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Abstract 

Introduction: Newly Certified Registered Nurse Anesthetist (CRNA) graduates are not typically 

offered a formal orientation through their place of employment once they finish their training and 

join the workforce. The transition from student to licensed practitioner can be challenging, even 

in the advanced practice nurse population. Newly graduated CRNAs can be influenced by the 

stresses related to transitioning from the student role. This transition experience may negatively 

impact the new graduate’s perception of job satisfaction, work performance and stress.  

Purpose: This scholarly project was designed to examine stress levels, job satisfaction and self-

confidence among new graduate CRNAs who completed an employment offered orientation 

program. It was hypothesized that newly graduated CRNAs who underwent an employment 

offered orientation will experience lower levels of stress, greater job satisfaction and greater self-

confidence compared to those who did not. 

Method: A quantitative study was conducted to compare two groups of newly graduated CRNAs. 

Electronic surveys were distributed to the alumni of 13 universities with CRNA graduates for the 

years 2019, 2020 and 2021. The anonymous results were measured using a Likert scale and the 

results of those who completed an orientation were compared with those who did not. The 

outcome variables were measured using an unpaired t-test for significance. 

Results: There were a total of 19 participants, 5 received employment orientation and 14 did not 

receive employment orientation.  Microsoft Excel was used to organize the data into three 

columns where the total score for the Likert questions were computed for the levels of self-

confidence, job satisfaction and perceived stress with higher scores indicating more self-

confidence, job satisfaction and perceived stress Using an unpaired t-test calculator the total 
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scores and the average scores for each participant in each category were scored: Orientation N=5 

and no orientation N =14. For Perceived Stress Scale (PSS) the two tailed P value equals 0.35 

indicating no significance in the participant’s perception of stress regardless of participation in 

an orientation in employment. For self-confidence, the two-tailed P value equaled 0.20 indicating 

no significance in the participant’s perception of self-confidence regardless of participation in an 

employment orientation. 2 The job satisfaction two tailed P value equaled 0.83 indicating no 

significance in the participant’s perception of job satisfaction regardless of participation in an 

employment orientation. There were numerous common themes discovered in the open-ended 

questions. Participants concerns over childcare, dissatisfaction with salary and schedule and 

autonomy were cited as reasons for dissatisfaction with the participants current employment.  

Discussion: This study investigated the differences of an employment orientation on the stress 

level, job satisfaction and self-confidence of the newly graduated CRNA. Further studies are 

needed which should include larger participation from multiple states with an extended survey 

period so as to obtain more comprehensive results for the long-term trajectory of the transition 

experience of the newly graduated CRNA. Longitudinal studies of larger samples of CRNAs are 

needed to capture the transition experiences of the new graduate student. Future studies with 

mixed method designs may be beneficial to examine the feelings of the new graduate CRNA 

during this transitional period. This study recommends institutions examine their onboarding 

regimen for newly hired new graduate CRNAs to determine if an orientation would be beneficial 

for their specific workplace. 

Keywords: transition, orientation, stress, nurse anesthetists, Certified Registered Nurse 

Anesthetists (CRNA), job satisfaction, self-confidence 
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Orientation After Graduation: Does this Affect Recently Graduated Certified Registered 

Nurse Anesthetists? 

The transition from the student role to the independent practitioner can be a stressful 

experience. While the benefits of an orientation program for the bedside nurse have been 

investigated, the research on the benefits of an orientation program for advanced practice nurses, 

specifically CRNAs, is lacking. This DNP scholarly project studied the experiences of recently 

graduated nurse anesthetists and the factors that impacted their stress levels,  job satisfaction and 

self-confidence.  

Background 

Certified Registered Nurse Anesthetists (CRNAs) are critical care nurses who have at 

least one year of critical care experience and continued their education with either a master’s or 

doctorate degree. CRNAs are responsible for developing and implementing the anesthetic plan of 

care for patients having therapeutic, surgical, obstetrical, and diagnostic procedures. Upon 

graduation, CRNAs practice with a high degree of autonomy and are expected to make 

independent judgements in all aspects of anesthesia care. Student nurse anesthetists have an 

average of 12,593 hours of clinical experience by the time they graduate, with over 2,000 hours 

in the specialty of anesthesia alone. The program includes didactic and clinical experience and 

can range from 24-51 months. By 2022, all nurse anesthesia programs graduates will have their 

doctoral degree (American Association of Nurse Anesthesiology [AANA], 2021).  

While Certified Registered Nurse Anesthetists (CRNAs) are advance practice nurses, 

their transition from the student role to the independent practitioner can be a stressful time 

(Tracy, 2017). This transition begins prior to graduation, as the nurse anesthetist is expected to 
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manage more complex and difficult anesthetics and function with less preceptor involvement. 

Upon graduation and employment, there is no official continuation of their education or guidance 

except for their continuing education requirements. The orientation provided to a newly graduate 

CRNA varies by location. Some CRNAs start their new role with little to no orientation 

provided, while others are provided an extensive orientation. These orientations may include 

peer support, mentoring and institution specific case guidance. The majority of CRNAs do not 

have a post graduate orientation program offered by their employers. This quantitative project 

investigated the impact of an employment orientation on the job satisfaction, self-confidence, 

and stress levels in the newly graduated nurse anesthetist in their first year of practice as a 

CRNA.  

Problem Statement 

The transition from being a student nurse anesthetist to a CRNA can be challenging. 

Many new graduates need additional support and guidance as they enter the work force. This 

DNP final project investigated the experience of the new graduate CRNA and examined how an 

orientation impacted their transition experience to the licensed practitioner role. Does having an 

employment offered orientation impact the stress levels, job satisfaction and self-confidence of 

newly graduated CRNAs as they transition from the student role in their first year of practice? 

Organizational “Gap” Analysis of Project Site 

The role of a student nurse anesthetist and CRNA can differ significantly and the 

independent decisions the CRNA makes might not be known to the student. Newly graduated 

nurse anesthetists have voiced an unexpected and increased level of stress as they transition to 

the practitioner role. Some large anesthesia groups provide an orientation for their new 
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graduates. This DNP final project investigated the impact of new graduate CRNA orientation on 

the new graduate’s feelings of stress, job satisfaction and self-confidence as they transition to 

their new profession in the alumni of 13 CRNA programs across the United States.  

Review of Literature 

A systematic search of the literature was conducted to identify appropriate research 

articles from the years 2016 to 2021. The electronic databases included Cumulative Index to 

Nursing and Allied Health Literature (CINAHL), PubMed, Cochrane Collection Plus and Ovid 

LWW Nursing & Health Professions Premier & Comprehensive Archive Collection. Search 

terms “nurse anesthetist” and “orientation” and “new graduate” yielded only two articles. The 

search terms were then changed to include “new nurse”, “graduate nurse”, “transition”, 

“orientation” and “stress.” A total of 221 articles were screened. Inclusion criteria included 

qualitative and quantitative studies in English will access to full text.  Articles were excluded that 

did not focus on the effects of an orientation with mentorship on new graduating nurses. With the 

additional search terms included a total of nine articles were included in the literature review.  

Impact of Stress 

One study used a predictive questionnaire for new Ontario graduated to assess their stress 

levels and intention to leave. They found that reducing stress in new graduates helped new nurses 

in their transition to practice and recommended orientation as a component of a supportive work 

environment (Hallaran et al., 2020). Similarly, Kenny et al., (2016) reached the conclusion that 

when new graduates participate in a transition program, the probability of leaving their current 

job is decreased. They recommended organizations invest in new graduate transition programs 

and ensure their newly hired graduates have access to such programs. They determined this 
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factor potentially has the largest impact on retention for new graduates. Transition programs 

needed to have a defined resource persons mentoring and peer support opportunities in order to 

be most effective. They also allowed for role engagement without the workload pressures 

(Hallaran et al., 2020).  

Non-Clinical Issues 

These findings were echoed in a mixed methods study that explored the barriers and 

facilitators to a new graduate nurses’ successful transition. The study emphasized negative 

experiences such as theory practice gaps, feelings of not being valued or respected and senior 

staff bullying are reasons new nurses leave their current job. The first year of nursing is when 

new graduate nurses frequently experience physical stress and emotional distress This stress can 

be related a high nursing turnover as they do not feel they have adequate support and feel they 

are not respected. This study highlighted new graduate nurses as relying on fellow new graduate 

colleagues to learn from one another and provide a supportive and positive environment (Kim & 

Shin, 2020). Non-clinical issues such as socialization, professional growth, feeling supported and 

transition shock were highlighted as themes new graduate nurses experience in their first year of 

employment (Hampton et al., 2021). The desire to fit in and be considered a competent member 

of the team and having the confidence to feel comfortable asking colleagues questions made it 

vital that new nurses feel supported in their transition period. They recommended that 

residencies and preceptorships address the nonclinical issues such as stress and socialization 

faced by new graduate nurses.  

In an article that used a descriptive correlational design, the researchers assessed the 

impact of orientation programs on new graduate’s transition periods. They found that over 50% 

felt they needed additional support from preceptors during the orientation period. Dissatisfaction 
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with the current orientation program was expressed by 47.4% of the respondents. The basis for 

the uncomfortable feeling was the lack of support for new graduates. The study highlighted the 

need for constant support for new graduate nurses (Alghamdi et al., 2020). These were similar 

findings by Wildermuth et al. (2019) who investigated new graduates who were assigned a 

preceptor prior to graduation, and then continued with the same preceptor as part of their 

orientation as a new graduated. They found that while the new graduates experienced feelings of 

stress, these feelings were offset by the support they felt from their preceptor. They 

recommended hospitals develop a partnership with schools of nursing so the relationship 

between preceptor and new graduate nurses could develop early and continue through the 

orientation period. 

Education of Mentors 

Tong and Epeneter (2018) compared the stressors of new graduate nurses in 2003 as 

compared to 2015. Graduate nurses in 2015 expressed less stressors, in part because there have 

been nurse residency programs implemented to assist the transition to the professional role. The 

research recommends formalizing orientation programs to provide ongoing education, mentoring 

preceptors to optimize the learning experience and creating a healthy positive work environment. 

This study reinforced the when the mentors themselves are educated on what the graduate nurses 

are experiencing by identifying the stressors and modifying the stress levels of the new 

graduates. This study highlighted the education that is needing in being a successful mentor.  

Echoing these findings were the conclusions reached by Scott-Herring & Singh (2017) in 

their study focusing on preceptor-mentoring preparation. They educated a group of 12 CRNA 

mentors to prepare them to precept and orient newly hired newly graduated CRNAs. They found 

preceptors wanted to be educated on how best to mentor newly hired CRNAs, and the education 
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of adults was different than other age groups. They found the feedback from newly hired CRNAs 

was positive, reaching the conclusion that specifically training CRNA mentors may be beneficial 

for other organizations who hire newly graduated CRNAs. This study was particularly applicable 

because it not only highlighted the need for mentoring new graduate CRNAs but also the 

mentors themselves need guidance in a specific orientation program.  Specific also to CRNAs 

was the study by Tracy (2017) who investigated the factors that promoted and hindered CRNA 

role transition. One of the themes that promoted the CRNA role transition was having expert 

mentoring and guidance, whether that be from a preceptor, a mentor or online support. 

Additionally, having a support work environment helped with the transition period, along with 

peer support from other newly graduated CRNA’s who started the same time. This study 

recommended employers investigate implementing a formal mentorship program for recently 

graduated CRNAs as a way to promote role transition and promote retention and job satisfaction.  

Newly graduating and graduate nurses experience stress during their transition from the 

student role to the role of an independent practitioner. The literature supports the findings that 

having a preceptor or mentor during this transition period can decrease the novice nurse’s 

feelings of stress. Also, having a formal orientation period aids the new graduate by giving them 

a support system, allows role expectation and potentially decreases turnover. While there has not 

been much research on the transition difficulties of newly graduated CRNAs, the small amount 

of research that exists indicates an orientation program would have an impact during this time 

frame. Thus provided the rationale for this study. 

Evidence-based Practice: Verification of Chosen Option 

The evidence suggests having a formal orientation program aids in the transition stress of 

new graduate nurses. There is little research conducted on the benefits an orientation would have 
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on advance practice nurses, specifically Certified Registered Nurse Anesthetists. Would an 

orientation program impact the stress levels, job satisfaction, and self-confidence of newly 

graduated CRNAs as compared to new graduate CRNAs who receive no employment orientation 

as they transition during their first year? 

Theoretical Framework 

The transition period of new nurses has been the subject of several theories, including 

Kramer’s Reality Shock Theory, Benner’s Novice to Expert Theory, Bridges Transition Theory 

and Duchscher’s Stages of Transition Theory. Duchscher’s theory included the three former 

models to develop a final, encompassing model (Duchscher, 2008). The application of this 

middle range theory allows the preceptor to understand the stages of the transition for the newly 

graduated nurse. This theory has three stages the new graduate nurse experiences after 

graduation: “doing”, “being” and “knowing”. The first four months after graduation in 

Duchscher’s theory correspond to the “doing” phase. This is when the new graduate is task 

oriented and unable to look beyond their skill set. Feelings experienced during this phase are lack 

of confidence and self-doubt. Those who are less supported expressed more feelings of being 

overwhelmed, scared, having self-doubt and being fearful (Graf et al., 2020). The second phase 

is the “being” phase and lasts from 4 to 8 months. The new graduate may no longer need a 

preceptor and is gaining confidence in their own abilities during this period. The final stage of 

“knowing” is when the new graduate no longer feels inadequate and has a better understanding 

of the work environment. They are no longer considered new to the area. 

 This framework guided the DNP scholarly project. While this theory was written with 

the acute care nurse in mind, the research has shown advance practice nurses including CRNAs 

can have a stressful time as they progress from novice to expert.  
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Goals, Objectives, and Expected Outcomes 

The goals for this project included investigating whether a new graduate CRNA’s stress 

level is impacted during their first year of employment as a CRNA when offered an employment 

orientation. Additional goals were to determine what factors were related to new graduates’ self-

confidence and job satisfaction. The comparison was made between those that were offered an 

orientation and those that were not. Three outcome variables were compared between the two 

groups: stress levels, job satisfaction and self-confidence.   

Method 

Project Design 

This DNP project was a quantitative design using online surveys was used to explore the 

transition experience of new graduate nurse anesthetists. Quantitative questions using a Likert 

scale allowed for the study of a variety of factors that affect the new graduate. Quantitative 

methods have been used in previous new graduate nurse research and so was an appropriate 

design for this study.  

Project Site and Population 

Universities with CRNA programs in the United States comprised the project site. The 

program directors from 13 universities with CRNA programs were sent an electronic 

questionnaire to all nurse anesthesia graduates from the years 2019, 2020 and 2021. Participants 

were eligible for the study if they were full time employees, regardless of the type of setting. Full 

time employment was defined as more than 32 hours a week. Participants were excluded from 

the study for not having full time employment as defined as less than 32 hours per week and who 

have been out of school for longer than 24 months. 
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Measurement Instruments 

To measure the outcomes of this project the following instruments were used: modified 

Casey-Fink Graduate Nurse Experience Survey and The Perceived Stress Scale. The data was 

collected by electronic questionnaire. The Casey-Fink Graduate Nurse Survey has been used in 

the nursing population and in considered a valuable tool in the evaluation and design of 

worldwide nurse residency programs (Casey, et al., 2021). Of note, this instrument was modified 

for use in the graduate nurse anesthetist population, so this could impact its validity and strength. 

The Perceived Stress Scale (PSS-10) is a reliable and valid measurement of perceived stress and 

was unmodified for this study (Balik, et al., 2019).  

 In the first section for Perceived Stress Scale, there were 10 questions where 0= never, 

1= almost never, 2= sometimes, 3= fairly often and 4= very often. The higher the score, the more 

perception of stress experienced by the participant. In second 2 (self-confidence) there were 25 

Likert questions where 1 = strongly disagree, 2= disagree, 3 = agree and 4 = strongly agree. The 

higher the score, the more self-confident the participant expressed feeling. The third section 

explored job satisfaction. There were 9 questions where 1= very dissatisfied, 2 = moderately 

dissatisfied, 3= neither satisfied nor dissatisfied, 4 = moderately satisfied and 5 = very satisfied. 

The higher the score, the more job satisfaction expressed by the participant.  Finally, there were 

4 open ended questions that allowed the participant to pinpoint areas of difficulty and ways the 

participants felt they could be more supported. 

 Two validated questionnaires were used in this DNP final project. The Casey-Fink 

Graduate Nurse Experience Survey questionnaire was modified to be specific to CRNAs.  The 

questions gathered demographic information including age, gender, years as a nurse prior to 

CRNA school, university attended, and practice location. Additional questions were directed to 
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the orientation experience of the new CRNA graduate including length of orientation and 

number of preceptors.  The second tool was the Perceived Stress Scale which had no 

modification. This tool explored the feelings and thoughts of the new graduate CRNA within the 

previous month. 

 

Data Collection Procedures 

This scholarly project was approved by the University of Alabama’s Institutional Review 

Board on April 8, 2022. Recruitment of participants began on April 10, 2022. Electronic 

questionnaire was built using the modified The Casey Fink Graduate Nurse Experience Survey 

and the Perceived Stress Scale. Electronic questionnaire was sent to the alumni of 13 CRNA 

programs from the years 2019, 2020 and 2021. Consent was obtained during the introductory 

letter which explained the purpose of the study. Participation was voluntary and anonymous. 

Qualtrics software was used to develop and distribute the questionnaire. The program directors 

of each of the 13 participating universities were sent an email with the introduction and link to 

the survey. The program directors distributed the survey to their alumni. There was no 

compensation for completing the study.  

Data Analysis 

Data analysis was conducted using Qualtrics software. Descriptive statistics was 

performed for the total sample and the two groups (those who completed the orientation and 

those who did not) and included the following variables: to examine the experiences of stress, 

self-confidence and job satisfaction. Aim 1: To examine differences in stress levels among newly 

graduated CRNAs who completed an employment offered orientation compared to those who did 
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not. Unpaired t-tests were conducted to compare group means (Graphpad, 2022). Aim 2: To 

examine other factors such as salary satisfaction role expectations, work environment, and 

benefits package related to levels of stress, job satisfaction and self-confidence. Thematic 

analyses were conducted for 4 questions. The quantitative data consisted of the Likert scale as 

part of the questionnaire. The respondents had the opportunity to make additional comments 

where the second Aim could be further explored.  

Cost-Benefit Analysis/Budget 

The cost of this project was paid for by the researcher. There was no cost to the 

institution or the participants.  

Timeline 

 The timeline includes project approval, data collection, data analysis and interpretation 

and dissemination of findings. Project completion will be by May 6, 2022. 

 

Ethical Considerations/Protection of Human Subjects 

The University of Alabama (UA) Institutional Review Board (IRB) approval was 

obtained prior to initiating the project. This quality improvement project is nonhuman subject 

research thus there is minimal risk to human subjects. Participation was voluntary, and the 

survey material was anonymous with no identifiers. There was a disclaimer on the first form of 

the questionnaire that the participants were required to complete, indicating consent to 

participate. All electronic data was stored in UA box for security. As the questionnaire will be 

entirely electronic, there was no hard copy information for storage.  
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Results 

The questionnaire was sent to the participants in April and May of 2022. There were 25 

who responded to the questionnaire, with one respondent who did not wish to participate in the 

research study. Of the 24 who agreed to participate in the research, there were 5 participants who 

did not complete several sections of the survey and so their response was excluded. This brings 

the total participation number to 19 where 5 completed an orientation and 14 did not complete an 

orientation. 

Demographics of the Sample 

The mean age of the participants were 31.63 years old. The majority of participants were female 

68.42% while only 6 (31.58%) were male. There were 17 (89.4%) Caucasian participants, and 1 

(5.26%) Hispanic participant. One participant declined to include this information. Caring for 

adults was the specialty of the majority of the participants with 17 (78.95%) working with adults. 

There were 2 (10.53%) who specialized in pediatrics. Of the 13 programs invited to participate in 

the study, there were 5 alumni who participated. Twelve (63.16%) received their master’s degree 

and 7 (36.84%) received their doctorate. Of the 19 participants, 8 (42.11%) worked on straight 

days, 2 (10.53%) rotated days/night, 6 (31.58%) were on call and 3 (15.79%) had a mix of all the 

schedules. Orientations varied with 16 (84.21%) participants stating their orientation did not 

exist or lasted less than 8 weeks. One (5.25%) participant was still in orientation, one (5.26%) 

orientation lasted 9-12 weeks and one (5.26%) orientation lasting 17-23 weeks. 

Aim 1: 

 Stress 

Using the unpaired t test, the p value and statistical significance of the results from the 

Perceived stress scale were calculated. The two tailed P value equals 0.35 for the sample when 
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N= 19. This difference was not considered statistically significant for the respondents for their 

perceived stress. The mean of orientation minus no orientation equals -1.03 and a 95% 

confidence interval of this difference is from -3.28 to 1.22.  

 Self-confidence 

Using the unpaired t test, the p value and statistical significance of the results from the 

Casey Fink Graduate Nurse Experience Survey were calculated using an n=19. The two tailed P 

value equals .024. The difference is not considered statistically significant using conventional 

criteria. The confidence interval for the mean of the two groups equal 2.65. The 95% confidence 

interval of this difference is from -1.91 to 7.20. 

Job Satisfaction 

Using the unpaired t test, the p value and statistical significance of the results from the 

Casey Fink Graduate Nurse Experience Survey were calculated using an n=19. The two tailed P 

value equals 0.83. The difference is not considered statistically significant using conventional 

criteria. The confidence interval for the mean of the two groups equal -0.62. The 95% confidence 

interval of this difference is from -6.55 to 5.32. 

Aim 2: Thematic Analysis 

 In the 4 questions where thematic analysis was conducted, the participants could pinpoint 

the factors that helped or hindered their transition to the practitioner role. For the first question of 

what difficulties were experienced, the majority (29.63%, n=8) stated lack of confidence as the 

main cause of difficulty in the transition experience. Role expectations (14.81%, n=4) were the 

second most common cause of difficulty in the transition experience, followed by workload 

(7.41%, n=2) fears (7.41%, n=2) and orientation issues (3.7%, n=1). Participants were asked to 

identify what could help to make them feel more supported or integrated into their new role. The 
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majority of the participants stated improved orientation (32%, n=8) followed by increased 

support (20% n=5), workplace socialization (12%, n=3) and improved work environment (8%, 

n=2). The aspects of their work environment the participants found most satisfying were the 

professional CRNA role (28.5%, n=14), peer support (26.53%, n=13), patients and families 

(18.37%, n=9), positive work environment (18.37%, n=9) and ongoing learning (8.16%, n=4). 

The final question examined what aspects of their work environment was least satisfying. 

Participants said the system such as outdated facilities and equipment (28.57%, n=8) and 

interpersonal relationships (28.57%, n=8) were the least satisfying. Additionally, orientation 

inconsistencies (21.43%, n=6) and nursing work environment (17.86%, n=5) were the other 

causes of dissatisfaction in the work environment. 

 

Interpretation/Discussion 

The three outcome variables of the project were to determine if an orientation has an 

impact on the stress levels, the self-confidence and job satisfaction of the newly graduated 

CRNA in their first year of practice. The findings were centered on these three themes and used 

two different tools to determine if there was a significance to having an orientation. The two 

aims were to explore how these variables were impacted and what themes emerged. Statistically, 

having an orientation did not have an effect on the transition experiences of the newly graduated 

CRNA. The research from this project could find no significant impact on the stress levels, the 

job satisfaction or the self-confidence of newly graduated CRNAs. These findings could be a 

result of many different factors. There was a small study size. With a population of only 19 

participants, this is hardly representative of the over 2,000 CRNA graduates in the United States 

each year. There could be many reasons for such a small population. New graduates are often 
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busy balancing a new work schedule and thus did not have time for completion of the survey. 

Also, the survey was sent by the program director to alumni using their university email address. 

Graduates might not access their university email as often once they graduate. Also, the 

participation was only offered to 13 universities. Since the principal investigator did not 

distribute the surveys to the alumni, there is no way of knowing if the surveys were distributed to 

the alumni. This could impact the participation as well.  

The research that has been conducted on entry bedside nurses shows orientations have a 

strong impact on the thoughts and feelings of the new graduate nurse. This study was based on 

the premise that these same findings would be applicable to the advanced practice nurse, 

specifically CRNAs. The fact that this study did not find a relationship between the variables 

does not imply that a relationship does not exist. Having a study with a larger more diverse 

population of CRNAs could impact the findings. Using the national organization of CRNAs, the 

AANA (American Association of Nurse Anesthesiologists) to distribute the surveys could 

provide a more comprehensive participant pool. Also using social media to ask for volunteer 

participants could improve the population. Having a longer time frame in which to complete the 

survey might allow for more respondents. This study only allowed for responses for 4 weeks. 

Having a longer time period could make an impact on response.  

The instruments used could also have had an impact. The Casey Fink Graduate Nurse 

Experience was modified from its original format in order to reflect the experience of the newly 

graduated CRNA. These modifications could have had an impact on the validity of the tool itself. 

This research project still highlights the void in the research on advanced practice nurses, 

specifically CRNAs. More research on their transition experience, their graduation process and 

their mental health are needed.  
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Conclusion 

This study investigated the impact of an employment orientation on the stress level, job 

satisfaction and self-confidence of the newly graduated CRNA. This study did not demonstrate 

that having an orientation impacted these feelings. Further studies are needed which should 

include larger participation from multiple states with an extended survey period so as to obtain 

more comprehensive results for the long-term trajectory of the transition experience of the newly 

graduated CRNA. 
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