https://doi.org/10.1787/
S5kmbrcfms5g7-en

Duchscher, J. E. B. (2009). Transition shock: The initial stage of role ad-
aptation for newly graduated registered nurses. Journal of Advanced
Nursing, 65(5), 1103-1113. https://doi.org/10.1111/j.1365-2648.
2008.04898.x

Durkin, J., Usher, K., & Jackson, D. (2019). Embodying compassion: A sys-
tematic review of the views of nurses and patients. Journal of Clinical
Nursing, 28(9-10), 1380-1392. https://doi.org/10.1111/jocn.14722

Eltaybani, S., Noguchi-Watanabe, M., Igarashi, A., Saito, Y., & Yamamoto-
Mitani, N. (2018). Factors related to intention to stay in the cur-
rent workplace among long-term care nurses: A nationwide survey.
International Journal of Nursing Studies, 80, 118-127. https://doi.org/
10.1016/j.ijnurstu.2018.01.008

European Medicines Agency, Committee for Medicinal Products for
Human Use, & International Council for Harmonisation of Technical
Requirements for Pharmaceuticals for Human Use (Eds.). (2016).
Guideline for good clinical practice E6(R2). https://www.ema.eu-
ropa.eu/en/ich-eé-r2-good-clinical-practice#current-version---revis
ion-2-section

Griffiths, P., Maruotti, A., Saucedo, A. R., Redfern, O. C., Ball, J. E., Briggs,
J., Dall'Ora, C., Schmidt, P. E., & Smith, G. B. (2019). Nurse staffing,
nursing assistants and hospital mortality: Retrospective longitudinal
cohort study. BMJ Quality and Safety, 28(8), 609-617. https://doi.
org/10.1136/bmjgs-2018-008043

Halter, M., Pelone, F., Boiko, O., Beighton, C., Harris, R., Gale, J., Gourlay,
S., & Drennan, V. (2017). Interventions to reduce adult nursing turn-
over: A systematic review of systematic reviews. The Open Nursing
Journal, 11, 108-123. https://doi.org/10.2174/187443460171101
0108

Handzel, S. (2021). Improving nurse retention by restructuring nurse orien-
tation.  https://www.wolterskluwer.com/en/expert-insights/impro
ving-nurse-retention-by-restructuring-orientation

Higgins, G., Spencer, R. L., & Kane, R. (2010). A systematic review of the
experiences and perceptions of the newly qualified nurse in the
United Kingdom. Nurse Education Today, 30(6), 499-508. https://doi.
org/10.1016/j.nedt.2009.10.017

Holst, A., & Skar, L. (2017). Formal caregivers' experiences of aggressive
behaviour in older people living with dementia in nursing homes: A
systematic review. Journal of Older People Nursing, 12(4), 1-8. https://
doi.org/10.1111/0pn.12158

International Council of Nurses. (2021). The ICN code of ethics for nurses.
International Council of Nursing.

Jasso, G, Kjell, Y. T., & Sabbagh, C. (2016). 11—Distributive justice. In
C. Sabbagh & M. Schmitt (Eds.), Handbook of social justice theory
and research (pp. 201-218). Springer. https://doi.org/10.1007/
978-1-4939-3216-0

Judge, T. A, Thoresen, C. J,, Bono, J. E., & Patton, G. K. (2001). The job
satisfaction-job performance relationship: A qualitative and quan-
titative review. Psychological Bulletin, 127(3), 376-407. https://doi.
org/10.1037/0033-2909.127.3.376

85UB01 T SUOLIWIOD BA11e81D) 8|qeot(dde 8y} Aq pausenob ae e YO 8SN JO SajnJ 10} ARIq1T 8UIUO AS|IAN UO (SUOTHIPUD-PUE-SWLIBY/W0Y™A8 | IM" Afe.d]jBul[Uo//:Sdny) SUORIPUOD PUe SWie | 8U1 89S *[Z02/S0/9T] U AkiqiTauliuo A8|iM e iwepey ayosLiezemyds Aq TTZ9T Uel/TTTT'0T/I0p/woo A8 i Aleiqipul|uo//Sdiy wolj pepeojumod ‘0 ‘8v9zS9eT


https://doi.org/10.1111/jonm.12469
https://doi.org/10.1186/s12960-018-0324-6
https://doi.org/10.1186/s12960-018-0324-6
https://doi.org/10.1016/S0140-6736(13)62631-8
https://doi.org/10.1002/nop2.1302
https://doi.org/10.1002/nop2.1302
https://sbk-asi.ch/de/aktuell/studie-belegt-grossen-druck-auf-das-pflegepersonal
https://sbk-asi.ch/de/aktuell/studie-belegt-grossen-druck-auf-das-pflegepersonal
https://doi.org/10.1186/s12891-023-06635-z
https://doi.org/10.7417/CT.2019.2120
https://doi.org/10.7417/CT.2019.2120
https://doi.org/10.1007/s16024-022-00389-9
https://doi.org/10.1007/s16024-022-00389-9
https://doi.org/10.1007/s16024-022-00390-2
https://doi.org/10.1097/00006247-200310000-00016
https://doi.org/10.1097/00006247-200310000-00016
https://doi.org/10.1136/bmj.315.7107.520
https://doi.org/10.1136/bmj.315.7107.520
https://doi.org/10.1186/s12889-018-6105-2
https://doi.org/10.1186/s12889-018-6105-2
https://doi.org/10.1787/5kmbrcfms5g7-en
https://doi.org/10.1787/5kmbrcfms5g7-en
https://doi.org/10.1111/j.1365-2648.2008.04898.x
https://doi.org/10.1111/j.1365-2648.2008.04898.x
https://doi.org/10.1111/jocn.14722
https://doi.org/10.1016/j.ijnurstu.2018.01.008
https://doi.org/10.1016/j.ijnurstu.2018.01.008
https://www.ema.europa.eu/en/ich-e6-r2-good-clinical-practice#current-version---revision-2-section
https://www.ema.europa.eu/en/ich-e6-r2-good-clinical-practice#current-version---revision-2-section
https://www.ema.europa.eu/en/ich-e6-r2-good-clinical-practice#current-version---revision-2-section
https://doi.org/10.1136/bmjqs-2018-008043
https://doi.org/10.1136/bmjqs-2018-008043
https://doi.org/10.2174/1874434601711010108
https://doi.org/10.2174/1874434601711010108
https://www.wolterskluwer.com/en/expert-insights/improving-nurse-retention-by-restructuring-orientation
https://www.wolterskluwer.com/en/expert-insights/improving-nurse-retention-by-restructuring-orientation
https://doi.org/10.1016/j.nedt.2009.10.017
https://doi.org/10.1016/j.nedt.2009.10.017
https://doi.org/10.1111/opn.12158
https://doi.org/10.1111/opn.12158
https://doi.org/10.1007/978-1-4939-3216-0
https://doi.org/10.1007/978-1-4939-3216-0
https://doi.org/10.1037/0033-2909.127.3.376
https://doi.org/10.1037/0033-2909.127.3.376

KOPPITZ ET AL.

Kim, S. O., & Kim, J.-S. (2021). Association of work environment and re-
silience with transition shock in newly licensed nurses: A cross-
sectional study. Journal of Clinical Nursing, 30(7-8), 1037-1045.
https://doi.org/10.1111/jocn.15649

King, R., Taylor, B., Talpur, A., Jackson, C., Manley, K., Ashby, N., Tod, A.,
Ryan, T., Wood, E., Senek, M., & Robertson, S. (2021). Factors that
optimise the impact of continuing professional development in nurs-
ing: A rapid evidence review. Nurse Education Today, 98, 104652.
https://doi.org/10.1016/j.nedt.2020.104652

Kramer, M. (1975). REALITY SHOCK: Why nurses leave nursing. The
American Journal of Nursing, 75(5), 891. https://doi.org/10.1097/
00000446-197505000-00041

Latham, G. P. (2007). Work motivation: History, theory, research, and prac-
tice. Sage.

Lavander, P., Merildinen, M., & Turkki, L. (2016). Working time use and
division of labour among nurses and health-care workers in hospitals
- a systematic review. Journal of Nursing Management, 24(8), 1027 -
1040. https://doi.org/10.1111/jonm.12423

Lindqvist, R., Smeds Alenius, L., Runesdotter, S., Ensio, A., Jylha, V.,
Kinnunen, J., Stremseng Sjetne, ., Tvedt, C., Wiberg Tjgnnfjord, M.,
& Tishelman, C. (2014). Organization of nursing care in three Nordic
countries: Relationships between nurses' workload, level of involve-
ment in direct patient care, job satisfaction, and intention to leave.
BMC Nursing, 13(1), 27. https://doi.org/10.1186/1472-6955-13-27

Lobsinger, M., & Liechti, D. (2021). Berufsaustritte und Bestand von
Gesundbheitspersonal in der Schweiz. Eine Analyse auf Basis der
Strukturerhebungen 2016-2018 (Obsan Bericht 01/2021). Swiss
Health Observatory.

Matthys, J., Elwyn, G., Nuland, M. V., Maele, G. V., Sutter, A. D., Meyere,
M. D., & Deveugele, M. (2009). Patients' ideas, concerns, and expec-
tations (ICE) in general practice: Impact on prescribing. British Journal
of General Practice, 59(558), 29-36. https://doi.org/10.3399/bjgp0
9X394833

McCleery, E., Christensen, V., Peterson, K., Humphrey, L., & Helfand, M.
(2014). The quality of care provided by advanced practice nurses
(VA-ESP project #09-199).

Mercay, C., Grinig, A., & Dolder, P. (2021). Gesundheitspersonal in der
Schweiz - Nationaler Versorgungsbericht 2021. Bestand, Bedarf,
Angebot und Massnahmen zur Personalsicherung (Obsan Bericht
03/2021) [Health Care Professionals in Switzerland—National
Care Service Report 2021. Inventory, Requirements, Supply and
Recommendations for Retention (OBSAN Report 03/2021)].
Schweizerisches Gesundheitsobservatorium.

Missen, K., McKenna, L., & Beauchamp, A. (2014). Satisfaction of newly grad-
uated nurses enrolled in transition-to-practice programmes in their
first year of employment: A systematic review. Journal of Advanced
Nursing, 70, 2419-2433. https://doi.org/10.1111/jan.12464

Muench, U., Simon, M., Guerbaai, R.-A., De Pietro, C., Zeller, A., Kressig,
R. W., Zuiiga, F., & For the INTERCARE Research Group. (2019).
Preventable hospitalizations from ambulatory care sensitive con-
ditions in nursing homes: Evidence from Switzerland. International
Journal of Public Health, 64(9), 1273-1281. https://doi.org/10.1007/
s00038-019-01294-1

Myny, D., Van Goubergen, D., Gobert, M., Vanderwee, K., Van Hecke, A., &
Defloor, T. (2011). Non-direct patient care factors influencing nurs-
ing workload: A review of the literature. Journal of Advanced Nursing,
67(10), 2109-2129. https://doi.org/10.1111/j.1365-2648.2011.
05689.x

Needleman, J., Liu, J., Shang, J., Larson, E. L., & Stone, P. W. (2020).
Association of registered nurse and nursing support staffing with
inpatient hospital mortality. BMJ Quality and Safety, 29(1), 10-18.
https://doi.org/10.1136/bmjgs-2018-009219

Opoku, E. N., Khuabi, L.-A. J.-N., & Van Niekerk, L. (2021). Exploring the
factors that affect the transition from student to health professional:
An integrative review. BMC Medlical Education, 21(1), 558. https://
doi.org/10.1186/512909-021-02978-0

Pressley, C., & Garside, J. (2023). Safeguarding the retention of nurses:
A systematic review on determinants of nurse's intentions to stay.
Nursing Open, 10(5), 2842-2858. https://doi.org/10.1002/nop2.
1588

Price, S., & Reichert, C. (2017). The importance of continuing professional
development to career satisfaction and patient care: Meeting the
needs of novice to mid- to late-career nurses throughout their ca-
reer span. Administrative Sciences, 7(2), Article 2. https://doi.org/10.
3390/admsci7020017

Reebals, C., Wood, T., & Markaki, A. (2022). Transition to practice for new
nurse graduates: Barriers and mitigating strategies. Western Journal
of Nursing Research, 44(4), 416-429. https://doi.org/10.1177/01939
45921997925

Rodriguez-Garcia, M. C., Marquez-Hernandez, V. V., Belmonte-Garcia,
T., Gutiérrez-Puertas, L., & Granados-Gamez, G. (2020). Original
research: How magnet hospital status affects nurses, patients, and
organizations: A systematic review. The American Journal of Nursing,
120(7), 28-38. https://doi.org/10.1097/01.NAJ.0000681648.
48249.16

Rush, K. L., Adamack, M., Gordon, J., Lilly, M. B., & Janke, R. (2013). Best
practices of formal new graduate nurse transition programs: An inte-
grative review. International Journal of Nursing Studies, 50, 345-356.
https://doi.org/10.1016/j.ijnurstu.2012.06.009

SBK, S. B. fir P. und P. (2020). Anzahl und Ausbildung von
Pflegefachpersonen / Patienten - Auswirkungen auf Qualitat und
Finanzen (Fact-Sheet 7). https://www.sbk.ch/files/sbk/Aktuell/
docs/2020/2020_01_17_Def_VI__Fact_Sheet_7_DE.pdf

Schaffert, R., Robin, D., Imhof, R. M., & Ruesch, P. (2015). Berufslaufbahnen
und Berufs- rollen in der Pflege aus der Sicht von Berufseinsteigenden
(Vol. 4). ZHAW Departement Gesundheit.

Schaffert, R., Trede, I., Grgnning, M., Hanni, M., Banziger, A., Robin, D.,
& Helfenstein, E. (2021). Berufskarrieren Pflege: Resultate einer
Langsschnittstudie zum Berufseinstieg von diplomierten Pflegenden
und Erkenntnisse aus einem kombinierten Datensatz zu diplomierten
Pflegenden und Fachfrauen/Fachmannern Gesundheit [90,applica-
tion/pdf]. https://doi.org/10.21256/ZHAW-3133

Siebenhlner, K., Battegay, E., & Hammig, O. (2020). Temporal work stress-
ors and satisfaction with work, life and health among health pro-
fessionals in Switzerland. Swiss Medical Weekly, 150(708), w20175.
https://doi.org/10.4414/smw.2020.20175

Simon, M., Sharma, N., & Gerfin, M. (2020). Pflegepersonal und unerwiin-
schte Ereignisse in Schweizer Akutspitdlern: Auswertung von Daten des
Bundesamtes fiir Statistik. SBK. https://www.sbk.ch/files/sbk/politik/
Volksinitiative/Factsheets/2020_01_13__V2__Pubvers_Datenanaly
se_Pflegeinitiative_SBK_01.pdf

Summers, T. P., & Hendrix, W. H. (1991). Development of a turnover model
that incorporates a matrix measure of valence-instrumentality-
expectancy perceptions. Journal of Business and Psychology, 6(2),
227-245. https://doi.org/10.1007/BF01126710

Swart, E., & Schmitt, J. (2014). STandardized reporting of secondary data
analyses (STROSA)—A recommendation. Zeitschrift Fur Evidenz,
Fortbildung Und Qualitat Im Gesundheitswesen, 108(8-9), 511-516.
https://doi.org/10.1016/j.zefq.2014.08.022

Swiger, P. A., Vance, D. E., & Patrician, P. A. (2016). Nursing workload
in the acute-care setting: A concept analysis of nursing workload.
Nursing Outlook, 64(3), 244-254. https://doi.org/10.1016/j.outlook.
2016.01.003

Trybou, J., Malfait, S., Gemmel, P., & Clays, E. (2015). Nursing staff and
their team: Impact on intention to leave. International Nursing Review,
62(4), 489-496. https://doi.org/10.1111/inr.12216

Twigg, D., & McCullough, K. (2014). Nurse retention: A review of strategies
to create and enhance positive practice environments in clinical set-
tings. International Journal of Nursing Studies, 51(1), 85-92. https://
doi.org/10.1016/j.ijnurstu.2013.05.015

Vazquez-Calatayud, M., Errasti-lbarrondo, B., & Choperena, A. (2021).
Nurses' continuing professional development: A systematic literature

85UB01 T SUOLIWIOD BA11e81D) 8|qeot(dde 8y} Aq pausenob ae e YO 8SN JO SajnJ 10} ARIq1T 8UIUO AS|IAN UO (SUOTHIPUD-PUE-SWLIBY/W0Y™A8 | IM" Afe.d]jBul[Uo//:Sdny) SUORIPUOD PUe SWie | 8U1 89S *[Z02/S0/9T] U AkiqiTauliuo A8|iM e iwepey ayosLiezemyds Aq TTZ9T Uel/TTTT'0T/I0p/woo A8 i Aleiqipul|uo//Sdiy wolj pepeojumod ‘0 ‘8v9zS9eT


https://doi.org/10.1111/jocn.15649
https://doi.org/10.1016/j.nedt.2020.104652
https://doi.org/10.1097/00000446-197505000-00041
https://doi.org/10.1097/00000446-197505000-00041
https://doi.org/10.1111/jonm.12423
https://doi.org/10.1186/1472-6955-13-27
https://doi.org/10.3399/bjgp09X394833
https://doi.org/10.3399/bjgp09X394833
https://doi.org/10.1111/jan.12464
https://doi.org/10.1007/s00038-019-01294-1
https://doi.org/10.1007/s00038-019-01294-1
https://doi.org/10.1111/j.1365-2648.2011.05689.x
https://doi.org/10.1111/j.1365-2648.2011.05689.x
https://doi.org/10.1136/bmjqs-2018-009219
https://doi.org/10.1186/s12909-021-02978-0
https://doi.org/10.1186/s12909-021-02978-0
https://doi.org/10.1002/nop2.1588
https://doi.org/10.1002/nop2.1588
https://doi.org/10.3390/admsci7020017
https://doi.org/10.3390/admsci7020017
https://doi.org/10.1177/0193945921997925
https://doi.org/10.1177/0193945921997925
https://doi.org/10.1097/01.NAJ.0000681648.48249.16
https://doi.org/10.1097/01.NAJ.0000681648.48249.16
https://doi.org/10.1016/j.ijnurstu.2012.06.009
https://www.sbk.ch/files/sbk/Aktuell/docs/2020/2020_01_17_Def_VI__Fact_Sheet_7_DE.pdf
https://www.sbk.ch/files/sbk/Aktuell/docs/2020/2020_01_17_Def_VI__Fact_Sheet_7_DE.pdf
https://doi.org/10.21256/ZHAW-3133
https://doi.org/10.4414/smw.2020.20175
https://www.sbk.ch/files/sbk/politik/Volksinitiative/Factsheets/2020_01_13__V2__Pubvers_Datenanalyse_Pflegeinitiative_SBK_01.pdf
https://www.sbk.ch/files/sbk/politik/Volksinitiative/Factsheets/2020_01_13__V2__Pubvers_Datenanalyse_Pflegeinitiative_SBK_01.pdf
https://www.sbk.ch/files/sbk/politik/Volksinitiative/Factsheets/2020_01_13__V2__Pubvers_Datenanalyse_Pflegeinitiative_SBK_01.pdf
https://doi.org/10.1007/BF01126710
https://doi.org/10.1016/j.zefq.2014.08.022
https://doi.org/10.1016/j.outlook.2016.01.003
https://doi.org/10.1016/j.outlook.2016.01.003
https://doi.org/10.1111/inr.12216
https://doi.org/10.1016/j.ijnurstu.2013.05.015
https://doi.org/10.1016/j.ijnurstu.2013.05.015

KOPPITZ ET AL.

review. Nurse Education in Practice, 50, 102963. https://doi.org/10.
1016/j.nepr.2020.102963

Vroom, V. H. (1995). Work and motivation. Jossey-Bass Publishers.

Wang, Y., Dong, W., Mauk, K., Li, P., Wan, J., Yang, G., Fang, L., Huan, W.,
Chen, C., & Hao, M. (2015). Nurses' practice environment and their
job satisfaction: A study on nurses caring for older adults in Shanghai.
PLoS One, 10(9), €0138035. https://doi.org/10.1371/journal.pone.
0138035

Weninger Henderson, M. (2020). The economic case for meeting employ-
ees' needs. Journal of Nursing Management, 28(1), 17-23. https://doi.
org/10.1111/jonm.12897

WHO. (2020). State of the World's nursing 2020. WHO. https://www.sbk.
ch/files/sbk/Aktuell/2020/WHO-SoWN-English_2020_Report-
0402-WEB-LOW_RES.pdf

Willman, A., Bjuresater, K., & Nilsson, J. (2021). Insufficiently supported
in handling responsibility and demands: Findings from a qualitative
study of newly graduated nurses. Journal of Clinical Nursing, 30(1-2),
83-92. https://doi.org/10.1111/jocn.15483

World Health Organization. (2020). State of the world's nursing 2020:
Investing in education, jobs and leadership. WHO.

World Medical Association. (2013). World medical association declaration
of Helsinki: Ethical principles for medical research involving human
subjects. JAMA, 310(20), 2191-2194. https://doi.org/10.1001/jama.
2013.281053

How to cite this article: Koppitz, A., Spichiger, F., Keller-Senn,
A., Bana, M., Huber, C., Christi, D., Bucher, T., & Volken, T.
(2024). Comparison of student nurses' expectations and
newly qualified nurses' experiences regarding clinical
practice: A secondary analysis of a cross-sectional survey.
Journal of Advanced Nursing, 00, 1-12. https://doi.
org/10.1111/jan.16211

theoretical papers.

Reasons to publish your work in JAN:

Reports © (Nursing; Social Science).

The Journal of Advanced Nursing (JAN) is an international, peer-reviewed, scientific journal. JAN contributes to the advancement of evidence-based
nursing, midwifery and health care by disseminating high quality research and scholarship of contemporary relevance and with potential to advance
knowledge for practice, education, management or policy. JAN publishes research reviews, original research reports and methodological and

For further information, please visit JAN on the Wiley Online Library website: www.wileyonlinelibrary.com/journal/jan

e High-impact forum: the world’s most cited nursing journal, with an Impact Factor of 2.561 - ranked 6/123 in the 2019 ISl Journal Citation

e Most read nursing journal in the world: over 3 million articles downloaded online per year and accessible in over 10,000 libraries worldwide
(including over 6,000 in developing countries with free or low cost access).

e Fast and easy online submission: online submission at http:/mc.manuscriptcentral.com/jan.
e Positive publishing experience: rapid double-blind peer review with constructive feedback.
e Rapid online publication in five weeks: average time from final manuscript arriving in production to online publication.

e Online Open: the option to pay to make your article freely and openly accessible to non-subscribers upon publication on Wiley Online Library,
as well as the option to deposit the article in your own or your funding agency’s preferred archive (e.g. PubMed).

85UB01 T SUOLIWIOD BA11e81D) 8|qeot(dde 8y} Aq pausenob ae e YO 8SN JO SajnJ 10} ARIq1T 8UIUO AS|IAN UO (SUOTHIPUD-PUE-SWLIBY/W0Y™A8 | IM" Afe.d]jBul[Uo//:Sdny) SUORIPUOD PUe SWie | 8U1 89S *[Z02/S0/9T] U AkiqiTauliuo A8|iM e iwepey ayosLiezemyds Aq TTZ9T Uel/TTTT'0T/I0p/woo A8 i Aleiqipul|uo//Sdiy wolj pepeojumod ‘0 ‘8v9zS9eT


https://doi.org/10.1016/j.nepr.2020.102963
https://doi.org/10.1016/j.nepr.2020.102963
https://doi.org/10.1371/journal.pone.0138035
https://doi.org/10.1371/journal.pone.0138035
https://doi.org/10.1111/jonm.12897
https://doi.org/10.1111/jonm.12897
https://www.sbk.ch/files/sbk/Aktuell/2020/WHO-SoWN-English_2020_Report-0402-WEB-LOW_RES.pdf
https://www.sbk.ch/files/sbk/Aktuell/2020/WHO-SoWN-English_2020_Report-0402-WEB-LOW_RES.pdf
https://www.sbk.ch/files/sbk/Aktuell/2020/WHO-SoWN-English_2020_Report-0402-WEB-LOW_RES.pdf
https://doi.org/10.1111/jocn.15483
https://doi.org/10.1001/jama.2013.281053
https://doi.org/10.1001/jama.2013.281053
https://doi.org/10.1111/jan.16211
https://doi.org/10.1111/jan.16211

	Comparison of student nurses' expectations and newly qualified nurses' experiences regarding clinical practice: A secondary analysis of a cross-­sectional survey
	Abstract
	1|INTRODUCTION
	2|BACKGROUND
	3|THE STUDY
	3.1|Aim
	3.2|Research questions

	4|METHODS
	4.1|Design
	4.2|Ethics and data protection
	4.3|Inclusion criteria and unit of analysis
	4.4|Measurement of demographics, valence and expectancy
	4.5|Analysis

	5|RESULTS
	5.1|Sample characteristics
	5.2|Work conditions: 1 year after graduation
	5.3|Reasons for the desire to change something about the work situation
	5.4|Expectations and experiences
	5.5|Expectancy

	6|DISCUSSION
	6.1|Strengths and limitations of the work

	7|CONCLUSION
	AUTHOR CONTRIBUTIONS
	ACKNOWLEDGEMENTS
	FUNDING INFORMATION
	PEER REVIEW
	DATA AVAILABILITY STATEMENT

	REFERENCES


