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Abstract 

The process of recruiting and retaining Certified Registered Nurse Anesthetists (CRNAs) 

can be difficult for various anesthesia practices in the United States. Ensuring positive practice 

environments for CRNAs may be one solution to this problem. The purpose of this study was to 

evaluate CRNA perception of organizational climate in their current place of employment and to 

determine if this influences willingness to remain employed at that practice. Vroom’s theory of 

work and motivation was selected as the theoretical framework. CRNAs currently practicing in 

the state of New York were invited to participate in a quantitative, cross-sectional, online survey. 

Members of the New York State Association of Nurse Anesthetists (NYSANA) were asked to 

take part in the study. Demographic data were collected and CRNA perceptions of 

organizational climate, job satisfaction, and intent to leave current place of employment were 

measured by the CRNA Organizational Climate Questionnaire (CRNA-OCQ), the Misener NP 

Job Satisfaction Scale (MNPJSS), and the Anticipated Turnover Scale (ATS). Descriptive 

statistics were utilized to analyze demographic data, while Pearson’s r Correlation was used to 

determine the relationship between organizational climate, job satisfaction, and turnover intent. 

Differences in perceptions of organizational climate based on type of employment and anesthesia 

care model were also investigated using a one-way ANOVA. There was a positive correlation 

between CRNA-OCQ and MNPJSS scores. In addition, there was a negative correlation 

between these two measures and ATS scores. CRNAs with a positive perception of their work 

environment were less likely to want to leave their jobs. Anesthesia practices should explore 

methods to improve the workplace for CRNAs to improve retention. 

Keywords: Nurse anesthetist, organizational climate, job turnover intent, recruitment and 

retention 



     
 

           

               

               

                

              

                 

                

                 

              

             

            

               

                

   

             

             

              

          

               

             

              

                  

                 

7 EVALUATION OF ORGANIZATIONAL CLIMATE 

Difficulties recruiting and retaining Certified Registered Nurse Anesthetists (CRNAs) is a 

problem that hospitals and anesthesia groups often face (Wachtel & Dexter, 2012). While past 

studies have noted an increase in CRNA vacancy rates, it is difficult to ascertain accurate 

vacancy rates as 83 percent of hospitals do not report the degree of turnover they are 

experiencing (Merwin, Stern, Jordan & Bucci, 2009; Tracy, 2017). High turnover rates may 

affect the quality of patient care and cause an increased work burden for staff that continue to 

work at a hospital experiencing this issue (Meeusen, Van Dam, Van Zundert & Knape, 2011). 

The process of recruiting personnel to work at a healthcare facility can be a long and arduous 

process. On average, it takes approximately five months to fill a vacant advanced practice 

registered nurse (APRN) position (Health eCareers, 2018). A strategy often used to improve 

recruitment and retention is the provision of competitive compensation and benefit packages 

(Wachtel & Dexter, 2012). Another viable solution for acquiring and retaining CRNAs may be 

to promote a positive organizational climate in the work setting (Meeusen et al., 2011). 

Background and Significance 

Organizational climate (also referred to as work climate or practice environment) is the 

perception employees collectively have about policies, practices, and standards at their place of 

employment (Schneider, Ehrhart & Macey, 2013). Examples of issues that may comprise the 

organizational climate of CRNAs include collaboration and communication with physicians, 

level of autonomy in the workplace, degree of scope of practice restriction in a particular 

practice, and CRNA experiences with workplace aggression (Boyd & Poghosyan, 2017a). A 

study conducted by Meeusen et al. (2011) noted a high correlation between positive work 

climate and job satisfaction, which may play a role in intent to leave a job (De Milt, Fitzpatrick 

& McNulty, 2011). If work climate is perceived as positive, there will be higher job satisfaction 



     
 

                

               

      

             

                

                

                  

            

              

             

           

   

               

            

                 

                  

               

          

             

   

             

      

 

8 EVALUATION OF ORGANIZATIONAL CLIMATE 

and if work climate is perceived as negative, job satisfaction is low. Examining possibilities to 

improve work climate could improve CRNA staffing and would be of value to anesthesia groups 

and hospitals to investigate the matter. 

There are several benefits to hospitals and anesthesia groups optimizing their ability to 

recruit and keep CRNAs. In improving retention of CRNAs within a hospital or an anesthesia 

group, that organization will experience a cost savings as it costs approximately 20 to 30 percent 

of an APRN’s base salary for search firms to fill a vacancy (Brillant et al., 2015). Other 

potential benefits for anesthesia groups and hospitals include decreased provider shortage which 

may result in a lower incidence of provider burnout, increased patient satisfaction, and improved 

patient safety (Taylor, Broyhill, Burris, & Wilcox, 2017). Exploring factors that improve 

recruitment and retention of CRNAs could prove beneficial to these establishments. 

Purpose and Objectives 

The purpose of this Doctor of Nursing Practice (DNP) project was to examine the current 

organizational climate within a given anesthesia practice as experienced by CRNAs and 

determine if it influences their desire to work and remain employed at that practice. CRNAs in 

the state of New York were invited to participate in an online survey in which they were queried 

about their practice environment, level of job satisfaction, and intent to leave current place of 

employment. The main objectives of this project were to: 

1. explore CRNA perceptions of organizational climate, job satisfaction, and intent to leave 

current workplace; and 

2. determine if organizational climate influences willingness of CRNAs to work or remain 

employed for a specific anesthesia practice. 



     
 

   

              

             

  

  

             

                

               

                

              

          

               

                

                   

              

                   

          

      

           

               

               

             

                  

9 EVALUATION OF ORGANIZATIONAL CLIMATE 

DNP Project Question 

The DNP project question was as follows: Does the organizational climate within a given 

anesthesia practice impact the CRNAs’ desire to work and remain employed in that 

anesthesia practice? 

Theoretical Framework 

Victor Vroom’s Theory of Work and Motivation was a fitting theoretical framework to 

guide this project. The goal of this project was to explore what influences CRNAs’ decisions 

regarding place of employment, and this theory provided insight into this. Vroom developed his 

theory in the 1960s and applied his theory to topics such as occupational choice and job 

satisfaction (Miner, 2015). The following three concepts are described in his theory: valence, 

instrumentality, and expectancy. A discussion of these three concepts follows. 

Valence is defined as the anticipated feeling of satisfaction one has if an outcome is 

achieved (Miner, 2015). Valence can be either positive or negative. If valence is positive, a 

person will prefer to have an outcome. If valence is negative, a person will prefer not to have an 

outcome (Miner, 2015). Applying this concept, CRNAs may have a positive valence regarding 

their place of employment if they sense that there is a positive work environment. If there is a 

good, collaborative relationship with anesthesiologists, little experience of workplace aggression 

from other hospital personnel may occur. 

Instrumentality is defined as one’s perception of the relationship between performance 

and the ability to attain certain job outcomes (Pritchard & Sanders, 1973). Instrumentality may 

have a positive, zero or negative value. When there is a positive instrumentality value, 

performance increases and the chance of attaining an outcome increases (Pritchard & Sanders, 

1973). If the instrumentality value is zero, performance has no effect on the ability to achieve an 



     
 

               

                

               

              

                    

                  

   

              

                  

                

            

             

 

                 

             

                 

               

             

                

          

  

            

               

10 EVALUATION OF ORGANIZATIONAL CLIMATE 

outcome (Pritchard & Sanders, 1973). Finally, if the value is negative, increases in performance 

decrease the chances of getting a specific outcome (Pritchard & Sanders, 1973). In the instance 

of positive instrumentality value, highly skilled CRNAs may find they are allowed to perform all 

procedures within their scope of practice. When instrumentality is zero, the performance of 

CRNAs has no effect on their practice at work. In this case, even though a CRNA may be highly 

motivated and skilled in performing peripheral nerve blocks, he or she may not get to do them at 

their current workplace. 

The last concept in Vroom’s Theory of Work and Motivation is expectancy, which is 

defined as one’s perception of the likelihood that the choice of a particular action will result in a 

desired outcome (Miner, 2015). CRNAs might perceive that if they choose to work for a 

particular anesthesia group, they can anticipate obtaining desired outcomes which may include 

competitive salary and benefits package, increased autonomy, or minimal restriction on scope of 

practice. 

Vroom believed that each of these three factors plays a role in how a person chooses his 

or her career. Specifically, valence and expectancy combined determine one’s motivation to 

choose an action (Miner, 2015). If an action has positive valence and strong expectation that a 

desired outcome will occur, motivation will be high to choose this action (Miner, 2015). 

Therefore, if a CRNA has positive valence regarding working at particular anesthesia practice 

and strong expectation that working there will result in a desired outcome, there will be high 

motivation to seek employment or remain employed at that establishment. 

Literature Review 

A review was conducted on existing literature pertaining to organizational climate, job 

satisfaction, and retention. While it was preferred to discover literature related to CRNAs, the 



     
 

                

              

            

            

            

            

                 

         

             

                

              

                   

              

              

               

            

           

             

              

             

             

                  

                 

11 EVALUATION OF ORGANIZATIONAL CLIMATE 

search was expanded to include other APRNs as well as registered nurses (RNs) to ensure that 

the best evidence available was collected. Searches were conducted on PubMed, CINAHL Plus, 

Cochrane Database of Systematic Reviews, ClinicalKey, and Web of Science Core Collection 

using the following terms in different combinations: nurse anesthetist, CRNA, advanced practice 

nurse, nurse, recruitment, retention, job satisfaction, intent to leave, organizational climate, work 

climate, work environment, and practice environment. Articles published between 2009 and 

2019 were included in the search. The six articles discussed in the following sections are the 

most recent, pertinent and noteworthy articles concerning practice environment. 

There were few articles present directly pertaining to CRNAs and organizational climate. 

Two articles were retrieved, one of which was published in 2011. Meeusen et al. (2011) surveyed 

882 Dutch nurse anesthetists to determine the underlying causes of anesthetists’ intent to leave 

their job. Of this sample, 42 percent intended to leave their job within two years (Meeusen et al. 

2011). Boyd and Poghosyan (2017a) conducted a literature review to examine existing evidence 

regarding CRNA work conditions and its relation to CRNA outcomes. Ultimately, 13 studies 

were included in the review. The authors suggested that several factors were important for 

hospital administrators to ponder when trying to support CRNA practice: collaboration and 

communication, professional identity and autonomy, work interactions of CRNAs, and CRNA 

workplace experiences (Boyd & Poghosyan, 2017a). These studies indicated that a correlation 

exists between work environment, job satisfaction, and intent to leave current position (Boyd & 

Poghosyan, 2017a; Meeusen et al., 2011). Positive work environments were associated with 

increased job satisfaction while poor work climate was associated with increased job turnover 

(Boyd & Poghosyan, 2017a). While the study by Meeusen et al. (2011) did not find a direct 

association between work climate and intent to leave a job, there was an indirect link as work 



     
 

               

    

            

               

            

                

               

                

               

                 

                

              

                 

                

                

                 

                

             

              

            

                 

           

             

12 EVALUATION OF ORGANIZATIONAL CLIMATE 

climate was found to have a correlation with job satisfaction and job satisfaction was highly 

correlated with turnover intention. 

Several articles were published regarding nurse practitioners (NPs) and the impact of 

work climate on job satisfaction or intent to leave current position. Factors of organizational 

climate for NPs include NP relations with physicians and managers, intra-practice partnerships, 

and staff support (Poghosyan, Liu, Shang, & D’Aunno, 2017). De Milt et al. (2011) surveyed 

254 NPs at an American Academy of Nurse Practitioners National Conference to explore NP job 

satisfaction and its relation to intent to leave current job or the NP profession. Overall, 

participants were found to be minimally satisfied to satisfied with their current position (De Milt 

et al., 2011). For those NPs who intended to leave their current position, reasons given included 

lack of control over practice and few opportunities for career advancement (De Milt et al., 2011). 

Poghosyan et al. (2017) also conducted a survey of NPs examining how practice environments 

affect NP job satisfaction and intent to leave, in which 314 primary care NPs participated. Most 

NPs in this study were satisfied with their places of employment (Pohosyan et al., 2017). 

Conclusions drawn from both studies were that NPs with no intention to leave their jobs or 

careers tended to have high job satisfaction scores (De Milt et al., 2011), and those working in 

positive work climates were more likely to be satisfied with their jobs (Poghosyan et al., 2017). 

Most of the existing and more recent literature on organizational climate and workplace 

turnover pertained to bedside RNs. Aspects of their practice environment involved relations with 

physicians, poor staffing ratios, inadequate leadership, and interaction with peers (Leineweber et 

al., 2016). Nantsupawat et al. (2016) conducted a survey of 1,351 Thai nurses with greater than 

two years’ nursing experience, to investigate how work environment influences job 

dissatisfaction, intent to leave career, and burnout. Approximately 17 percent of participants 



     
 

                 

             

             

               

                 

               

              

               

            

            

               

           

            

         

 

 

             

             

              

                 

               

               

           

13 EVALUATION OF ORGANIZATIONAL CLIMATE 

reported being dissatisfied with their job and 10 percent intended to leave their jobs within a year 

(Nantsupawat et al., 2017). Similarly, Leineweber et al. (2016) surveyed approximately 23,000 

nurses from 10 European countries to investigate how personal and hospital factors influence 

intention to leave current workplace or the nursing profession. Of these participants, about 10 

percent intended to leave the profession and 27 percent expected to leave their current job due to 

dissatisfaction with the workplace (Leineweber et al. 2016). As with the other two professions, 

RNs with better practice environments were less likely to experience job dissatisfaction or want 

to leave their current place of employment (Leineweber et al., 2016; Nantsupawat et al., 2016). 

While all the studies reviewed showed a correlation between organizational climate, job 

satisfaction and turnover intention, the limited availability of literature directly pertaining to 

CRNAs presented a need for further exploration into this subject. In totality, implications drawn 

from these studies suggests that healthcare organizations should implement policies that 

encourage positive organizational climates so that they may in turn improve employee 

satisfaction and reduce intent to leave places of employment. 

Methodology 

Design 

A quantitative, cross-sectional survey was utilized for this project. CRNAs who are 

members of NYSANA were invited to participate in an online, self-administered questionnaire. 

CRNAs were recruited using the NYSANA member mailing list sever; an email invitation was 

sent to members requesting their participation, and a link was provided to access the survey. An 

invitation to participate and survey link were also posted on the NYSANA website and Facebook 

page. Inclusion criteria encompassed currently practicing CRNAs in the state of New York. 

Exclusion criteria were retired CRNAs and Student Registered Nurse Anesthetists (SRNAs). 



     
 

  

            

              

               

          

          

               

             

      

           

             

                

            

             

                

                

                

                

                 

               

              

                

          

14 EVALUATION OF ORGANIZATIONAL CLIMATE 

Data Collection 

Demographic data were collected from respondents and included gender, age, race, years 

of CRNA experience, type of practice in which currently employed, type of anesthesia care 

model used at work, average number of hours worked per week, and highest education level. 

Organizational climate was measured using the Certified Registered Nurse Anesthetist 

Organizational Climate Questionnaire (CRNA-OCQ). This 35-item instrument was developed 

by adapting a questionnaire used to measure organizational climate in primary care NPs (Boyd & 

Poghosyan, 2017b). The items in this tool are grouped into six subscales: CRNA-

Anesthesiologist Relations, CRNA-Physician Relations, CRNA-Administration Relations, 

CRNA Independent Practice, CRNA Support, and CRNA Professional Visibility. Participants 

responded to questions using a four-point Likert scale (strongly agree, agree, disagree, strongly 

disagree). Boyd and Poghosyan (2017b) conducted a study that found the subscales of this tool 

to have high internal consistency reliability, and the tool to have validity. 

Job satisfaction was evaluated using the Misener NP Job Satisfaction Scale (MNPJSS). 

This instrument was created by modifying a tool used to measure RN job satisfaction (Misener & 

Cox, 2001). A six-point Likert scale is used to respond to this questionnaire, with choices 

ranging from very satisfied to very dissatisfied. While this 44-item scale was not designed to 

measure CRNA job satisfaction, it appeared to be the best available tool to measure this element 

in CRNAs. A study conducted by Misener and Cox (2001) found this tool to have high 

reliability. In addition to this scale, the following single-item question was asked: “Overall, how 

satisfied are you with your job?” A four-point Likert scale (very satisfied, satisfied, dissatisfied, 

very dissatisfied) was used. The use of a single-item measure for job satisfaction was supported 

in the literature (Dolbier, Webster, McCalister, Mallon, & Steinhardt, 2005). 
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Turnover intent was assessed with the Anticipated Turnover Scale (ATS). This scale is a 

12-item instrument which is responded to using a seven-point Likert scale (strongly agree, 

moderately agree, slightly agree, uncertain, slightly disagree, moderately disagree, strongly 

disagree). Through a meta-analysis of 12 studies, the ATS has been found to be a valid and 

reliable tool for measuring turnover intent of RNs (Barlow & Zangaro, 2010). The following 

questions were additionally asked: “Do you intend to leave your current position?” and “If yes, 

when do you intend to leave?” 

Data Analysis 

Data collected via SurveyMonkey was downloaded as an excel file, and then opened in 

Statistical Package for Social Sciences (SPSS) 26 for analysis. Ninety-seven cases were 

retrieved. Of these cases, four had no data recorded; these cases were removed from the dataset. 

Among the remaining cases, 11 contained responses to demographic data, however responses to 

the rest of the survey questions were not recorded. These cases were excluded as well. Thus, 82 

cases were available for data analysis. 

The dataset was then assessed for missing data. One value was noted to be missing for 

the variable “Race/Ethnicity.” The function “replace missing value” was used to fill in the 

missing data point. An analysis of missing values was conducted to calculate the amount of 

missing data in the remaining dataset. Approximately 32 percent of the cases contained missing 

values. Due to the percentage of missing data, multiple imputation was used to address this issue 

as opposed to conducting the analysis with the missing data. 

Once a complete dataset was available, SPSS was used to conduct analyses. Descriptive 

statistics were generated based on the demographic data gathered. A Pearson’s r Correlation was 

then performed to assess the relationships between organizational climate, job satisfaction, and 



     
 

             

            

              

               

               

             

         

               

              

           

    

           

                

               

               

                  

             

                 

            

                

                

        

     

16 EVALUATION OF ORGANIZATIONAL CLIMATE 

turnover intent. Differences in perception of organizational climate based on employment type 

(hospital, anesthesia group, independent contractor) were evaluated with an analysis of variance 

(ANOVA). An ANOVA was also used to assess differences in perception of organizational 

climate based on the type of anesthesia care model in which CRNAs practice (anesthesia care 

team, CRNA only). CRNAs may practice in an anesthesia care team in which an 

anesthesiologist medically directs or supervises a group of CRNAs, or they may practice 

independent of an anesthesiologist in a CRNA only group. 

During the analysis of the data, an error in the measurement of the CRNA-OCQ subscale 

“CRNA Independent Practice” was noted. As this item was not accurately measured, the 

obtained data for this subscale were not included in the results. 

Human Rights Protection/Ethical Considerations 

Institutional Review Board (IRB) approval was obtained through the University at 

Buffalo prior to the implementation of this project. A statement for the purposes of informed 

consent was provided at the beginning of the questionnaire informing participants of their rights. 

Participation in the survey was voluntary and respondents were advised that they could decline to 

continue the survey at any time. No data that could have been used to identify participants were 

collected. Any potential electronic identifiers like IP addresses were removed from downloaded 

data. Once the dataset was downloaded, it was deleted from the survey website. Data were 

collected and analyzed on a password-protected computer accessible only by the principal 

investigator. A summary of the results of the survey will be distributed to NYSANA and 

interested hospitals and anesthesia groups at the completion of this project. All data will be 

stored for three years, and then subsequently destroyed. 

Contributions to Scholarship and Practice 
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The results of this project may have long reaching effects for anesthesia groups, 

hospitals, and CRNAs. Based on the results of this study, anesthesia groups may choose to make 

structural changes to their institution that make work life more fulfilling for CRNAs. Positive 

practice environments result in increased employee productivity, job satisfaction, and retention 

(Motley et al., 2016). Improved retention of CRNAs will possibly lead to better staffing, 

resulting in less burnout among staff, and improved patient safety and quality of care (Taylor et 

al., 2017). 

Results 

The responses of 82 participants were examined. Table 1 displays the descriptive 

statistics of the respondents. The majority of participants were female (57.3 percent) and 

Caucasian (93.9 percent). These CRNAs were mainly employed by a hospital or anesthesia 

group, and a large majority practice in an ACT model (84.1 percent). Most were satisfied to very 

satisfied with their jobs (78 percent) and did not intent to leave their current position (65.9 

percent). Of those who intended on leaving their job, about 6 percent intended to leave within a 

year and 20 percent intended on leaving within two years. 

A Pearson’s r correlation was calculated to evaluate the relationship between 

organizational climate subscale, job satisfaction, and turnover intent scores; the results are 

displayed in Table 2. There was a positive correlation between job satisfaction scores and each 

of the CRNA-OCQ subscale scores: CRNA-Anesthesiologist relations (r = 0.585, n = 82, p = 

0.01), CRNA-Physician relations (r = 0.668, n = 82, p = 0.01), CRNA-Administration relations (r 

= 0.771, n = 82, p = 0.01), CRNA Support (r = 0.550, n = 82, p = 0.01), CRNA Professional 

Visibility (r = 0.662, n = 82, p = 0.01). Positive organizational climate scores were associated 

with high job satisfaction scores. 
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There was a negative correlation between turnover intent and the following 

organizational climate subscale scores: CRNA-Anesthesiologist relations (r = -0.478, n = 82, p = 

0.01), CRNA-Physician relations (r = -0.443, n = 82, p = 0.01), CRNA-Administration relations 

(r = -0.384, n = 82, p = 0.01), CRNA Professional Visibility (r = -0.435, n = 82, p = 0.01). 

Correlation between turnover intent and CRNA Support was not statistically significant (r = -

0.206, n = 82, p = 0.06). Positive organizational climate scores were associated with decreased 

intention to leave a position. There also was a negative correlation between job satisfaction and 

turnover intent, r = -0.533, n = 82, p = 0.01. High job satisfaction scores were correlated with 

decreased intention to leave a position. 

A one-way between subjects ANOVA was conducted to compare the effect of type of 

employment on CRNAs’ perceptions of organizational climate. The results of this analysis are 

available in Table 3. There was a significant effect of employment type on the organizational 

climate subscales at the p < 0.05 level: CRNA-Anesthesiologist relations [F(3, 78) = 3.677, p = 

0.016], CRNA-Physician relations [F(3, 78) = 3.536, p = 0.018], CRNA-Administration relations 

[F(3, 78) = 3.689, p = 0.015], CRNA Support [F(3, 78) = 3.929, p = 0.011], and CRNA 

Professional Visibility [F(3, 78) = 2.723, p = 0.050]. Since there was a significant effect, the 

mean CRNA-OCQ subscale scores for of each employment grouping were compared, and 

CRNAs working for an anesthesia group consistently had higher mean subscale scores than 

independent contractors (mean scores are shown in Table 4). Overall, those who work for an 

anesthesia group had a more positive perception of organizational climate than independent 

contractors did. 

A one-way between subjects ANOVA was conducted to compare the effect of type of 

anesthesia care model on CRNAs’ perceptions of organizational climate as well. Statistical 
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values are displayed in Table 5. There was no significant effect of anesthesia care model on any 

of the organizational climate subscales. Hence, there was no difference in perception of 

organizational climate based on the anesthesia care model. 

Discussion 

The results of this study were statistically significant, primarily demonstrating a strong 

positive correlation between CRNA organizational climate and job satisfaction, as well as a 

moderate negative association between organizational climate and turnover intent. These results 

are consistent with the studies discussed in the literature review. The CRNA-OCQ subscale 

most strongly associated with decreased intent to leave a position was CRNA-Anesthesiologist 

relations. Individual items in the subscale include having anesthesiologist support for CRNA 

patient care decisions, CRNAs and anesthesiologists working as a team, CRNAs having 

colleagues they can ask for help, and an organization being open to a CRNAs’ ideas for patient 

care. The correlation of this subscale to turnover intent may indicate an area that anesthesia 

practices should target to reduce CRNA turnover. 

Overall, most CRNAs in this sample were satisfied with their current position and had no 

intention to leave. Job satisfaction was most strongly correlated with the CRNA-Administration 

relations subscale. Items in this subscale include feeling valued by one’s organization, 

administration being open to CRNA ideas for improving patient care, administration taking 

CRNA concerns seriously, administration being well informed of the skills of CRNAs, and 

administration making an effort to improve the working conditions of CRNAs. This is another 

matter anesthesia practices should explore in an effort to improve retention of CRNAs in the 

workplace. 
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The one item in which there was no correlation with turnover intent was the “CRNA 

Support” subscale. It is possible that CRNAs are adaptable to some aspects of their work 

environment, and a deficit in available ancillary staff or resources is not a large enough nuisance 

to cause CRNAs to want to leave their jobs. 

The results of the ANOVA test measuring the impact of type of employment on CRNAs’ 

perceptions of organizational climate revealed that those who worked in an anesthesia group 

were more likely to have higher CRNA-OCQ scores than independent contractors. The most 

notable difference is in the subscale “CRNA-Administration Relations.” As this subscale had the 

strongest relation with CRNA job satisfaction, methods to improve relations between 

administration and all CRNAs should be explored. 

The result of the second ANOVA test conducted was intriguing, as there was no 

difference in perceptions of organization climate based on anesthesia care model. These results 

were unexpected. Those that practice in a CRNA only group typically have increased autonomy 

and little restriction on scope of practice. It was anticipated that These CRNAs would have a 

better perception of their work environment than those that practice in an ACT model; however, 

this was not supported by the results. Perhaps a future study should further examine work 

climate and the level of job satisfaction based on anesthesia care model. The exclusion of the 

“CRNA Independent Practice” subscale from the analysis may have influenced the interpretation 

of this test. 

DNP Essentials 

Several of the American Association Colleges of Nursing (AACN, 2006) DNP Essentials 

were reflected in this project. The most significant are Essential I: Scientific Underpinning for 
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Practice and Essential III: Clinical Scholarship and Analytical Methods for Evidence-Based 

Practice. Existing literature regarding recruitment and retention of CRNAs was reviewed to 

identify a current problem that some hospitals and anesthesia groups face, and the best evidence 

available was used to formulate a new practice approach based on theory. Research was also 

conducted to determine patterns in work turnover for advanced practice providers to try to 

predict whether CRNAs will choose to stay at or leave their job. Using the information gathered, 

an approach was identified (encouraging positive practice environments) to improve retention of 

CRNAs for employment at a given anesthesia group. 

Organizational and Systems Leadership for Quality Improvement and Systems Thinking 

was also demonstrated in this project. This project may be seen as one of quality improvement. 

It aimed to identify systems issues within an anesthesia practice and remedy those concerns. The 

particular issue being addressed by this project was barriers to recruiting and retaining CRNAs to 

work for a specific institution. Efforts to increase recruitment and retention of CRNAs by a 

group would improve staffing levels at that location, which would decrease burnout and improve 

staff and patient satisfaction. It is hoped that improved staffing will also ameliorate productivity, 

and thus the quality of care at the hospital. 

Essential IV: Information Systems/Technology and Patient Care Technology for the 

Improvement and Transformation of Health Care was an integral part to the implementation of 

this study. Information technology was used to disseminate this survey to collect data. Once a 

large enough sample was collected, the data were extracted and entered into another information 

system (SPSS) for analysis. 

In addition, Essential V: Health Care Policy for Advocacy in Health Care was also 

addressed. This project aimed to evaluate the impact of organizational climate on CRNAs’ 
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choice to work or remain employed at their workplace. As the results of this study intimate that 

work climate has a significant effect on where CRNAs choose to be employed, policies may be 

enacted at an organizational level to make changes to clinical practice for CRNAs working for a 

given anesthesia practice. 

Essential VIII: Advanced Nursing Practice was likewise demonstrated. Conceptual and 

analytical skills were used to evaluate links among CRNA practice, organizational and policy 

issues. 

Project Deliverable 

A detailed executive summary of study results will be presented to NYSANA and 

pertinent anesthesia groups and hospitals, providing insight into CRNAs’ perceptions of 

organizational climate and what influences their career choices. These groups may use this 

information to guide decisions concerning effective recruitment and retention mechanisms. 

Strengths and Limitations 

One of the main strengths of this study was the use of valid and reliable instruments to 

measure organizational climate, job satisfaction, and turnover intent. This improved the 

likelihood that the aforementioned items were measured accurately, and the results of the tests 

conducted were mostly statistically significant. Another strength is that the results of this study 

provide hospitals and anesthesia groups some insight into factors that may affect retention of 

CRNAs at their sites and informs them of potential areas for improvement. 

One limitation is the exclusion of the “CRNA Independent Practice” subscale from 

analysis due to an error in measurement. This subscale may have proven to be an important 

factor in CRNA job satisfaction and retention; this study should be conducted again including 

this subscale to obtain complete results. Another limitation is the use of the MNPJSS and ATS. 
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While these instruments were effective in measuring job satisfaction and turnover intent in 

CRNAs, instruments that are specific to CRNAs should be developed. Finally, although the 

sample size was as anticipated (approximately 5 percent of the target population), a larger 

sample size may decrease the margin of error and increase the generalizability of results. 

Future Implications/Recommendations 

The results of this study demonstrated a relationship between CRNAs’ perceptions of 

organizational climate, job satisfaction, and turnover intent. While most aspects of the CRNA 

work environment measured in this study had a significant correlation to job satisfaction and 

turnover intent, some had a stronger association than others (CRNA-Anesthesiologist relations 

and CRNA-Administration relations). For those hospitals and anesthesia groups with high 

CRNA turnover rates, this information may be of value to them as they attempt to improve 

recruitment and retention. It is anticipated decreased turnover rates will yield improved 

employee productivity due to increased staffing and decreased burnout among CRNAs. 

Improving conditions for CRNAs may lead to enhanced quality of patient care and patient 

satisfaction. 

It is recommended that this study be conducted on a larger scale, evaluating the impact of 

organizational climate on CRNA recruitment and retention at a national level. Conducting the 

study nationwide may garner a larger sample size, and increase the generalizability of study 

results. 

Conclusion 

This study sought to evaluate CRNAs’ perceptions of organizational climate, job 

satisfaction, and intent to leave their current work place. The other objective was to determine if 

organizational climate influences CRNAs willingness to remain with a given anesthesia practice. 
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The results suggested that when CRNAs have a positive perception of organizational climate in 

their workplace they are less likely to want to leave their job. Hospitals and anesthesia groups 

with difficulties retaining CRNAs should explore methods to improve work conditions for 

CRNAs to decrease turnover rates. Efforts to improve retention of CRNAs may lead to better 

staffing, resulting in less burnout among staff, and improved patient safety and quality of care. 
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Figure 1. Overall Job Satisfaction 

Figure 2. Intent to Leave Current Position 
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Table 1 
Descriptive Statistics, Demographic Data (N = 82) 

Characteristic N (%) Characteristic N (%) 
Gender Age 

Female 47 (57.3) 

Male 35 (42.7) 

26 – 30 

31 – 35 

36 – 40 

41 – 45 

46 – 50 

51 – 55 

56 – 60 

61 – 65 

> 65 

3 (3.7) 

17 (20.7) 

13 (15.9) 

5 (6.1) 

11 (13.4) 

10 (12.2) 

4 (4.9) 

14 (17.1) 

5 (6.1) 

Race/Ethnicity Years of CRNA Experience 
Caucasian, non-Hispanic 77 (93.9) 

Black/African American, non- 2 (2.4) 

Hispanic 

Asian/Pacific Islander 1 (1.2) 

Hispanic/Latino 2 (2.4) 

0 – 5 

6 – 10 

11 – 15 

16 – 20 

21 – 25 

26 – 30 

> 30 

21 (25.6) 

17 (20.7) 

11 (13.4) 

9 (11.0) 

7 (8.5) 

2 (2.4) 

15 (18.3) 

Employed by Anesthesia Care Model 
Hospital 30(36.6) Anesthesia Care Team 69 (84.1) 

Anesthesia group 37(45.1) CRNA only 13 (15.9) 

Independent contractor 11 (13.4) 

Other 4 (4.9) 

Average # of Hours Worked Per Week Highest Educational Level 
1 – 10 1 (1.2) Diploma/Certificate in 5 (6.1) 

11 – 20 3 (3.7) anesthesia 

21 – 30 4 (4.9) Bachelor’s 7 (8.5) 

31 – 40 31 (37.8) Master’s 52 (63.4) 

40 – 50 37 (45.1) Doctorate 18 (22.0) 

> 50 6 (7.3) 
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Table 2 
Correlation Between Organizational Climate, Job Satisfaction, and Turnover Intent Scores 

Variable MNPJSS ATS CRNA- CRNA- CRNA- CRNA CRNA 
Score Score Anes. Phys. Admin. Support Prof. 

Relations Relations Relations Visibility 

MNPJSS Score -

ATS Score -.533** -

CRNA-Anes. 
.585** -.478** -

Relations 

CRNA-Phys. 
.668** -.443** .739** -

Relations 

CRNA-Admin. 
.771** -.384** .717** .714** -

Relations 

CRNA Support .550** -.206 .533** .598** .612** -

CRNA Prof. 
.662** -.435** .615** .669** .729** .571** -

Visibility 

**. Correlation is significant at the 0.01 level (2-tailed). 
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Table 3 
Analysis of Variance (ANOVA) of Organization Climate Subscale Scores Due to Type of Employment 

Sum of Mean 
Variable Grouping df F Sig. 

Squares Square 

CRNA- Anesthesiologist Between Groups 43.694 3 14.565 3.677 .016 

Relations 

Within Groups 308.996 78 3.961 

CRNA- Physician Between Groups 234.203 3 78.068 3.536 .018 

Relations 

Within Groups 1722.163 78 22.079 

CRNA- Administration Between Groups 310.497 3 103.499 3.689 .015 

Relations 

Within Groups 2188.507 78 28.058 

CRNA Support Between Groups 44.030 3 14.677 3.929 .011 

Within Groups 291.339 78 3.735 

CRNA Professional Between Groups 116.931 3 38.977 2.723 .050 

Visibility 

Within Groups 1116.616 78 14.316 
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Table 4 
Mean Organizational Climate Subscale Scores for Each Employment Group 

Variable 

CRNA-

Anesthesiologist 

Relations 

CRNA-

Physician 

Relations 

CRNA-

Administration 

Relations 

Hospital 

M SD 

12.60 2.01 

23.11 4.81 

18.88 5.40 

Anesthesia Group 

M SD 

13.25 1.93 

25.51 4.85 

22.05 5.45 

Independent 

Contractor 

M SD 

10.99 1.99 

20.69 3.61 

16.86 4.52 

Other 

M SD 

12.75 2.50 

25.14 5.06 

21.58 4.81 

CRNA Support 12.42 2.04 13.05 2.00 11.07 1.58 10.91 .83 

CRNA 

Professional 

Visibility 

14.78 3.75 15.52 4.12 11.82 2.64 14.36 3.03 
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Table 5 
Analysis of Variance (ANOVA) of Organization Climate Subscale Scores Due to Anesthesia Care Model 

Sum of Mean 
Variable Grouping df F Sig. 

Squares Square 

CRNA- Anesthesiologist Between Groups 14.453 1 14.453 3.418 .068 

Relations 

Within Groups 338.237 80 4.228 

CRNA- Physician Between Groups 11.043 1 11.043 .454 .502 

Relations 

Within Groups 1945.324 80 24.317 

CRNA- Administration Between Groups .174 1 .174 .006 .941 

Relations 

Within Groups 2498.830 80 31.235 

CRNA Support Between Groups .792 1 .792 .189 .665 

Within Groups 334.577 80 4.182 

CRNA Professional Between Groups .000 1 .000 .000 .996 

Visibility 

Within Groups 1233.546 80 15.419 
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Appendix A: IRB Approval of Submission 

STUDY EXEMPTION 

September 9, 2019 

Dear Martine Dorelien, 

On 9/9/2019, the University at Buffalo IRB reviewed the following submission: 

Type of Review: Initial Study 
Title of Study: The Evaluation of Organizational Climate Within an 

Anesthesia Practice and Its Implications for Certified 
Registered Nurse Anesthetist Recruitment and 
Retention 

Investigator: Martine Dorelien 
IRB ID: STUDY00003768 

Funding: None 
Grant ID: None 

IND, IDE, or HDE: None 
Documents Reviewed: • HRP-503-Template Protocol_Dorelien.docx, 

Category: IRB Protocol; 
• DNPProjectSurveyTemplate.pdf, Category: 
Surveys/Questionnaires; 
• scientificreview Dorelien.pdf, Category: Other; 
• Recruitment Email.pdf, Category: Recruitment 
Materials; 

The University at Buffalo Institutional Review Board has considered the submission for the 
project referenced above on 9/9/2019 and determined it to be Exempt. 

In conducting this study, you are required to follow the requirements listed in the Investigator 
Manual (HRP-103), which can be found by navigating to the IRB Library within the Click 
system. 

UBIRB exemption is given with the understanding that the most recently approved procedures 
will be followed and the most recently approved consenting documents will be used. If 
modifications are needed that may change the exemption determination, please contact the UB 
IRB Office. Also, see the Worksheet: Exempt Determination (HRP-312) for information on 
exemption criteria and categories. 

As principal investigator for this study involving human participants, you have responsibilities to 
the SUNY University at Buffalo IRB (UBIRB) as follows: 

1. Ensuring that no subjects are enrolled prior to the IRB approval date. 

2. Ensuring that the UBIRB is notified of: 
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 All Reportable Information in accordance with the Reportable New Information 
Smart Form. 

 Project closure/completion by submitting a Continuing 
Review/Modification/Study Closure Smart Form in Click. 

3. Ensuring that the protocol is followed as approved by UBIRB unless minor changes that 
do not impact the exempt determination are made. 

4. Ensuring that the study is conducted in compliance with all UBIRB decisions, conditions, 
and requirements. 

5. Bearing responsibility for all actions of the staff and sub-investigators with regard to the 
protocol. 

6. Bearing responsibility for securing any other required approvals before research begins. 

If you have any questions, please contact the UBIRB at 716-888-4888 or ub-irb@buffalo.edu. 

mailto:ub-irb@buffalo.edu
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Appendix B: Recruitment Email 

Greetings NYSANA members: 

You are invited to take part in an online survey exploring your views on current work environment, 
job satisfaction, and intention to leave current work position. This study is part of a research project 
being conducted by Martine Dorelien, a doctoral student from the University at Buffalo. 

CRNAs who are currently practicing in New York are invited to complete this survey. Retired 
CRNAs and SRNAs are not included in this study. Participation in this study is completely 
voluntary and your responses will remain anonymous. You may withdraw from this survey at any 
time. If you have any questions about this study, you may contact the principal investigator at 
martined@buffalo.edu. 

Your participation would be greatly appreciated. Please click on the provided link to access the 
survey. 

mailto:martined@buffalo.edu
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Appendix C: Consent Information Sheet 

Title of Research Study: The Evaluation of Organizational Climate within an Anesthesia Practice 
and Its Implications for Certified Registered Nurse Anesthetist Recruitment and Retention 

Principal Investigator: Martine Dorelien, RN, SRNA 

Institution: University at Buffalo, School of Nursing 

Collaborators: University at Buffalo, School of Nursing; Dr. Cheryl Spulecki, CRNA, DNAP 

Thank you for choosing to take part in this survey. This study is part of a Doctor of Nursing 
Practice (DNP) project being conducted at the University at Buffalo. The main objectives of this 
research study are to: 1) explore CRNAs’ perceptions of work environment, job satisfaction, and 
intent to leave current workplace, and 2) determine if work environment influences willingness of 
CRNAs to work or remain employed for a specific anesthesia practice. CRNAs are being invited 
to participate in an online survey in which they will be queried about their practice environment, 
level of job satisfaction, and intent to leave current place of employment. 

You are being asked to take part in this study because you are a currently practicing CRNA in New 
York. Your participation in this study is voluntary and you may choose to withdraw at any point 
during the survey. Your responses will remain anonymous and no identifying data will be 
collected. There are no foreseeable risks, nor are there any direct benefits to respondents by 
participating in this study. This survey will take approximately 20 minutes to complete. 

If you would like more information about this study, you may contact the principal investigator at 
martined@buffalo.edu. 

This research has been reviewed and approved by an Institutional Review Board (“IRB”). An IRB 
is a committee that provides ethical and regulatory oversight of research that involves human 
subjects. You may talk to them at (716) 888-4888 or email ub-irb@buffalo.edu. 

By clicking the “I agree” button below, you are consenting to participate in this study. 

mailto:ub-irb@buffalo.edu
mailto:martined@buffalo.edu
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Appendix D: Project Survey 
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Appendix E: Permission to Use Anticipated Turnover Scale 



     
 

            
  

 

52 EVALUATION OF ORGANIZATIONAL CLIMATE 

Appendix F: Permission to Use CRNA-Organizational Climate Questionnaire & Misener NP Job 
Satisfaction Scale 
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Executive Summary 

Some hospitals and anesthesia groups have difficulty recruiting and retaining certified registered 
nurse anesthetists (CRNAs). The research project “The Evaluation of Organizational Climate 
Within an Anesthesia Practice and Its Implications for Certified Registered Nurse Anesthetist 
Recruitment and Retention,” explored methods for improving the retention of CRNAs in a given 
anesthesia practice. Hospitals and anesthesia groups often attempt to resolve this by providing 
monetary incentives. Another method that should be explored by anesthesia practices is the 
promotion positive organizational climate in their establishments. 

Recommendations 

 Organizational climate (also known as work climate or practice environment) is the 
collective perceptions employees have of workplace policies, practices and standards 

 Positive practice environments are linked to increased job satisfaction and decreased 
intent to leave one’s position 

 Anesthesia practices should encourage positive organizational climate in the workplace to 
improve recruitment and retention of CRNAs 

 Some areas of focus should include improving relations between CRNAs and 
anesthesiologists, as well as relations between CRNAs and administration 

Methodology 

Recommendations were made based on the results obtained from the research project: 

 Quantitative, cross-sectional survey of CRNAs employed in New York State 

 Members of the New York State Association of Nurse Anesthetists (NYSANA) 
participated in the study 

 Exploration of CRNAs’ perceptions of organizational climate, job satisfaction and 
turnover intent 

 Determination of impact of organizational climate on CRNA willingness to remain at a 
given anesthesia practice 

 Responses of 82 participants were analyzed 

Findings 

 A majority of respondents were satisfied or very satisfied with their jobs and had no 
intention to leave their position 
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 Positive work climate was associated with high job satisfaction and decreased intent to 
leave one’s position 

o Decrease intent to leave one’s position was most strongly associated with positive 
perceptions of CRNA-anesthesiologist relations 

o High job satisfaction was most strongly associated with positive perceptions of 
CRNA-administration relations 

 CRNAs who work for an anesthesia group had better perceptions of organizational 
climate than those who are independent contractors 

 CRNAs who practice in a CRNA only group have the same perceptions of practice 
environments as those that practice in and anesthesia care team (ACT) 

Implications 

 Hospitals and anesthesia groups having difficulties with recruitment and retention of 
CRNAs should explore fostering positive practice environments 

 Improved CRNA retention may result in: 

o Better staffing 

o Decreased provider burnout 

o Improved patient safety and quality of care 
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