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ABSTRACT

Introduction: Recently, the unemployment ratio for nurses at European level reached 9% and an increased among nurses has
been reported around the world. In several countries, such as Italy, searching for a nursing job has become a complex challenge.
However, factors affecting the success in finding a nursing position have not received attention to date.
Methods: Aiming to synthesize the knowledge available on the process of searching for a job as a nurse, an integrative review
of the literature was performed. A total of 419 articles were retrieved and 126 studies were eligible. Two researchers working
independently have scrutinized the eligible articles. A total of 6 studies have been included and a content analysis was performed.
Results: A content analysis of the studies was performed and the articles were categorized in accordance to the key findings
in three themes: 1) voluntary and forced unemployment; 2) strategies adopted by nurses in searching for a job; and 3) factors
influencing success in searching for a nursing job. Individual factors may play a great role in finding a nursing job in times of
economic crisis. The lack of clinical preparedness and managerial competence perceived by newly graduated nurses may affect
their success in searching for a nursing job.
Conclusions: Newly graduated should be prepared to face with the challenging process of finding a nursing job. Different
policies have been suggested at individual, faculty and hospital levels.
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1. INTRODUCTION

The economic crisis of 2008 in some European Union coun-
tries has led health services to pursue cost containment mea-
sures.[1] Nurses’ positions have been frozen or reduced, and
due to revisions to retirement policies, the possibilities for the
retirement of nurses have diminished therefore reducing the
opportunity for new graduates to find employment.[2] These
factors have increased the unemployment ratios for nurses,[3]

which have become one of the most important issues in

several countries resulting from an imbalance between the
demand and supply of nurses.[4]

Various unemployment ratios for nurses have been docu-
mented around the world.[5] In Canada the unemployment
rate is around 7%, in Colombia it has recently reached 39%,
in Korea 40.9%, and in Mexico 43%.[6] In Kenya, South
Africa, and Nigeria at least 30,000 unemployed nurses were
documented around ten years ago;[7] in India and in the
Philippines, high unemployment rates have also been re-
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ported among nurses.[8] In Europe, the unemployed ratio
has recently reached 9%[5] and in Italy, it has been recently
reported an unemployed ratio of 38% after one year of grad-
uation.[9]

In several countries, searching for a nursing job has become a
complex challenge[10] and newly graduated nurses face many
barriers to seeking a position.[11] New graduates are required
to develop competitive strategies to meet new job demands
that require more experience, skills and a competitive ori-
entation.[12] When the entire process fails and prolonged
unemployment occurs, competences and skills developed
during nursing education may be threatened, and a sense of
detachment to the nursing profession may be developed, then
requiring more support during the transition from graduation
to employment.[13]

However, the issue of factors affecting successful employ-
ment as a nurse, has not received attention to date, possibly
due to different factors, such as: a) nursing shortages in
some leading countries are still present, affecting therefore
the likely possibility of finding the expected position; b) more
attention given to the transition from student to registered
nurse;[14] on the other hand, c) the amount of graduate nurses
are limited in some countries, in accordance with the limited
nursing educational opportunities, and also with the higher
ratios of academic failure; and d) the labour market is more
attracted to expert clinical nurses. Therefore, employment
opportunities are not readily available for new graduates.

Summarizing the knowledge available on the process of
searching for a job as a nurse, and on the individual fac-
tors that may positively affect the process, was the general
intent of this integrative review.

Searching for a nursing job as a new graduate
In accordance with Brasher and Chen, the process of search-
ing for a job is not well defined: having received a job offer
and, thus, accepting a job placement, should be considered
together with other factors. Job searching is a multidimen-
sional construct and while predicting job search success, both
individual and some situational variables should be consid-
ered.[15]

The job searching process for new graduates typically in-
volves some steps: new graduates first generate a list of job
alternatives, prepare for the job search process, then initiate
the job search process (e.g., mailing resumes) and finally
select a job from one or more offers that are received.[16] The
job search intensity measures the frequency of job search
behaviour enacted during the process, while the job search
effort describes the perceived investment of emotional energy
in the job search process.[16]

Moynihan et al.[17] have documented that the first phase
in job searching is extensive (searching information among
friends, family) and it is considered effective antecedent of
job searching outcomes measured in increased number of job
interviews, number of offers received and more likely to find
a job. During the first phase the new graduate’s exploration
of the work environment[18] and the ability to cope with the
views of the recruiting employer may influence outcomes.[19]

Personal contacts are crucial in increasing the number of jobs
placement opportunities rather than formal contacts.[20]

Individual factors seem to predict effectiveness in job search-
ing. It was found that higher self-efficacy in job searching
predicts effectiveness in preparatory, active and intense be-
haviours enacted in searching for a job, as well as the capa-
bility to activate informal resources, to manage a number of
interviews, and success in finding a job.[21] Several instru-
ments of self-efficacy in finding a job have been validated
(e.g., the Search for Work Self-Efficacy Scale by Avallone
and Pepe).[21] Self-efficacy also predicts the ability to fit with
the job (Person-Job Fit, PJF) and with the organization’s de-
mands (Person-Organization Fit, POF) thus converting a
job interview into an actual offer.[17] A proactive personal-
ity has been also positively associated with job searching
self-efficacy, considered as the confidence of a person with
the ability of searching for a job and the number of work
interviews performed and offers received.[22]

In addition to individual factors, contextual factors may also
play a role. For new graduates migration to find a job is
related to the advancement of professional opportunities, to
a better quality work environment, to salary and the stability
of the work position.[23]

Success in job finding is based on the evaluation of the initial
salary, the degree of congruence between the position and
the graduation achieved, the job position accepted and job
quality because those under higher pressure are more likely
to accept the first offer received.[24]

2. METHODS
An integrative review of the literature[25] was performed. The
following databases were accessed in July and August 2015:
MedLine, CINAHL, Scopus, Business Source Complete,
EconLit, TextLegal Collection, Regional Business News,
DARE, Cochrane, NHS-EED. In accordance with the re-
search question, the following strategies were performed:

• “Nurses” [Mesh] AND “job application” [Mesh] AND
“employment” [Mesh];

• “New graduated nurses”[Mesh] AND (“job search”
OR “job seeking”) (key word) AND “successful job
search”(key word) AND “successful job seeking” (key
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word);
• “Nurses” [Mesh] AND “job application”[Mesh] AND

“workplace employment” [Mesh];
• “New graduated nurses” [Mesh] AND (job search OR

job seeking) (key word) AND “workplace employ-
ment” [Mesh].

• Using the same key words, grey literature through
Google database was also searched. No limitations in
time and language were applied.

A total of 419 articles were retrieved and, among these 139
were duplicates and therefore excluded. Among the remain-
ing 280 articles, according to the evaluations made by two
independent researchers who have scrutinised the titles and
the abstracts, 123 articles were judged relevant to the re-
search question. An ascendant and descendent searching
of articles[26] analysing the references reported and the ci-
tations obtained by each article as reported by the Scopus
database was also performed. A total of three new articles
were retrieved. Therefore, 126 studies were eligible.

Two researchers (GP, AP) have scrutinised the eligible ar-
ticles independently, deciding their inclusion on the basis
of the following criteria: 1) primarily studies including new
nursing graduates or students at the point of their gradua-
tion, and 2) reporting empirical data using either qualitative
or quantitative methodologies. Some 22 articles were eli-
gible and only six were pertinent to the inclusion criteria
above-mentioned.

In accordance with Whittemore,[27] included studies were
critically examined by two researchers (GP, AP), in an in-
dependent manner, in their aims, study design appropriate-
ness, sampling and sample methods (inclusion and exclusion
criteria, sample size, follow-up when appropriate), in the
measured variables, as well as in the dropouts, and bias.
Statistical analysis performed (when appropriate), findings
presented, discussion and applicability of the results were
also critically evaluated. A brief presentation of the method-
ological issues emerged through this critical evaluation has
been reported within the results.

Therefore, a content analysis[26] of the studies included was
also performed by two researchers, in an independent fashion.
Each article included[28–33] was read and re-read in its full
text aiming at capturing the main findings. In accordance to
the main contents, three categories have emerged:

(1) Voluntary and forced unemployment: In this theme,
those studies were included describing forced unem-
ployment as those willing to work as a nurse, without
having the possibility due to labour market reasons;
and those voluntarily unemployed as those not search-
ing for a nursing job due to personal reasons.

(2) Strategies adopted by nurses in searching for a job:
As the interventions enacted by new graduates with
the aim of finding a job as a nurse as documented by
studies, and

(3) Factors influencing successfully the attainment of a
position as a nurse: In this theme those studies were
categorised that focused mainly on individual factors
affecting success in nursing the search for a nursing
job.

Given that studies were focused on multiple themes, each
study was categorised according to the prevailing theme.

3. RESULTS
3.1 Methodological aspects of the studies emerged
As reported in Table 1, the six articles retrieved were pub-
lished from 2008 to 2012 based on data collected from 2003
and 2011. The studies were conducted in Brazil, Canada,
Italy, Japan, Mexico, and USA.[28–33] Four were based on
quantitative study designs,[29–31, 33] one on qualitative study
design[28] and one on mixed method.[32] The majority of the
quantitative studies were based on a retrospective design (3
out 4), followed by a cross-sectional study (1 out 4).

The studies included a sample ranging from 63 participants
to 107,313. While quantitative studies have involved a total
sample of 108,328 participants (min 63, max 107,313), that
based on qualitative design involved a total of 114 while
the remaining mixed-method study involved 37 participants
for the qualitative approach and 115 for the quantitative ap-
proach.

The age range of participants was from 18 to 65, while re-
garding gender, the studies involved have reported higher
percentages of females (from 80.4% to 100%). The stud-
ies were developed mainly at the university level; in one
case[30] employment agencies were also included, while in
another[29] the research process was conducted at the state
level.

3.2 Voluntary and forced unemployment
From the findings that emerged, there is a proportion of
forced unemployed nurses (10.6%)[28] represented as those
nurses searching for a nursing job without success after two
year of completing the nursing degree. Within this group,
it is possible to also include those nurses employed in dif-
ferent roles such as nursing aides: 0.4%[29] and 12.5%.[28]

Moreover, there is also a proportion of voluntary unemploy-
ment including those new graduates who will continue to
study (26%,[31] 1.4%[29]) or those who have the expectation
to postpone their entry into a working position for personal
reasons.[30]
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Table 1. Themes of the studies included, and main characteristics
 

 

Themes 
Voluntary or forced 
unemployment 

Strategies adopted by nurses in the 
process of searching for a job 

Factors influencing success in searching for a nursing job 

Author(s) 
and  
Country(s) 

Kawaguchi et al.  
2008[30] 
Kyoto, Japan 

Hirsch 2011[29] 
Washington, 
USA 

Palese et al.  
2009 [33] 
Udine, Italy 

Colenci & Bereti 
2012[28] 
S. Paolo, Brasil 

Freeman et al. 2012[32] 
Windsor, Canada   

Martinez et al. 
2010[31] Mexico

Primary 
purpose of 
the study 

To examine inactive 
nurses’ job-searching 
behaviours to return to 
workplace where 
serious difficulty of 
meeting demand and 
supply of nurses 
exists. 

To examine the 
employment 
status of the 
newly licensed 
nurses. 

To describe 
factors 
influencing the 
first choice of 
employment in a 
public sector. 

To analyse the 
graduates’ 
perceptions 
regarding their 
development 
process, focusing 
on the conditions of 
entering the job 
market and the 
demands they deal 
with in their 
professional life. 

To explore the migration 
intentions of graduates and 
the factors influencing their 
decision-making. 

To analyse the 
factors 
associated with 
the 
expectations to 
migrate abroad 
among nursing 
students. 

Study 
design, 
data 
collection 
baseline 

Study Design = R 
Baseline = 2004–2005 

Study Design = R
Baseline =  2009–
2010 

Study Design = R
Baseline = 2003–
2004 

Study Design = 
CSD 
Baseline = 2007 

Study Design = MM  
Explanatory sequential  
Baseline = 2011 

Study Design = 
CS 
Baseline =  
2007 

Participants 

Unemployed, 
registered in Nursing 
Association Computer 
System  
N = 107,313  
Age = 18–24; 
Female = 100% 

Washington State
Newly licensed 
nurses  
N = 532  
Age = 21–65;  
Female = NR 

University of 
Udine  
New graduates   
N = 63 
Age =  24 (± 2.9);
Female = 91.1% 

Faculda de 
Marachal Rondon 
New graduates 
N = 114 
Age = 32.7% 
(26-30); Female = 
85.6% 

Canadian University  
New graduates 
N = 152 (115 QN; 37 QL) 
Age = 23 (21–53);  
Female =  80.4% QN; 15.3% 
QL 

Mexico City 
University  
Students  
N = 420 
Age = 20–24;  
Female = 
85.6% 

Variables 
under study 

Work experience, 
duration of 
employment and 
reasons for leave the 
job; qualification and 
number of preschool 
children; desired 
institution, department 
and employment status 
(part time or full time); 
working profile (day 
shift only, night  shift 
only or rotating shift) 

Finding first job 
(e.g., strategies 
adopted, number 
of applications) 
and job 
satisfaction 

Number of 
applications 
submitted; 
number of 
interviews 
performed; 
number of offers 
received; factors 
influencing the 
selection of the 
best offer to 
consider 

Perceptions about 
the professional 
education received; 
difficulties in 
getting the first job 

Factors influencing 
migration (economic reward, 
professional development, 
healthy work environment, 
safe living and work 
environment, opportunity for 
adventure, autonomy in 
choice of workplace, social 
support and support in ethical 
practice) 

Marital status; 
father’s 
education level; 
income in the 
family; 
relatives in 
foreign 
countries 

Key 
findings 

Having preschool 
children is one of the 
factors that delays 
finding a job and 
failing to obtain 
desired workplace and 
working profile; 
nurses with higher 
educational 
backgrounds tend to 
spend longer finding 
jobs. 

Nearly 81% 
reported to be 
hired as a nurse, 
and 69.5% were 
very or somewhat 
satisfied with 
their employment 
situation. New 
graduates apply 
for several 
positions in 
different 
institutions in a 
market that do not 
allow for job or 
position choice. 
For those 
dissatisfied, the 
position they 
accepted was a 
compromise 
between the 
necessity to work 
and the 
expectation. 

The new 
graduates 
presented 101 
applications and 
had 77 
interviews; the 
choice of hospital 
depended on the 
initial interview 
with the nursing 
directors and the 
following 
variables: the 
availability of 
places in the 
requested ward; 
the kind of 
patients 
admitted; the 
possibility to 
apply the nursing 
knowledge, and 
the desire for 
professional 
advancement. 

The lack of 
preparedness in 
clinical training, 
market competition, 
as well as the few 
nursing positions 
available in the 
region, were the 
main obstacles in 
finding a job as a 
nurse. More 
managerial 
competencies are 
required by newly 
graduates. 

The majority of the 
participants (86%) preferred 
to work in Canada. However, 
those willing to work in the 
USA, were 66.1%. Knowing 
a nurse who worked in the 
US and living in a border 
community were predictors 
of migration. Those intended 
to migrate have reported 
significantly higher 
expectations regarding 
economic, professional 
development, healthy work 
environment, adventure and 
autonomy values, and 
believed that these would be 
met in a country other than 
Canada. Clinical instructors 
and experiences play a 
significant role in framing 
students’ perceptions of the 
work environment, 
influencing their choice of 
specialty and where they 
searched for their first job. 

A total of 69% 
of the 
informants 
expressed their 
intention to 
search for a job 
abroad, in 
Canada, 
followed by 
Spain and the 
USA. Variables 
predicting 
migration 
expectations 
were, among 
other, income, 
and the 
perception of 
poor labour 
conditions and 
low wages in 
Mexico. 

Note. Study design: R = Retrospective; CS = Cross-sectional; MM = Mixed Method; CSD = Qualitative Collective Subject Discourse; QN: quantitative study; QL: qualitative study. 
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A large study conducted on a sample of 107,313 Japanese
female nurses, those with pre-school children had a longer
period of job search and for them it was harder to find a job
than women without children. Kawaguchi et al.[30] have
shown that a period without working of more than two years
has a negative correlation with the probability of finding a
job and, at the least, a long term working break may de-
crease job-seekers’ skill levels. However, the same study
showed that Japanese female nurses with higher academic
backgrounds had a higher probability of finding a job in their
desired workplace. This was voluntary unemployment be-
cause the nurses with higher academic education spend more
time in job searching until they have obtained the position
desired.[30]

3.3 Strategies adopted by nurses in searching for a job
Hirsch,[29] in order to evaluate the employment status of
nurses in Washington State (USA), from 2009 to 2010 ad-
ministered a questionnaire to a sample of 532 nurses. At
the time of the questionnaire, around 80.8% were employed
as a nurse, 15.1% were looking for a nursing job, and 0.4%
were already working but not as a nurse. A few participants
(1.4%) were unemployed and were not looking for a job
as a nurse. The participants reported having used several
strategies to find a job (web = 87.7%, personal contacts =
72.1%; newspaper advertisements = 42.3%; telephone con-
tacts = 36.2%). Among the participants, a large number
(47%) had applied for more than eight jobs, and more than
a quarter (28.2%) for one or two jobs. After having applied,
the majority (64.3%) had attended one or two interviews,
but more than a quarter (26.7%) had attended from three
to five interviews. A large number of participants (70.5%)
had received at least one job offer, and a quarter (26%) from
two to three offers. The time elapsed from the beginning to
the end of the job searching process lasted less than three
months (58.7%) to four and six months (20.5%). The factors
that were taken into consideration in the decision to accept a
job offer were mainly related to the place of work (55.6%),
the reputation of the employer (49.4%), the possibility of a
period of internship/preceptorship (39.1%). However, 34.1%
of participants reported that there were no factors affecting
the decision given that they had received only one offer.

Palese et al.[33] showed the strategies adopted by Italian
new graduates in the public sector, which are recruited on
the basis of public selection. Candidates have to formally
submit their curriculum as employment applications. In ac-
cordance with the findings, new graduates made on average
2.2 (Standard Deviation [±] 1.06) employment applications
and attended on average 1.7 (±0.6) interviews. The decision
to accept a job offer was based mainly on the possibility to

choose the ward on which to start working as a nurse (23;
56.1%), and the abilities of the recruiting nursing manager
who conducted the interview (14; 43.1%).

3.4 Factors influencing success in finding a nursing job
Colenci and Berti[28] interviewed three groups of new gradu-
ates with the aim of analysing the perceptions that they have
with regard to their education in view of the conditions for
entering the job market. The first group was working as a
nurse (55.8%), the second as nursing aides while the third
as nursing technicians (12.5% and 5.7%). The remaining
new graduates were not working as a nurse due to unemploy-
ment (10.6%) or due to employment in a role outside nursing
(14.4%). Each group expressed a lot of difficulties regarding
the job search, because during nursing education, both theory
and clinical internship experiences were below expectations
and very poor. The clinical internship was repetitive and the
nursing activities, especially those requiring higher compe-
tences such as enteral catheterization or blood gas analysis,
were never experienced and achieved. Therefore, the lack
of clinical preparedness and managerial competences was
considered to affect the ability to find a job as a nurse in the
competitive labour market. New graduates reported that the
recruitment processes attracted a large number of nurses with
several years of experience who had more skills compared to
them.[28]

Success in searching for a job is also influenced by the labour
conditions both of the donor and receiving country in the
case of migrant nurses. Freeman et al.[32] have explored the
migration intention of those newly graduated in nursing and
the factors influencing their decision-making. Those with
the intention to migrate (66.1%) reported significantly higher
expectations in their own economic and professional devel-
opment, professional autonomy and personal safety, as well
as expecting a healthy work environment. Migration was
related to the quality of care offered to patients, as well as
the economic pressures and the possibility of being engaged
in particular professional fields. Decision making about mi-
gration was also influenced by other factors such as clinical
experiences and clinical instructors who may influence the
new graduate’s first clinical choice where they have secured
their first job. Knowing a nurse who lives abroad and living
in a border community are strong predictors of searching for
a nursing job abroad.[32]

Also Martinez and colleagues[31] reported that 69% of nurs-
ing students had the intention to move abroad for job seeking
(65%) and/or to continue their studies (26%). The variables
associated with the intention to migrate were among others
(e.g., having relatives abroad, < 24 years old), the limited in-
come, the limited possibilities for professional development
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and the perception of poor labour conditions in their own
country.

4. DISCUSSION

4.1 Methodological issues
Only six studies have emerged. The majority of them were
conducted before the economic crisis affecting the Western
world.[34] Studies have described the phenomenon mainly
for women thus reflecting a possible gender bias in the find-
ings,[26] although most nurses are female. The retrieved
studies involved mainly newly graduated nurses, with a wide
age range, from young new graduates (18 years[30]) to ma-
ture (from 26 to 30[28]), up to 65,[29] thus reflecting different
job expectations and job searching capabilities. The studies
did not compare the job searching process and outcomes
between new nursing graduates and those graduates in other
health-care fields which may have different job opportunities.

The emerged studies are sparse, involving individual coun-
tries which may have reflected the particular conditions of
the labour market; no longitudinal study design has emerged
which should be considered the most appropriate design in
this field in accordance with the need to discover the factors
affecting the process which may change over time. Studies
based on prolonged follow-up periods are suggested in accor-
dance with the increased length of unemployment reported
in some countries.[13]

The studies were conducted mainly by the universities, in-
dicating that faculty members are concerned regarding the
future of their new graduates; only one study[30] has involved
government bodies overseeing employment issues. Employ-
ability[35] is not just the problem of the newly graduated
individual or the Higher Education Institutions (HEIs) but
should also be an issue for employers. Often, however, the
employability clashes with the different expectations of the
actors involved: HEIs and employer expectations are focused
on different missions, to develop competences in a specific
discipline, and having workers capable of acting effectively
in complex environments, respectively. The expectations
of HEIs and those of the employers should be aligned to
help new graduates to design their careers effectively without
having to undergo exhaustive job searches.[11] Therefore, in
future research, given that the transition from graduation to
employment affects both universities and the world of work,
cooperative studies are suggested.

The time lag from the data collection process to publication
varies up to a maximum of five years;[28, 33] in addition, some
data were missing in studies, such as the gender of partici-
pants,[29] thus suggesting more rigorous studies including all
information for enabling a critical assessment of the external

validity[26] of findings over the years.

4.2 Barriers to find a nursing job: the concept of volun-
tary and forced unemployment

New graduates desire to find a job as a nurse in a short time,
but some of them postpone their job search for personal rea-
sons.[28–30] Thus, from the findings, in addition to a forced,
involuntary-based unemployment period while new gradu-
ates are trying to find the expected nursing position, there is
also a voluntary-based unemployment period due mainly to
individual factors such as family commitments.

These different unemployment conditions, due to different
reasons, may reflect the difficult labour conditions, as well
as new graduates’ unpreparedness to deal with the complex-
ity of the labour conditions but also personal needs.[36] For
Tomlinson[36] there are at least three possible profiles with
regard to job searching: a) refugees who demonstrate peri-
odical work-detachment, abandoning the job or preferring
temporary solutions; they feel unprepared and prefer to plan
work commitments on a temporary basis, assuring pauses for
personal freedom and needs; b) ritualists are those demon-
strating less emotional involvement, they are interested in
relative economic security rather than professional develop-
ment; in addition, they are not attracted by competition and
they may accept jobs outside nursing; and c) careerists are
those demonstrating strong orientation to work and to career
development; they are committed and determined to achieve
the desired career as a nurse.

With the time elapsing due to forced unemployment, new
graduates may reduce their expectations and accept different
jobs or lower positions.[11] Accepting different or lower posi-
tions (e.g., as nursing aides)[28] could become frustrating for
the individual, and expensive for countries that have invested
in nursing education, and a waste because the valuable com-
petences for the health of its citizens are not exploited. Also
for those who are voluntarily unemployed, postponing the
entrance into work may affect competences and attachment
to the profession.[37] Further studies should differentiate be-
tween voluntary and forced unemployment as well as the
proportion of those accepting a compromise, thus working
in different or lower positions, while awaiting a nursing job.

4.3 Strategies adopted by nurses in searching for a job
Searching for a job is a process that involves informal and
formal strategies: the informal networks reflect the relation-
ship of the newly graduated with a range of resources (e.g.,
personal contacts) able to facilitate the finding of a job, while
formal strategies are represented by classic channels (e.g.,
list of job positions published by hospitals). In other fields,
such as Humanities, Social and Natural Sciences, Law, Engi-
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neering and Management new graduates with a number of
informal contacts appear to be more effective in searching
for a job but not necessarily able to find the expected position
when starting out.[20]

In accordance with the numbers of attempts reported by avail-
able studies,[29, 33] searching for a job seems to be complex
and expensive: requires tenacity on the part of the newly
graduated, and above all, requires employers to have a need
for new graduates. In times of economic crisis new grad-
uates probably intensify their efforts, the duration of their
job search is longer up to six or more months[29] but the
willingness of employers is very limited. In this scenario, the
acceptance of a job offer may involve a compromise (e.g.,
accepting a role as a nursing aide); possibly, the process of
searching for a job may also occur in a different manner due
to scarce job opportunities and high competition. In this
context, new graduates with less informal contacts may have
more difficulties compared with those equipped with several
networks; helping undergraduates to develop effective rela-
tions during their education with clinical tutors and nursing
leaders at the hospitals attended, could help them gain a first
reference network on which to move while searching for a
job.

Searching for a job is a process, starting with a preparatory
phase and proceeding to a more active and intense phase, in
which people explore, measure themselves, and change over
time the strategies adopted to achieve the outcomes.[38]

Therefore searching for a job is itself a learning process,
probably never experienced before in its complexity by new
nursing graduates. According to the self-regulation theory,
interacting with the environment, new graduates receive feed-
backs with regard to the behaviours adopted which they
may self-regulate in accordance with the feedbacks received.
However, different self-regulatory mechanisms of thought,
emotions and behaviours have been reported among job seek-
ers:[39] those new graduates with a focus on promotion are
sensitive to success and use energy to achieve their purpose
of finding a job; those with a focus on prevention are sen-
sitive to defeat and therefore they mainly activate energy
to protect themselves. Nurse educators have many oppor-
tunities to identify those students who are not proactive or
with low self-efficacy; as well as those not learning when
feedbacks are offered or those with a preventive focus: many
strategies should be undertaken for these students especially
in order to enhance these abilities. These strategies should
draw on studies that test in the field of nursing education,
strategies and their effectiveness to help students in develop-
ing proactive, self-efficacy, able to learn through feedback,
and with a promotion focus.

In accordance with the definition given by Brasher and
Chen,[15] the process of searching for a job should be con-
sidered together with other factors such as the job search
duration, the job quality, the initial salary, and the degree of
congruence between the academic field studied and the job
position accepted. Current literature available in the nurs-
ing field is more focused on the process of searching for a
job regardless of its outcomes; therefore, more studies are
needed.

4.4 Factors influencing success in finding a nursing job
In contrast to the findings of McKeown and Lindforff,[11]

new nursing graduates do not underestimate the competitive-
ness of the labour market.[28] However, the lack of clinical
preparedness and managerial competences, which are es-
sential to the process of job searching, may affect success
in searching for a nursing job. Some HEIs coach students
in developing personal strategies aimed at increasing their
employability including specific seminars within the cur-
riculum, while other HEIs work in partnership with poten-
tial employers. However, some universities still think that
employers and HEIs have two different and inconceivable
missions: teaching and researching for universities vs. de-
veloping services, products and business for employers.[35]

In nursing education, clinical placements represent a great
opportunity in which HEIs and health care institutions may
align their mission and expectations helping new graduates
to be prepared for the competition to find a job.[28] Uni-
versities should prepare the next generations to be able to
face the challenges of the labour market, building a partner-
ship with representatives and stakeholders of the working
world, and the recruitment process must take into account
the possibility for the new graduate to express choice about
the clinical ward. Offering simulations, videos, supervised
activities may increase the preparedness of the new graduates
and their capability to perform an effective self-presentation
in a resume or in an interview;[40] these strategies may also
increase proactivity[41] and motivation[42, 43] as documented
by a meta-analysis focused on job search interventions.[44]

In addition to the individual factors affecting the ability to
deal with the complexity of the labour market, some contex-
tual conditions such as the safety of the health care environ-
ments, the security perceived, the salary and the possibility
for professional and career developments, may determine the
decision to leave one’s own country in favour of searching
for a job abroad.[31, 32] With the growth of countries suffer-
ing from recession in which the supply model of nurses is
unaligned,[4, 5] and where the amount of nurses graduating
every year is appropriate to the needs of the country but the
chances of employing them are really limited,[5] the decision
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to remain in the country or to leave is largely based upon
which global players offer a job opportunity first.[15] Find-
ing a job in a country that does not have enough nurses and
where the economic conditions are better is easier: takes
fewer interviews and fewer applications if the language is
acknowledged.

4.5 Limitations
There are several limitations of this integrative review: stud-
ies involving a mix of populations (new graduates, students)
with different study designs, in different countries and over
14 years, were included with the aim of gaining a comprehen-
sive view of the studies available in the field. The reasons for
nursing migration were not explored in depth in accordance
with the main aim of the study which was to understand
the individual factors affecting the job search as a nurse.
The external validity of the findings that emerged is affected
by economic and labour market conditions, as well as by
changes in working conditions, rules and constraints that
have emerged in several countries in recent years. Therefore,
there is a need to continue to develop research in this field
aimed at updating the evidence produced in different eco-
nomic and labour market conditions. In addition, nursing
researchers should address the lack of knowledge that has
emerged to develop a more solid body of knowledge to be
able to take more evidence-based approaches in the future
introducing students to their first job search and effectively
planning their career.

5. CONCLUSIONS AND IMPLICATIONS FOR
LABOR POLICIES

Searching for a job as a nurse in some countries has become
difficult: some patients receive limited nursing care when
they have need for much more, but the economic conditions
of these countries require significant staff reductions. There-
fore, paradoxically, searching for a nursing job in countries
where an increased nursing shortage is documented may be-
come difficult and intensely competitive. In the attempt to
find a job, new graduates may accept lower positions with
roles below their professional education; in addition, hospi-
tals facing critical staff conditions may be more attracted to
competent nurses than those recently graduated. With the
increased time elapsing from graduation to employment, the
competences of the new graduates may decline, determining
increased difficulties in finding a nursing position. Under-
standing the strategies adopted by new graduates to face a
difficult job market and to avoid involuntary unemployment

has become urgent for faculty members, nursing leaders and
hospitals.

Few studies to date have developed knowledge in the field
of searching for a nursing job. Studies emerged are sparse,
performed before the current economic crisis, conducted in
different labour market conditions, and mainly descriptive in
nature. The studies have reported the process enacted by new
graduates in searching for a nursing job, and the factors in-
fluencing their success, without taking into consideration the
personality traits of the nurses which may influence the strate-
gies adopted and the achievement of the expected nursing
position. In addition, the outcomes of the searching process
for a nursing job such as the initial salary, the quality of the
initial position, its duration, and the degree of congruence
between the position obtained and the graduation achieved
need to be documented in further studies.

From the prospective of the new graduates, there is a need
to increase their competiveness and their ability to face a
complex labour market changes. New graduates should be
prepared to deal with the challenging process of finding a
job. During nursing education, HEIs should design and offer
courses focused on job searching skills where students may
be oriented to the most effective strategies, as well as how to
prepare a curriculum vitae and effectively manage a job inter-
view. New graduates should be involved in clinical training
also after graduation, aiming at maintaining competences:
therefore, continuing educational strategies, mainly compul-
sory required and offered at the theoretical level in several
countries, should also include clinical training opportunities.

Faculties and health care institutions may also effectively
align their mission regarding how to better prepare nursing
students and how to help them in developing professional
networks before completing their nursing programmes. In ad-
dition, hospitals should reserve positions for new graduates
and draw up a mentoring initiative for their professional de-
velopment and transition from newly graduate competences
to more expert levels. These positions or training oppor-
tunities, such as opening the skill lab centres for free to
graduates, should be considered as a strategy for continuing
education. A partnership between career centres, employers
and HEIs for discussing different expectations with regard
to initial competences of new graduates and their need of
preceptorship are suggested.
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