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§ The Department of Pediatrics within the School of Medicine (SOM) 
at an academic healthcare institution in Texas employs 30 advanced 
practice providers (APPs).

§ 24 of the 30 APPs are masters-prepared; the other 6 are doctoral-
prepared.

§ APP Job satisfaction was measured using the Misener Nurse 
Practitioner Job Satisfaction Scale (MNPJSS), a valid and reliable 
tool from The University of Portland1.

§ The MNPJSS comprises 6 different subscales1

§ For the professional growth subscale, the masters-prepared APPs 
had a mean job satisfaction score of 3.70 on the six-point Likert-type 
scale, corresponding to an answer of “minimally dissatisfied to 
minimally satisfied.”

§ Among the doctoral-prepared APPs, the mean job satisfaction score 
for the professional growth subscale was 4.2, corresponding to an 
answer of “minimally satisfied to satisfied.”

§ The leadership desired to improve job satisfaction among the 
masters-prepared APPs.
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Discussion 

Results
§ 86% (19) of the masters-prepared APPs attended the PDM 

educational sessions.
§ 55% (12) of the masters-prepared APPs submitted an “intent to 

apply” letter. 

***Note: 2 masters-prepared APPs resigned before the completion of 
this project, leaving 22 masters-prepared APPs.

§ A professional advancement model is critical for organizations to 
enhance job satisfaction, improve retention, and promote and 
reward clinical excellence4.

§ This quality improvement project gained interest and commitment 
from the masters-prepared APPs.

§ Long term, this institution desires to improve job satisfaction in the 
professional growth subscale of the MNPJSS among masters-
prepared APPs.

§ Ideally, the PDM’s impact and effectiveness should be followed 
long-term to measure the outcomes and impact on job satisfaction.

§ The Associate Chair for APPs will lead future steps and direction for 
APPs and follow job satisfaction scores 1-2 years post-
implementation of the PDM.

References 
1. Misener, T. R., & Cox, D. L. (2001).  Development of the Misener nurse practitioner job satisfaction 

scale. Journal of Nursing Measurement, 9(1), 91–108. 
http://login.libproxy.uthscsa.edu/login?url=https://search.ebscohost.com/login.aspx?direct=true&db=
rzh&AN=107053919&site=ehost-live&scope=site

2. Kapu, A. N., Card, E., Jackson, H., Kinch, J., Lupear, B. K., LeBar, K., Moore, D., Terrell, M., & 
Dubree, M. (2020). Development and testing of an advanced practice clinical advancement program 
within an academic medical center. Journal of the American Association of Nurse 
Practitioners, 33(9), 719–727. https://10.1097/JXX.0000000000000456

3. Scholtz, A. K., Ogle, S., Berry, A., Felix, A., Bailer A., & Hobbie, W. (2022). Supporting advanced 
practice providers through the development and implementation of an advanced practice provider 
professional advancement program. Journal of Pediatric Health Care, 36(2), 174-180. Retrieved 
online September 2nd, 2022, from https://www.jpedhc.org/article/S0891-5245(21)00035-3/fulltext 

4. Arthur, E., Brom, H., Browning, J., Bell, S., Schueler, A., & Rosselet, R. (2020). Supporting advanced 
practice providers' professional advancement: Implementation of a professional advancement 
model at an academic medical center. Journal for Nurse Practitioners, 16(7), 504–508. 
https://10.1016/j.nurpra.2020.04.012

5. De Milt, D. G., Fitzpatrick, J. J. & McNulty, S. R. (2011). Nurse practitioners’ job satisfaction and intent 
to leave current positions, the nursing profession, and the nurse practitioner role as a direct care 
provider. Journal of the American Academy of Nurse Practitioners, 23(1), 42-50. 
https://10.1111/j.1745-7599.2010.00570.x 

6. Hartsell, Z. A. (2020). Quantifying the cost of advanced practice provider turnover. SullivanCotter. 
Retrieved Novermber 24th, 2021, from https://sullivancotter.com/wp-
content/uploads/2020/02/Quantifying-the-Cost-of-Advanced-Practice-Provider-Turnover.pdf 

Methods
§ A literature review was conducted to find interventions that 

improve job satisfaction among APPs.
§ A steering committee was established; it consisted of the Vice 

Chair for APPs and 3 other APPs from different divisions (PICU, 
Hematology/Oncology, and GI). 

§ The steering committee collaborated to create and implement a 
professional development model (PDM) for masters-prepared 
APPs.

§ The PDM was designed to align with the 4 pillars of excellence at 
this academic institution: clinical practice, teaching, research, and 
service. 

§ Publications by Vanderbilt University Medical Center (VUMC) and 
Children’s Hospital of Philadelphia (CHOP) served as a strong 
reference and foundation2,3. 

§ Approval for the PDM pilot program was obtained from various 
members of the SOM leadership team.

§ Educational sessions were conducted in person at the healthcare 
institution and made available virtually to educate the APP group 
on all aspects of the PDM, including qualification criteria and the 
application process.

§ The quality improvement project lead disseminated the “intent to 
apply” letter during the educational sessions.

§ The ”intent to apply” letters were collected during the educational 
sessions and via email.

§ The “intent to apply” letters were utilized to measure the APPs’ 
interest and commitment to apply for the PDM during the 
evaluation period. 

§ Since the evidence supports that a PDM is a tool to increase job 
satisfaction and there is not enough time to measure post-
intervention job satisfaction scores, the “intent to apply” letter was 
used as the main measurement for this project. 

Table 1. Demographics of APPs in the Department of Pediatrics 
who participated in the MNPJSS survey
Variables Values (N=21)

Gender Female = 21
Male = 0

Years of experience 0-1 = 1
2-5 = 2
6-10 = 8
≥ 11 = 10

Education DNP or PhD = 6 APPs
Masters = 24 APPs

Discipline Physician Assistant  = 1
Nurse Practitioner = 20

Background & Significance
§ Decreased job satisfaction can increase turnover rates among 

APPs.  
§ Additionally, high turnover can negatively affect patient outcomes 

through inconsistent care. 
§ A lack of career advancement was a common reason nurse 

practitioners left their workplace5.
§ Survey research estimated that APP turnover costs between 75% 

and 100% of an employee’s annual salary6.
§ The literature demonstrates that promoting individual recognition 

and providing opportunities for professional advancement and 
development improves job satisfaction2.
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