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Abstract

Study on the continue working and commitment of nurses early in their career

In the third year after graduation, the turnover rate of nursing staff is higher than that of new staff,
and at present, there is insufficient support for nurses in their early career to ensure they continue
working in the profession. This study focused on the factors that hinder continue working for nurses
who have left the first workplace. The study also examined the multiplicity of individual commitments
and awareness of belonging to an organization, aiming to clarify aspects of nurses’ desire to continue
working and their commitment early in their career.

This thesis is composed of three chapters. The first chapter reviews the literature on the continue
working and commitment of nurses in their early career to extract the issues that form the focus of this
study. Chapter 2 clarifies the processes of nurses in their early career that lead to either continue
working or leaving the first workplace, and examines the differences between the two processes. These
processes were analyzed using a modified grounded theory approach based on data from a
semi-structured interview survey with eleven fourth-year nurses who continue working after being

recruited as new graduates to a hospital with acute facilities, and nine nurses who left the first



workplace in two to three years after being recruited as new graduates. Chapter 3 provides a
comprehensive review of the aspects of continue working and commitment of nurses in their early
career, based on the processes of continue working or leaving the first workplace identified in Chapter
2.

The identified processes of continue working or leaving the first workplace indicated four issues
that must be overcome for nurses to maintain continue working in their early career. Issue Number 1
was the ability to withstand shock and stress during periods of shock and stress. Issue Number 2 was
the increase in the amount of work that could be performed during periods of effort and endurance.
Issue Number 3 was changes in the relationship with senior nurses for the better during periods of
improvement. Issue Number 4 was the collaboration with senior nurses as part of a team during
periods of development. The nurses who left the first workplace had completed up to the second stage
associated with maintaining continue working. The study found that the presence of senior nurses with
whom the nurses were not collaborating well and the hierarchical relationship with senior nurses that
nurses were unable to overcome hindered both the resolution of human relationship issues and
continuing working after the third stage. The commitments that related to a sense of belonging for
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nurses early in their career were commitments to “work,” “senior nurses,” “specialty,” and “career.”
The study hypothesized that nurses in their early career might continue to work if they could
strengthen their attachments based on their sense of belonging to the safety of the workplace by
forming a commitment to “work” and “senior nurses.” However, the results suggested that a sense of
awareness of belonging to the safety of the workplace may conversely slow the growth of nurses in
their early career. Nurses early in their careers could instead seek out their future career and opt to
leave the profession. To avoid these outcomes, it is important for nurses to find nursing jobs and
relationships in the workplace that can increase their professional skills and careers early in their
career, with the support of their supervisor, the head nurse. This route would form the basis for
organizational commitment that would lead to the personal growth of nurses and retention in the
workplace.

No previous study had examined the situation of nurses who have left the first workplace, except for
newly graduated nurses. Studies on the multiplicity of individual commitments are likewise scarce.
Surveying nurses who have left the first workplace clarified the factors that hinder continue working.
Investigating the commitment of nurses in their early career also provided insight into organizations’
lack of support for retaining nurses in employment. This study has great significance for tackling the

issue of retaining nurses in the profession early in their career.
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