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needs with organizational climates lowers turnover rates 

by producing a better fit between individuals and 

organizational characteristics. Therefore, the applicant 

is able to match his or her expectations and needs to what 

is presented through the RJP. This results in enabling the 

applicant to choose whether to remain or to voluntarily 

withdraw from the application process. According to 

Dickerson (2008), the basic premise set by self-selection 

states that candidates are able to self-select 'out' of a 

job that he/she may find an unsuitable fit for themselves. 

One of these mechanisms deals with an applicant's notions 

towards a job or organization prior to and after RJP 

administration. This mechanism is known as role clarity.

Role Clarity

Typically, job applicants have a vague picture of the 

responsibilities associated with the job they are seeking. 

Many times applicants are exposed to unrealistic or 

inaccurate portrayals of a job, an example being an 

applicant who applies for a job based on what they saw on 

television:

The basic premise upon which the use of a RJP is 

based is that many job applicants have inaccurate 

perceptions of positions for which they are applying. 
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Given many employers try to make themselves appear to 

be a good place to work, these applicant expectations 

are generally inflated. (Billsberry, 2007, p. 35)

This results in misinformed applicants who are mentally 

unprepared to take on the responsibilities of the job. In 

due time, these employees usually become frustrated with 

their work due to "surprises" on the job that were not 

described to them in the job description or pre-employment 

process. In many cases, these frustrated employees quit 

their jobs, leaving the company with a high turnover 

intention rate and several detrimental costs such as 

higher selection and training expenses: "If hired, 

individuals possessing inflated job expectations are 

thought to be more likely to become dissatisfied with 

their positions and more likely to quit than applicants 

who have more accurate expectations" (Breaugh & Starke, 

2000, p. 431).

Conversely, when these applicants are given a sense 

of role clarity, they are able to better recognize the 

demands and workloads that they will encounter on their 

respective jobs: "Role clarity not only helps reduce work 

stress but also has a moderate potential to spill over and 

minimize nonwork difficulties" (Bhaskar-Shrinivas, 

Harrison, Shaffer, & Luk, 2005, p. 155). A clear example 
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can be taken from the study conducted by Lent, Note, 

Soresi, and Ferrari (2007), where they provided realistic 

previews to high school seniors who had preconceived 

notions regarding their choice of major. Their findings 

showed diminished expectations and an increase in role 

clarity.

Lowering of Initial Expectation

Tied in with role clarity is the mechanism of 

met-expectation. Prior to applying for a job, it is common 

for most applicants to have initial expectations such as 

competitive pay or favorable work conditions. These 

expectations can be influenced by inaccurate job postings, 

the media, or by word of mouth. Regardless of the source, 

an initial expectation is held from the application 

process to starting the job itself, and if it is not met, 

it can create job dissatisfaction: "Their eventual 

encounter with the job itself is often unpleasant, leading 

to dissatisfaction and thus, a greater propensity to 

leave" (Mobley, Griffeth, Hand, & Meglino, 1979, p. 520). 

To remedy initial inflated and potentially unrealistic 

expectations, a vivid picture must be presented to the 

applicant, thereby creating new, met expectations upon 

entering a job: "Met Expectation simply indicates that a 

5



candidate with a RJP has a less inflated set of 

expectations when approaching the new position. With 

lowered expectation, there is less likelihood of 

disappointment and overall dissatisfaction with the 

position" (Dickerson, 2008, p. 2). With more realistic 

expectations, new hires are less likely to leave because 

they enter the workplace with a more realistic view of 

their responsibilities and the company culture. As for 

those who received the RJP and withdrew, they do a favor 

to both the organization and themselves because the 

organization saves money that would have been expended via 

turnover costs, and the applicant was able to stop 

himself/herself from committing to a job with a poor fit 

for their skills and interests.

The Worry Effect and Coping Mechanisms

RJPs contain negative information that has been known 

to elicit feelings of surprise, discomfort, and 

unsettlement, all of which, can be attributed to symptoms 

of the Worry Effect. According to Janis (1958), a feeling 

of worry aroused by a preview of events will start defense 

mechanisms to cope with negative events among individuals. 

For the applicants who have decided to remain in the 

application process, they mentally sensitize themselves to 
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prepare for the negatives that were described to them 

through the RJP: "Because some aspects of a job can 

produce dissatisfaction and even psychological or physical 

discomfort, individuals who pre-rehearse ways of handling 

such situations should be better able to adjust to them 

when they actually take place" (Dugoni & Ilgen, 1981, 

p. 585).

Now that applicants have clarified their roles and 

formulated realistic expectations, they create coping 

mechanisms to help them make an easier transition into 

their new jobs. According to Dickerson (2008), the concept 

of coping ability indicates that a candidate may more 

successfully cope with the changes of a position, if 

he/she had a good realistic preview. Coping ability allows 

a candidate to be more fully aware of problems that may 

arise within the business. With the development of such 

coping mechanisms, it has been shown that these new 

employees experience an easier transition into their jobs 

and as a result show higher job satisfaction than those 

who did not receive a RJP: "New hires receiving RJPs 

managed their stress better and felt less perturbed than 

those not receiving RJPs" (Suszko & Breaugh, 1986, 

p. 520).
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Perception of Organizational Honesty

RJPs convey honesty if they contain a presentation of 

balanced and realistic information about the job in 

question. While the amount of negative information may 

sway some applicant's decisions to voluntarily withdraw 

from the application process, others view the negative 

information as honesty from the organization to help new 

employees easily adjust to new jobs and the working 

environment. Once this frame of thought is seeded in the 

individual, they then become more supportive of company 

decisions because they view the organization in a positive 

perception:

Although RJPs describe a job in less favorable ways, 

the accuracy of the information contained in the RJP 

may cause newcomers to see the organization as more 

trustworthy. They may, therefore, view any future 

communications or interactions with the organization 

in a more positive light. (Suszko & Breaugh, 1986, 

p. 521)

With the feeling of knowing that their workplace is 

upfront and honest with them, new employees become more 

satisfied with their jobs and develop a sense of 

attachment/loyalty to the company: "Mary Suszko and I also 

found that, in comparison to those in the control group,
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RJP recipients reported greater job satisfaction and 

perceived the organization as being more open and honest 

with them" (Breaugh, 2008, p. 4). These employees then 

become vital assets to the company due to their increased 

output, positive attitudes, model citizenship, and reduced 

likelihood of turnover.

In summary, RJPs have several underlying mechanisms 

that allow them to function towards benefiting applicants 

and work organizations. When the applicant experiences the 

RJP these underlying mechanisms ultimately allow him/her 

to make a more informed decision about remaining in the 

application process. The results are beneficial on two 

points. First, applicants either leave jobs that they were 

unfit for or they commit to a job with an easier 

transition. Second, the organization removes unfit 

applicants at minimal cost or it inherits efficient 

workers who trust in the company. Like most psychological 

research, however, there are still many areas that require 

more investigation with regard to RJPs because no one 

model has garnered enough support or is clearly 

unequivocally supported. In the next section, several 

lingering issues surrounding RJPs will be presented along 

with implications for future study.
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Realistic Job Previews Unanswered 
Questions and Issues

Realistic Job Previews (RJPs) have been a topic of 

extensive study in the field of Industrial/Organizational 

Psychology for over 30 years. The predominant belief is 

that once applicants who are a poor fit discover there is 

little or no match between their skills and desires with 

regard to the position, they will voluntarily self select 

out of the application process, therefore leaving only 

qualified and motivated candidates remaining in the 

applicant pool. These applicants are more likely to be 

satisfied with the organization, familiar with 

expectations, and feel that the organization was honest 

with them:

Thus, those RJP recipients who remain in the 

applicant pool, if hired, should experience what they 

expected which, in turn, should result in such 

outcomes as employee satisfaction, retention, and a 

sense that the organization was open and honest with 

them during the recruitment process. (Breaugh & 

Starke, 2000, p. 426)

Thus, on the surface, RJPs appear to be the solution to 

several problems commonly encountered by human resource 

professionals such as high turnover rates and weak 
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employee commitment. However, studies by I/O psychologists 

suggest that many factors contribute to the success or 

amount of success measured once a RJP is implemented into 

a selection process. These key factors include: amount of 

negative information; RJP medium used; time of RJP 

administration; qualified applicants self-selecting out of 

the application process; RJP effectiveness on more complex 

jobs; loyalty to company; RJP alternatives; and RJP 

inspired recruiting resources.

Amount of Negative Information

By their nature, RJPs contain negative information to 

give the applicant the most "realistic" picture of a 

position and the organization. Examples of negative 

information that can appear on a RJP include long hours, 

extensive travel, mandatory overtime, safety hazards, high 

stress environments, or low pay. The purpose of 

introducing negative information is to enable applicants 

to self select out of the application process if there is 

a poor fit. Those who remain will then develop coping 

mechanisms to help them handle the negative situations 

they will encounter while on the job, thus leading to an 

easier transition. However, research has discovered that 
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there needs to be a limited amount of negative information 

incorporated into a RJP to get the desired effect.

The issue then, is how much and what kind of negative 

information should be placed in the RJP? According to Buda 

and Charnov (2003), a negatively framed message 

accentuates the potential losses to the applicants if a 

wrong decision is made or a specific job is not taken. 

Many theorists propose that, a moderate amount of negative 

information, coupled with a moderate amount of positive 

information, has been found to be the best format for 

creating a RJP. The major implication for management is if 

a RJP is correctly constructed, it has the potential to 

save the company vast amounts of money in the future with 

regards to turnover costs. Gordon and Lowe (2002) claim 

that employee turnover is costing companies in the United 

States more than $140 billion annually in recruiting, 

training, and administrative costs, which translates into 

about half a million dollars annually for a mid-sized 

company.

In summary, research has shown that the right amount 

of positive and negative information needs to be present 

in order to have an effective RJP. Too much positive 

information may create inflated expectations while too 

much negative information may ward off potentially good 
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candidates. There appears to be a need for future research 

to find a process for creating a balanced RJP. In 

addition, there appears to be a paucity of recent research 

material covering this issue.

Realistic Job Preview Medium Used

Organizations have many options on how to administer 

RJPs such as written, video, or online form. The research 

on this area of RJPs was plentiful until the year 2000. 

Since then, the topic has waned and little information has 

been contributed to advance the field. Therefore, the 

following information presented is knowledge prior to the 

new millennium that focuses on the various pros and cons 

associated with each RJP medium.

More than 25 years ago, Colarelli (1984) found that a 

face-to-face RJP was more effective than a written RJP 

with regard to employee retention after two and three 

months. Thus, -there is evidence to suggest that the 

effectiveness of RJPs could be enhanced by having the 

interviewer communicate the RJP during the employment 

interview. Phillips (1998) counters this by stating verbal 

RJPs (interviews), may be less effective than videotaped 

RJPs for improving job performance because it is more 
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difficult to clearly demonstrate effective job performance 

in an interview than in a video.

As previously noted, information on RJP medium is 

scarce post 2000 but there are some researchers who offer 

new means for RJP mediums. Breaugh (2008), for example, 

believes there is value in changing the focus from 

providing a RJP to the end result of applicants having 

realistic job expectations. This shift of perspective 

highlights the importance of utilizing multiple RJP 

approaches during the recruitment process. For example, 

RJPs can be provided in a job advertisement or on the 

organization's website. Additional information could be 

added during a telephone screening interview. For people 

who make it to the site visit, a work simulation and a 

tour of the work site can be provided.

In sum, after the new millennium and with 

technological advances, the area of RJP medium research 

has failed to contribute new data. Future research should 

be focused on RJP mediums that utilize today's technology 

such as the internet, CDs, hand-held electronic devices, 

and pod casts.
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Time of Realistic Job Preview Administration

The timing of RJP distribution has also been a major 

topic in the field of research regarding RJPs. Typically, 

RJPs are distributed to applicants early in the 

recruitment process or at some time prior to job 

acceptance. However, studies have shown mixed results when 

RJPs are administered at different times during the 

recruitment process (Buda & Charnov, 2003). For example, 

past research discovered that there appears to be a 

difference in turnover rates when RJPs are administered to 

applicants upon acceptance of a job offer. Phillip's 

(1998) distributed RJPs during work orientations and 

concluded that RJPs are only effective when given at the 

right time, such as during a job orientation. This reduces 

or eliminates unrealistic expectations of applicants.

Breaugh (2008) revisits this argument and argues 

against it, stating that providing a RJP to individuals 

who have already started work (e.g., providing a RJP 

during an orientation program) should not be considered a 

recruitment mechanism. Yet, in over 50% of the studies 

included in Phillips' voluntary turnover analysis, the RJP 

was provided after hire. Another difficulty in drawing 

conclusions from Phillips' findings is she failed to look 

at whether RJP effects differed in magnitude based on 
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factors such as the visibility of the job in question and 

applicants' ability to self-select out of a job. Wanous 

and Reichers (2000) echo this statement by stating that 

most previous reviews of RJPs have included studies where 

a RJP was presented to applicants either: (a) after job 

choice, but before entry, and (b) after both job choice 

and entry. This can lead to some confusion, because how 

and when the information is presented may make the 

difference between classifying a study as a RJP versus 

orientation. With this discovery, the question now 

becomes: what situations call for a RJP to be administered 

prior to or after job acceptance? In addition, the follow 

up question would be where to draw the line between RJP 

and orientation.

To conclude, recent reviews of the RJP literature 

have found that past research failed to distinguish the 

difference between RJP and orientation. Past researchers 

felt that RJPs were best administered after job 

acceptance, which appears to be contradicting the purpose 

of administering a RJP. More extensive study needs to 

distinguish between orientation and RJP and to further 

discover when a RJP should be administered to harness its 

full effect.
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Qualified Applicants Self-Selecting Out 
of the Application Process

According to research, qualified applicants have a 

tendency to overemphasize the negative job information 

provided by the RJP. Consequently, they prematurely 

withdraw their applications. With applicants having 

previous job experiences, they have leverage and advantage 

in understanding and evaluating job openings (Meglino et 

al., 2000). RJPs were designed to help organizations avoid 

hiring unfit applicants. However, if qualified applicants 

are withdrawing their applications upon receiving the RJP, 

then the organization is left with a less desirable 

applicant pool:

Many job applicants: (a) have an incomplete and/or 

inaccurate understanding of what a job opening 

involves, (b) are not sure what they want from a 

position, (c) do not have a self-insight with regard 

to their knowledge, skills, and abilities and 

(d) cannot accurately predict how they will react to 

the demands of a new position (Breaugh et al, 2008, 

p. 79)•

These new applicants can be a hazard to the company 

because some are unsure of their capabilities and lack the 

appropriate experience.
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Qualified applicants seem to pay more attention to 

negative information than other applicants. Due to their 

previous experiences, experienced applicants recall the 

negatives of their previous jobs, and are more attentive 

to the recruitment process so as to not encounter those 

same negative aspects again. Future research is needed to 

discover a way to retain applicants with experience while 

also communicating negative information that can be 

understood by unfit applicants.

Realistic Job Preview Effectiveness on More 
Complex Jobs/Jobs with More Responsibility

While research findings have been generally positive 

on RJPs, one important issue that needs to be addressed is 

the participants used in prior research. Historically, RJP 

experiments have predominantly used the following 

participants: college students, military personnel, and 

applicants seeking entry level position: "In this regard 

one can question many of the studies Phillips included in 

her meta-analysis. For example, of the 17 studies upon 

which her voluntary turnover RJP effect size was based, 10 

(59%) were laboratory studies conducted with students" 

(Breaugh, 2008, p. 5).

However, there has yet to be a research study that 

incorporates a RJP for higher paying jobs such as 
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managers, executives, and highly skilled professionals.

This may be because such positions are usually filled 

internally by employees who have been with the company for 

many years. This is due to a form of preexisting 

affiliation to the company or position, unlike most RJP 

experiments that deal with undesirable positions with a 

history of high turnover. According to Darmon (2004), 

employing the right people reduces turnover and saves a 

company vast amounts of money. Hiring the wrong people is 

expensive due to costs of locating, possibly relocating, 

and training each person. Additionally, a company could 

pay for a compensation package and lose revenue during a 

new employee's start-up time. One avenue future research 

should explore is whether there is a need for RJPs at 

higher level positions and complex jobs, and if so, how 

they may function differently for these types of jobs.

In summary, RJP research has traditionally targeted 

undesirable jobs and positions with high turnover. Few RJP 

studies, however, have targeted higher paying or more 

complex jobs. One rationale has been that these jobs do 

not have high turnover due to satisfied employees. Another 

supposition is that these positions are usually filled 

internally, with applicants who have already established 

loyalty with the company and have a clearer sense of what 
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the position entails. More studies need to be conducted to 

determine if indeed there is a need for complex job RJPs 

and how they may function differently than they do for 

entry level, high turnover jobs.

Effect of Loyalty to Company on 
Realistic Job Previews

The best case scenario for RJP administration is when 

the applicants exhibit high commitment to the 

organization. According to Ganzach and Brainin (2002), 

commitment to the organization comes in many forms such as 

brand loyalty, tenure, family ties, or identification of 

similar goals and philosophy. The applicants' belief is 

that the organization is rewarding them with unique 

benefits, and in return, these applicants return the favor 

with diligent work and company loyalty.

However, company loyalty has been shown to diminish 

the effect of RJPs. When applicants have a positive 

preconceived notion about a company or position, they tend 

to overlook negative information provided in the RJP, 

resulting in minimal to no effect on self-selection. 

According to Breaugh (2008), providing a RJP to an 

applicant who already has past experience of what a job 

involves typically does not result in an adequate 

adjustment of his or her initial opinion.
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Thus, company loyalty serves as both an advantage and 

as hurdle for RJP researchers. Those loyal to a company 

were found to be more receptive to RJP information as 

compared to applicants with no prior encounters with the 

organization. However, the drawback of loyal employees is 

that they tend to overlook negative information on the 

RJP, sticking with their preconceived notions about the 

position or company. Additional research needs to be 

conducted on how to get negative information on the RJP to 

directly affect both unfit and fit applicants to create a 

desirable applicant pool.

In conclusion, the RJP literature is filled with many 

issues that need to be resolved in order for RJPs to be 

truly effective. Such issues either pertain to the RJP 

format or to the participants in the studies. New research 

needs to be conducted to address issues presented in pre 

2000 articles and to move towards a formula for creating 

an effective RJP. One field in particular that would 

benefit from the use of RJPs is nursing. Nursing has 

traditionally been a popular career choice, but there has 

been significant turnover due to lack of preparation 

regarding the work force culture and climate from nursing 

schools and human resources.
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Nursing

Nursing has recently garnered an increased popularity 

as a career choice. Since the economy in America has 

declined, many workers (including those who are highly 

skilled) find themselves unemployed and view nursing as an 

attractive option. Several reasons for the sudden spike of 

interest in the nursing field are: job security, favorable 

salaries, benefits, and accessible education (e.g., online 

education). For example, the O*NET Center On-line (2009) 

projects more than one million openings for registered 

nurses (RNs) between 2006 and 2016. This strong projected 

job growth in the nursing field is considered as "much 

faster than average" compared to all other fields. In 

addition, the median wage for RNs is reported on O*NET at 

over $60,000 and this is typically with only an associates 

degree or vocational training.

There is also an overwhelmingly large demand for 

nurses exemplified by Watanabe (2007) who states that 

policymakers are aiming to create initiatives to 

accommodate more California nursing students. In June of 

2007, the Los Angeles County Board of Supervisors was set 

to accept a $3 million grant from L.A. Care Health Plan to 

open a new nursing program. However, there are several 
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disadvantages to the job that are unbeknownst to many who 

seek a career in this field.

The most significant factor that new nurses encounter 

is the transition gap between school and work. According 

to Daehlen (2008), newly graduated nurses experience a 

conflict between the ideals and values they learn in 

school versus those they actually encounter in everyday 

practice in their work setting (e.g., at a hospital). 

Consequently, in the transition from school to work nurses 

face several critical challenges. For example, one 

challenge is when nurses have to encounter the death of 

one of their patients and how nursing school failed to 

teach them how to cope with the emotions that come along 

with the event. According to White, Coyne, and Patel 

(2001), nurses have indicated that End-of-Life (EOL) 

issues such as pain control, talking to patients and 

families about dying, and EOL interventions were not 

taught in their undergraduate education. This transition 

from school to work is assumed to present challenges both 

to nurses' values and their skills.

In addition, Lafer, Moss, Kirtner, and Rees (2003) 

found that the pressures placed on nurses providing 

bedside care may prevent them from attending educational 

programs on EOL care. Vachon (2001), for example, 
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discovered that past experiences with personal and 

professional grief and loss can negatively impact nurses' 

desire to pursue EOL education. Shapiro (2001) stated that 

a heavy workload, an unsupportive work environment, and 

stress are the most common reasons of work dissatisfaction 

and resigning from work among nurses. All of these 

disadvantages of the job can reduce the nurses' job 

satisfaction and organizational commitment.

Job Satisfaction

Job satisfaction has been described by Golbasi, 

Kelleci, and Dogan (2008) as an emotional reaction and 

behavioral expression that is established as a result of 

individual assessment of work performed, work environment, 

and work life. In addition, job satisfaction is an 

affective reaction to a job that results from the 

comparison of perceived outcomes to outcomes that are 

desired. A similar view is experienced by Heslop, Smith, 

Metcalfe, Macleod, and Hart (2002) who state that the 

concept of job satisfaction is the discrepancy between 

what an individual expects, needs, or values about his or 

her job compared with how much the job actually delivers. 

Ideally, there should be a balance between the two 

outcomes because this would equate to employees being
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satisfied with their jobs. However, if there is an 

imbalance between the two outcomes, the employee would 

find means to create a balance. Factors that influence job 

satisfaction are professional status, pay, administrative 

style, work requirements and policies, and individual 

characteristics.

The theorems surrounding job satisfaction have been 

applied to the field of nursing. There have been numerous 

studies investigating the predictors of nurses' job 

satisfaction. For example, according to Tourangeau and 

Cranley (2006), there is a relationship between nurses' 

job retention and their satisfaction with pay and 

benefits, scheduling, control (autonomy), responsibility, 

and professional opportunities. In addition, job 

satisfaction is affected by a nurse's perception of 

importance to the hospital. An example is Golbasi et al. 

(2008) who found that nurses were the most satisfied with 

internal job satisfaction factors such as being 

successful, being known, being appreciated, work 

performed, work responsibilities, and change of post due 

to being promoted. As with any job, employees gain 

satisfaction from a job when it is challenging and 

interesting: "having an interesting job is important for 
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the level of job satisfaction for nurses, doctors, and 

teachers" (Daehlen, 2008, p. 8).

Organizational Commitment

According to Nelson (2002), organizational commitment 

has a significant positive relationship with job 

satisfaction and is a strong predictor of nursing 

turnover. An example is Yang and Chang (2008) who found 

that job satisfaction was significantly and positively 

correlated with organizational commitment, a consistent 

precursor to turnover. In research, the most widely 

accepted definition of organizational commitment comes 

from Mowday, Steers, and Porter (1979) who define 

organizational commitment as the relative strength of an 

individual's identification and involvement in a 

particular organization that is characterized by three 

factors: a strong belief and acceptance of the 

organization's goals and values, a willingness to exert 

considerable effort on behalf of the organization, and a 

strong desire to maintain membership in the organization. 

In addition, there are three theoretical dimensions to 

organizational commitment: affective, continuance, and 

normative. Affective commitment refers to employee 

improvements in the operational aspects of the 
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organization such as increased job performance. Normative 

commitment refers to an employee's sense of obligation to 

the organization and reflects the degree that their values 

and beliefs conform to those of the organization. Last, 

continuance commitment reflects the employee's awareness 

of the relative benefits associated with staying or 

leaving an organization.

Liou (2008) was able to tie in Mowday et al's 

findings with more recent literature in his literature 

review. In his article Liou contributed six defining 

attributes or features for organizational commitment: 

1) involves an attachment to the organization and its 

goals, 2) expresses itself through interactive processes, 

3) implies an acceptance of the organization and its 

goals, 4) entails a willingness to contribute to the 

well-being of the organization and pursuit of its goals, 

5) reflects an attitude toward the organization and its 

goals, and 6) is bound by time and space.

While there exists an abundance of information on the 

topic of organizational commitment, little research has 

been focused on how it relates to the field of nursing. 

Wagner (2007) brought this statement to light, citing 

explanations such as moderating variables that may affect 

organizational commitment's influence on turnover and 
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conflicting results in previous studies. Such factors have 

left the literature sparse and outdated. Of the slim 

literature, two articles that discovered factors that 

influence nurses' organizational commitment are Gould 

(2006) and McNeese-Smith (2001). Gould (2006) found that 

family friendly policies such as flexible working hours 

proved to be important factors for securing nurses' 

organizational commitment. McNeese-Smith (2001) echoed 

Gould's (2006) statement and added that job satisfaction, 

opportunities for learning, monetary benefits, and a 

desire to retire from the currently employed organization 

were key factors determining nurses' level of 

organizational commitment. According to Zangaro (2001), 

when factors such as the ones just mentioned are met, the 

reported outputs from nurses have been retention 

attendance and job productivity.

While there is a need for literature on 

organizational commitment in nursing, the same goes for 

literature on providing nurses with realistic information 

in the application process. Many researchers claim that 

nurses cite unmet expectations and failure to identify 

with the hospital's goals at an early stage as reasons for 

turnover. For example., a study performed by Gould (2006) 

had respondents answer the question: "Thinking back to 
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when you came into nursing, is it all you expected it to 

be?" Respondents answered by expressing their 

disappointment when they discovered that patients were not 

always as grateful as they had anticipated, nursing 

involves so much administration, and that services are not 

always patient-focused. In addition, Zangaro (2001) noted 

in his implications that future research needs to examine 

how a nurse is socialized into an organization. He further 

suggests that when a nurse applies for a job, the 

interview process should include a clear definition of the 

goals of the organization.

In conclusion, it has been found that there is a 

relationship between job satisfaction and organizational 

commitment. While the topic of job satisfaction in nursing 

is well documented, organizational commitment is not. 

Therefore, there is a need for research that focuses on 

factors that contribute to organizational commitment in 

the field of nursing. In addition, it remains to be seen 

as to whether unmet expectations act as a mediator between 

RJP and post hire outcomes such as job satisfaction and 

organizational commitment. The following study sheds new 

light on RJPs, contributes new findings for the field of 

nursing, and provides implications for future research.
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The Present Study

Moser (2005) recently tested and supported a 20 year 

old theory that hypothesized that met expectations mediate 

the relationship between recruitment sources (internal vs. 

external) and post-hire outcomes (job satisfaction and 

organizational commitment). The present study looks to 

further expound this finding by proposing that met 

expectations mediate the relationship between the presence 

of a RJP, rather than recruitment sources (internal vs. 

external), and the post-hire outcomes of job satisfaction 

and organizational commitment. Figure 1 provides a 

proposed model of the study relationships, illustrating 

the proposed relationship between RJP, Unmet Expectations, 

Job Satisfaction, and Organizational Commitment. Here, 

RJPs are proposed to lower inflated expectations, which in 

turn are an important mediator that results in increased 

job satisfaction and organizational commitment.
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Preview, Unmet Expectations, and Post-Hire Outcomes of Job

Satisfaction and Organizational Commitment

Therefore, in this study I examined the following 

hypotheses regarding RJPs: One of the mechanisms of RJPs 

is that a person would find role clarity, thus erasing any 

previous or preconceived notions about the job. These 

notions are also known as met expectations, and therefore: 

Hypothesis 1: The more realistic a person views a RJP, the 

lower their unmet expectations will be.

With a sense of lowered expectations and a clear idea 

of the demands and expectations of the job, performing the 

job is easier due to the applicant being better informed 

prior to starting their new job. Thus: Hypothesis 2a: The 

more realistic a person views a RJP the higher their 

reported job satisfaction
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Another output of RJPs is that employees are loyal to 

the organization because they feel gratitude towards the 

organization for providing them with realistic information 

to help ease the transition into the new job and the 

organization. Therefore, Hypothesis 2b: The more realistic 

a person views a RJP the higher their reported 

organizational commitment.

This study also tested to see if Moser's (2005) study 

can be applied with RJPs and also produce the same 

outcome. Thus: Hypothesis 3a: Unmet expectations mediate 

the relationship between RJP and job satisfaction. High 

unmet expectations will decrease job satisfaction while 

lower unmet expectations will increase job satisfaction

Hypothesis 3b: Unmet expectations mediate the 

relationship between RJP and organizational commitment. 

High unmet expectations will decrease organizational 

commitment while low unmet expectations will increase 

organizational commitment

Two separate regressions were computed, one with 

"Unmet Expectations" as the mediator and the other 

regression with "Met Expectations" as the mediator. 

Moser's (2005) relationship only examined whether Unmet 

Expectations mediated the relationship between Job 

Satisfaction and Organizational Commitment. Therefore, 

32



running a separate regression with "Met Expectations" was 

used as a means of comparison.

In addition, the following six exploratory research 

questions were also examined:

Research Question 1: How is the timing of the RJP related 

to the different facets of job satisfaction for 

nurses?

Research Question 2: How is the timing of the RJP related 

to the different dimensions of organizational 

commitment for nurses?

Research Question 3: How is the medium used to present the 

RJP related to the different facets of job 

satisfaction for nurses?

Research Question 4: How is the medium used to the RJP 

related to the different dimensions of organizational 

commitment for nurses?

Research Question 5: How is the timing of the RJP related 

to the different facets of job turnover intentions 

for nurses?

Research Question 6: How is the medium of the RJP related 

to the different facets of job turnover intentions 

for nurses?
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CHAPTER TWO

METHOD

Participants

The sample was comprised of nurses from various

Southern California hospitals. The requirements for 

respondents were "less experienced nurses," operationally 

defined as nurses having less than five years of 

professional experience, regardless of economic statusf 

marital status, gender, and ethnicity. Less than five 

years of experience was chosen because of a clearer memory 

and proximity to being hired as opposed to those nurses 

who have five or more years of experience. The on-line 

survey was completed by 116 participants. In terms of 

gender, 82.1% of the sample was women and 17.9% of the 

sample was men. Most of the participants had a bachelor's 

degree (69.8%), followed by an associate's degree (21.7%). 

"Other" (6.3%) included currently in graduate school and 

or a degree from another major. The majority of the 

participants had 1 year to less than 2 years of experience 

(25%), followed by less than 1 year (20.2%). Ethnicity was 

predominantly Non-Latino White (38.8%), followed by Asian 

(28.2%). "Other" (5.4%) was comprised of Armenian and 

South African. The vast majority of participants were
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Registered Nurse (RN) (95.2%), followed by both Nursing 

Supervisor (NS) and Licensed Vocational Nurse (LVN) (1.9%) 

and the fewest being Certified Nursing Assistant (CNA) 

(1%). For location in the hospital, the most common was 

Intensive Care Unit (ICU) (34.4%), followed by 

Medical/Surgical (M/S) (22.2%). "Other" (17.1%) included

delivery, pediatrics, and float pool (see Appendix A Table 

3 for the complete list of demographics).

Procedures

Data collection included uploading a questionnaire to 

internet-based Surveymonkey.com. Recruitment of 

participants was initially based upon personal contacts 

such as family, friends, and acquaintances. Those who fit 

the sample's requirements then completed the online 

survey. Whether or not any personal contacts fit the 

sample requirements, they all began the snowball sampling 

method by inviting via e-mail their contacts that were 

Southern California nurses with less than five years of 

experience to take my online survey. The email sent to 

applicants inviting them to take the online survey 

included a letter of introduction, a brief overview of my 

study, the requirements to take the survey, a brief 

description of the survey, the hyperlink to my online 
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survey, a request to keep their results private, and my 

contact information as well as the contact information of 

my thesis advisor. Lastly, to continue the snowball 

sampling method, I asked if all participants could forward 

the email to any contacts they knew who fit the 

requirements of my study (see Appendix B for a copy of 

these documents).

The online survey included an informed consent form, 

demographic questions, job satisfaction scale, 

organizational commitment scale, RJP and unmet 

expectations section, and a debriefing statement. The 

anonymity of each participant in the study was protected 

in that the participants were not asked to provide names, 

nor any other source of information that may reveal their 

identity. Participants were also informed of the 

confidential manner in which the data would be handled 

according to the policies of California State University, 

San Bernardino Human Subj ects Review Board. Completion 

time for the survey ranged between 15-20 minutes. Upon 

completion of the survey, the last page included the 

administrator's contact information regarding questions or 

concerns (see Appendix B for a copy of these documents).
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Measures

Demographics

There were seven items administered that followed a 

multiple choice scale with an optional "other" category 

that allowed participants to submit answers that were not 

provided in the answer options. The questions asked 

regarded gender, age, educational status, work experience, 

race/ethnicity, primary job title, and primary location in 

the hospital (see Appendix A Tables 2 and 3 for specific 

items) .

Realistic Job Preview and Unmet Expectations

The four RJP questions developed by the author 

addressed whether respondents received realistic 

information prior to starting their jobs (yes/no), if 

their current hospital provided them with any realistic 

information prior to starting their jobs (yes/no), to 

indicate the type of realistic information that was 

provided along with the time that it was administered, and 

to rate how realistic they found the information presented 

to them during the application process on a 10 point 

scale.

Expectations were measured by two scales. The amount 

of realism a new nurse encountered during the application 

process was measured by Feldman's (1976) Realism Scale 
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which asked participants three statements regarding their 

entry into their current organization and how descriptive 

they found each statement. The reliability of the scale in 

my study was .80. In addition, Unmet Expectations was 

measured by a scale developed by Bretz and Judge (1994) 

which divided unmet expectations into two categories: Job 

Organization Perception and Individual Expectation. Each 

category contained 15 items and used a Likert-type 

response scale that asked participants to indicate how 

descriptive each statement was regarding their current 

organizational environment or expectations when they 

started their current job. The reliability for this scale 

was found to be .83 for the individual scale and .85 for 

the organizational scale (see Appendix B for specific 

items).

Job Satisfaction

Spector's (1997) job satisfaction survey used 36 

items to describe nine key job facets (four items per 

facet). The job facets included pay, promotion, 

supervision, benefits, contingent rewards, operating 

procedures, coworkers, nature of work, and communication. 

In terms of reliability of the scales, Fields (2002) found 

the coefficient alpha for pay was .75, promotion .73, 

supervision .82, benefits .73, contingent rewards .76, 
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