











Current Work Locations and Reasons for Job Choice of Graduates of Memorial

University School of Pharmacy

By
Stephanie Young
A thesis submitted to the

School of Graduate Studies

in par | fulfilment of the
requirements for the de ee of
Master of Science in Medicine

Division of Community Health, Faculty of Me
Me orial Unive ty
April, 2009

St. John's

ine

Newfoundland







i

Acknowledgements

I would first like to thank my supervisor, Dr. Maria Mathews. Her skills as a
tcacher and mentor gave me a positive role model as  continue on my carcer path. | am
grateful for her support and encouragement, and her willingness to take on a colleague as
a student. I would also like to thank the members of my supervisory commiittee. Dr. John
Hawboldt and Dr. Roy West, for their input and comments on this rescarch project.

To Bradley and Bruce, I thank you for your support and understanding as |
pursued this goal. To Bradley. never stop learing or reaching for your goals. To my
family and friends, thank you for your encouragement. [ would also like to acknowledge
my colleagues at the School of Pharmacy for their support.

To all the graduates of the School of Pharmacy who responded to my survey,

thank you for your interest and time.



v
Table of Contents

N 3 1 1 o o ii
Acknowledgements....ccoviiiiieiiiiiiiiriiniiiieniiniiirrecneteieseciesssstacissscnassosnssesonne iii
List of Tables.......ccccceeeueerueiceriuncene cesesueensssntessessasenasssnessasanssane vii
LSt Of FigUIresS...cocuiiiniiinniiiiereniiiscsistesssciasiessscsnsssssstsnssssssssnssssnsssenssssnss ix
List of ADbreviations.........cccoovviiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiii e X
List of APPendiCes.....c.coviiiinuiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiriiiiiiiiiiei e xi
Chapter ©1: Introduction.........cccoviiuiiiiiiiiiiniiiiieiiniiiiiiniiictisssiosessssessssnscsens 1
L1 Problem. . ... 1

1.2 Research Questions and Objectives. ... 2

1.3 Memorial University Pharmacy Program.....................................3

1.4 Ongoing Work in Pharmacy Human Resources in Canada........................ 4

1.5 Study Rationale. ... 7
Chapter 2: Literature Review........cooiiiiiiiiiiiniiiiniiiiiiiiiiiiiiiiiiriiiicicin e conee 8
2.1 Role of the Pharmacist. ... e, 8

2.2 Becoming aPharr  cist......... 8

2.3 Supply of Pharmacists in Canada and Newfoundland and Labrador............ 9

2.4 The Demand for Pharmacists. ..., 11

2.5 Pharmacist TUMOVET. ... .o e 12

2.5.1 Overall Reasons for TUMOVET. ...t 13

2.5.2 Specific Factors Related to Pharmacist trnover........................o. 14

2520 GeNACT. ...t 14
2.5.2.2 Pharmacist Job Setting and Position.................oo 15

2.5.2.3 Pharmacist Ay ar Level of Experi  €.....ccooiviiiiiiiiiiniie 16

2.6 Summary and Critique of Existing Literature.....................coocoiiin 17
Chapter 3: Methods....c.ccicviieiiiiiiiiniiiiiiiiniiiieiiieiiieiiiioresisasecsarssaccssssscnacs 20
3.1 Sample Frame. ... 20

3.1.1 Graduates Working in Pharmacy in NL..................oo 20

3.1.2 Graduates Outside NL and/or No Longer Working in Pharmacy............. 20

3.2 Data Collection { T | 21

3.3 Survey procedures. ... ..ooiiiiiii e 22

34 DataCleaning. ....ooveiii i 23

3.5 0utcome Vanables.... ... 23

3.5.1 Graduate Employm« in Pharmacy..................oo 23

3.5.2 Location of Graduates............oooueiuiniiiiiiii i 24

3.53 Consideringa  turnto NL........ 24

3.5.4 Considering Leaving NL....... ... 24

3.6 Demographic Predictor Variables...................ooo 24

361 Gender. ... oo 24

B0, A e 24

3.6.3 Age at Graduati ... 24

3.6.4 Had a Rural Background............co i, 25

3.6. 5 From NL. .o 25

3.6.6 Year of Gradualion. .. ...oouiriviiit ettt 2S






vi
Appendix B. vessssssarsses cesassssensasene .76
APPENAiX C.oovrrnnniiiiiiiiinitieiiniiiiieeiieteniieeiieetissssscisssssssstsassassssssssssonsansons 81
7 N 1] 073 s 13 0 P 82
APPendix E..ovviuiiiiiieiiiiiiiieiiiiiiiiiiiiiiiiiititietietiiiicticeetatsttistnsssistnnnee 83
N 5T 0 s 3 8§

APPENAixX Guuievrinrniiiniiiiiiieieiiiiiiiiiiieeiitrtiaresceciectacestsssasrssseesssssccsscossns 86






vili

Table 4.17 Predictors of Memorial pharmacy graduate respondents who work
in NL wanting toleave...........o.oiiiiiiiiiiiiiiciee 00593



List of Figures

Figure 4.1 Construction of Memorial pharmacy graduates sample........................33

1X



List of Abbreviations

CIHIL. .. Canadian Institute for Health Information
CPhA... Canadian Pharmacists Assoctation
CSHP.... Canadian Society of Hospital Pharmacists
NAPRA. ... National Association of Pharmacy Regulatory Authorities
N Newfoundland and Labrador
NLPB.....oo Newfoundland and Labrador Pharmacy Board

PEBC ... Pharmacy Examining Board of Canada



X1

List of Appendices

Appendix A: Survey for Graduates in NL

Appendix B: Survey for Graduates outside NL

Appendix C: Survey Cover Letter

Appendix D: Survey Follow Up Letter

Appendix E: Human Investigations Committee Approval for Study

Appendix F: Characteristics of Memorial Pharmacy School Graduates Not Employed in
Pharmacy

Appendix G: Characteristics of Survey Respondents and Non-Respondents




Current Work Locations and Reasons for Job Choice of Graduates of
Memorial University School of Pharmacy

Chapter 1: Introduction
1.1 Problem

Memorial University School of Pharmacy graduated its first class of pharmacists
in 1990 with a Bachelor of Science in Pharmacy. Pri to Memorial's program,
pharmacists in Newfoundland and abrador (NL) completed a three year diploma
program at a technical college. Graduates from the diploma program were not eligible to
work outside the province. Diploma graduates had the option. once the degree program
was in place, of writing the national licensing exams or upgrading to the  gree program
if desired. Pharmacists graduating from Memorial's program have the option of working
throughout Canada and beyond. Informally, it appears more choose to work outside of
NL than in the province, leading to a potential provincial pharmacist shortage.

The role of the pharmacist is evolving within the Canadian healthcare system.
(Task Force on a Blueprint for Pharmacy, 2008). The vision for the profession is “optimal
drug therapy outcomes for Canadians through patient-centred care™. With the increasing
number of new and more complex me = 1tions avai’ le, the demand for the skills and
knowledge of pharmacists is expected to increase as we try and achieve this vision.
Meeting the demand for pharmacists requires a stable workforce. Understanding the
current workforce and the factors that influence it are key components to pharmacy,
particularly on a provincial level. Research is lacking on the reasons why Memorial’s

pharmacy graduates choose to work in NL or outside the province.
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1.2 Research Questions and Objectives

Where are Memorial’s pharmacy graduates practicing? The purpose of this study

is to examine factors that influence the decision of Memorial University pharmacy

graduates to work in NL or outside the province.

The objectives of this study are:

1.

(8%

to identify the proportion of Memorial pharmacy graduates who are no longer
working in the profession. The study will also describe the characteristics of
graduates who leave the pharmacy profession.

to identify the proportion of Memorial pharmacy graduates who work in NL. The
study will describe the characteristics of Memorial pharmacy graduates who work
in or outside NL and identity the predictors of working in NL.

to identify I’he proportion « Memorial pharmacy graduates working outside NL
who are considering returning to NL. The study will describe the characteristics
of pharmacists who are or are not considering returning to NL, and identify the
predictors of considering returning to NL.

to identify the proportion « Memorial pharmacy graduates working in NL who
are considering leavi  NL to work in pharmr  y elsewl e. The study will
describe the characteristics of those who are and are not considering teaving NL

and identify predictors of considering leaving NL.



1.3 Memorial University Pharmacy Program

The program of study lcading to the Bachelor of Science in Pharmacy at
Memorial University requires a minimum of five years to complete. Prior to application
for admission, courses in biology, chemistry, english, math and physics must be
completed. The current admissions process evaluates both the academic performance as
well as performance during a structured interview. Once accepted into the program,
students receive an extensive education in pharmacy and the related health sciences and
intensive practice experience. Graduates of the program are qualified to write the
Pharmacy Examining Board of Canada (PEBC) exam, and write the licensing exam in the
province they choose to work.

The pharmacy program at Memorial graduated the first class in April of 1990.
Prior to ll'lis, pharmacists comple | a three year prc  am at the College of Trades and
Technology and received a diploma in pharmacy. G luates from the three year program
were generally not eligible to work outside NL, as most provinces required a university
degree in pharmacy as part of the licensing requirements. The change to a degrce
program at Memorial from a diploma program has opened up substantially more
opportunities for its graduates. They may work anywhere in Canada or  road, or go on
to higher education, opportunities  Ht usually available to the diploma program
graduates. Within Canada, there are many job options for phart  :ists after graduation,
such as community pharmacies, hospital pharmacies. long-term e institutions, home
care, ambulatory care, academic settings, the Canad 1 Armed Forces, pharmaceutical

industry, public and private pharmaceutical benefit management companies, professional



and regulatory associations, government, and pharm  y consulting. Some job
opportunitics may require advanced learnt  and/or experience. Pharmacists may move

through one or morc of these job types throughout their pharmacy career.

1.4 Ongoing Work in Pharmacy Human Resources in Cana

In 2001, a comprehensive report titled A Situational Analysis of Human
Resource Issucs in the Pharmacy Profession in Canada™ was published (Peartree
Solutions Inc, 2001). This report was initiated by the Canadian Pharmacists’ Association
(CPhA), commissioned by Human Resources Development Canada, and conducted with
guidance and direction from the CPhA and the Canadian Society of Hospital Pharmacists
(CSHP). It reviewed the relevant literature on human resource issues among pharmacists,
;lnd focused on material published in the prior five years. Data were also reviewed from
national and provincial associations, Statistics Canac  and the Canadian Institute of
Health Information. In addition, 23 members of the pharmacy commun / were
interviewed. While American literature was identified about similar issues, the different
regulatory and business climate of health care in Car  la was thought to limit the
genceralizabilty of this literature. The report highlighted the strong demand for
pharmacists, with a predicted shortfall of about 2000 pharmacists nationwide, and
predictions that this number would grow with an aging and retiring workforce, an
increase in females and part time work, and increasing volumes of prescription drugs.
The main finding of the analysis was that the available literature and data offer an

“inconsistent. incomplete. and therefore incoherent picture of the labor market for



pharmacists™. Specific to this project proposal. the current knowledge of factors affecting
mobility of pharmacists within Canada was noted to be poor.

From the situational analysis of 2001, CPhA and key stakeholders in 2005
launched Moving Forward: Pharmacy Human Resources for the Future, a
comprchensive body of work to gather information needed to develop a Canadian human
resources strategy (Canadian Pharmacists Association, 2005). It was a 30-month, $1.45

million project with four primary aims:

p—

To develop an understanding of the pharmacy workforce in Canada.

(8%

To identify short and long term human resources challenges facing pharmacy.
3. To identify challenges facing the pharmacy sector that might be specific to
individual provinces and territories.

4. To offer recommendations for the future Canadian pharmacy workforce.

The project included a series of 12 discrete but related fact finding studies.
Consultation with the project coordinator (J. Cooper, personal communication, March 20,
2006) early in the project indicated that while the study may look at issues for individual
provinces. these studies would take place later in the project. and may not address the
specific issue of why Memorial pharmacy graduates leave NL.

The final report of the Moving Forward studies was released in September 2008
(Management Committee, 2008). The report proposed 36 recommendations for
consideration by the stakeholders involved in planning pharmacy human resources for the

future. The recommendations were grouped under five themes:



1. Communicating the Value the Pharmacy Workforce Contributes to Canadian

Health Care.

(8]

Managing the Pharmacy Workforce.
3. Educating and Training the Pharmacy Workforce.
4. Regulating the Pharmacy Workforce.
5. Improving the Integration of International Pharmacy Graduates into the Pharmacy

Workforce.

The final report dealt with pharmacy human resources in Canada, but did not discuss
issues specific to one province or geog  hical area.

In addition to work by interested stakeholders, data on health personnel trends in
Canada are collected and maintained by the Canadian Institute for Health Information
(CIHI). CIHI maintains pharmacist inforn ion in the recently developed Pharmacist
Database (PDB). In 2006, CIHI released their first report on workforce trends of
pharmacists using data from the PDB; however it was for selected provinces only and NL
data were not available (Canadian Institute for Health Information, 2007b).

There is a lack of information  to why previous graduates choose to remain in
NL or to leave the province. Anecdotally, pharmacy managers responsible for hiring in
NL report difficulty with filling vacancies (personal communication). However. no
formal data or local studies are available to indicate why locally trained pharmacists are
leaving, or why they would stay or return to work in this province. Stakeholders
consulted were interested in the potential to have research data on why our pharmacy

graduates leave the province.



1.5 Study Rationale

This study provides evidence on the retention of locally trained pharmacists in the
province. It also provides information on the proportion of Memorial trained pharmacists
who work in Canada and remain in the profession. The study identifies factors
influencing a pharmacist’s choice to I¢ ¢ or remain in NL. It also identifies factors that
may influence them to return to work in NL.

This study addresses a critical . in the lite  ure on pharmacists in Canada. The
majority of studies examining human resource issues in the pharmacy profession are from
the US. Differences in pharmacy between the two countries such as in education and
training, the impact of third party payers, on al kground of two contrasting heath care
systems limit the generalizability of US literature to the Canadian context. This study
also provides much needed local data and will better cnable private and public employers
to address recruitment and retention issues. Lastly, data on the contribution of Memorial
to the provincial pharmacy workforce will provide valuable outcome data for the program

and assist in its strategic planning and ongoing accreditation initiatives.




Chapter 2: Literature Review

2.1 Role of the Pharmacist

The role of the pharmacist is expanding within the health care system (Task Force
on a Blueprint for Pharmacy, 2008). With the increasing number of new, more complex,
and costly medications, pharmacists are the health care professional with the skills and
training to ensure the effective and safe use of medications. Reforms in the health care
system are recognizing the expanded role of the ph:  1acist (Commission on the Future
of Health Care in Canada, 2002). Drugs are significant health expenditure in the
Canadian health care system, and judicious use has been advocated. Pharmacists arc well
positioned with their skills, know  ge, and education to ensure patients are obtaining the
most effective therapy with miin  adverse effects, as well as to contribute to policy
governing medication use at the local, provincial, and federal level. Full participation on
the health care team is needed to ensure optimal patient outcomes, and appropriate

medication use.

2.2 Becoming a Pharmacist

Pharmacists are considered the medication experts of the health care team. The
process to become a pharmacist in Canada begins with completing a university
undergraduate degree in pharmacy. There are currently ten pharmacy schools in Canada,
with two of these in the Atlantic Provinces (Nova Scotia and NL). The programs require
a minimum five years to complete. Upon receiving the degree, graduates qualify to write

the Pharmacy Examinir Board of Canada (PEBC) examinations. After successful



completion of these examinations and an appropriate period of practice experience,
graduates are qualified to apply for a license to practice pharmacy in the province of their
choice, work abroad, or to further their education by entering graduate study prograins.
Each province is responsible for licensing pharmacists to practice in that provinee, and
cach has their own provincial exam and requirements, in addition to the PEBC exam.
While the provincial exams and requirements are similar between provinces, some
differences exist. Pharmacists working in one province may move to another province to
work, but must satisfy the licensing requirements of the province to which they move.
Pharmacists who graduated from pharmacy programs outside of Canada may be eligible
to work in Canada provided they meet the licensing  juirements of the province where
they wish to work. This includes passing the PEBC national exams, which ensure they

possess education and ability equivalent to Canadian pharmacists.

2.3 Supply of Pharmacists in Canada and Newfoundland and abrador

According to the National Association of Pharmacy Regulatory Authoritics
(2008) report as of Jan I, 2007 th  were 30,245 licensed pharmacists in Canada. The
number of active registered pharmacists in Canada grew at an average rate of 2.8% per
year from 1995 to 2004 (Canadian Institute for Health Information, 2006). The average
age of practicing pharmacists was 38 years for females, and 44 years for males. In 1995,
58% of those graduating with a pharmacy degree in Canada were women (Canadian
Institute for Health Information, 2006). By 2004, the percentage of females graduating

from pharmacy prc¢  ams in Canada had increased to 77%. and women 1ade up 50 to
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69% of the Canadian pharmacist workforce (Canadian Institute for Health Information,
2006). Approximately 71% of licensed pharmacists in Canada practice in a community
setting, 15% in a hospital setting, and 14% in other settings.

Using the statistics provided by NAPRA and Statistics Canada population data
from July I, 2005, there is a national average of one licensed pharmaci  for every 1095
people. This number varies by province, from a low of [ licensed pharmacist per 844
people in Saskatchewan to a high of 1 licensed pharmacist per 1875 people in Nunavut.
This range is likely a reflection of population and geography. Newfoundland and
Labrador has | licensed pharmacist per 882 people.

According to the Newfoundland and Labrador Pharmacy Board (NLPB), as of
June 5, 2007, NL had a total of 597 pharmacist members, of which 569 were practicing
pharmacists (NLPB, 2007). Of the 569 total, 374 worked full time in 185 community
pharmacies, 85 worked full time in 15 hospital pharmacies, 65 worked part time, 30
worked in administrative roles (including teaching). 1 worked at wholesale distributors,
7 had honorary memberships (practice location not specified) and 7 were practicing out
of province (and had maintained full NL license). Those registered as non practicing
include 1  ernity leaves, pharmacists who have moved out of the -ovince who wish to

maintain their membership but not full license, and retired members.
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2.4 The Demand for Pharmacists

The 2001 report initiated by CPhA highlighted the strong demand for
pharmacists, predicted shortfall of about 2000 pharmacists nationwide, and suggested this
number would grow with an aging 1d retiring workforce, an increase in females and part
time work, and increasing volumes of prescription ¢ zs (Peartree Solutions Inc. 2001).

Similar to Canada, in the US there is growing concern and increasing evidence
that the supply of pharmacists in the future may not be adequate to meet the nation’s
needs for pharmaceutical services (Beavers, 2000). In 2008 the US National Association
of Chain Drugstores reported that many states face a pharmacist shortage with
approximately 5300 full time positions vacant amor  its members (National Association
of Chain Drug Stores, 2008). This shortage has been evident for over 20 years. A 1985
survey showed 27% of chain pharmacy executives were encountering frequent
pharmacist manpower shortages, and another 57% reported occasional shortages
(Wolfgang, 1987). A survey of hospital based pharmacy directors in the US reported that
within the preceding 12 months, 38.1% of the pharmacy directors reported difficulty
filling vacant pharmacist positions (Stubson & White, 1988). Vacancies were open for
longer periods of time: with almost a quarter of openings left unfilled for three to six
months. The rapid increase in vacancies and the inability to fill positions, the rapid
growth in prescription volume, the increase in new drugs and their greater complexities,
and the growth in the elderly population are all  dicators of a rapid and persistent rise in
demand for pharmacists (Gershon, Cultice & Knapp. 2000). In addition, the national

dication errors has 1 attention to o1 st olyof




pharmacists (Baker et al., 2004). The demand for pharmacists appears to be greater than

the supply, and this does not appear to have decreased over the last few decades.

2.5 Pharmacist Turnover

A number of US studies have found a substantial rate of turnover among US

pharmacists. Surveying a representative national sample of 3005 US pharmacists,
Schondelmeyer, Mason, Miller, and Kibbe (1992) found that in the prior one, three, five
and ten years 8.5%. 26.8%. 38.2% and 56.2% of full time pharmacists, respectively,
changed jobs at least once. From mail survey of 1600 licensed pharmacists in four US
states. Mott (2000) found that over a 15 year period (1983 to 1997), respondents had held
on average a total of 3.6 + 2.5 pharmacy jobs. The mean annual turnover rate (total
turnover events / total respondents employed in the year) across the 15 year per'iod was
1% + 3.6%. Pharmacists who left jobs typically stayed less than three years. In their
study of licensed pharmacists from four US states. Cline and Mott (2000) found that the
average pharmacist had 9.34 years of experience and had worked for approximately three
employers as a pharmacist.

Other surveys of pharmacists report that rou ~ "y one-quarter (Wolfgang, 1987) to
one third of pharmacists surveyed expressed an intention to leave their current employer
(Gaither, 1999; McHugh, 1999). Given the difficulty in locating and studying former
employees, intention to lcave is of 1 used in studies to identify prospectively the factors

related to turnover.



2.5.1 Overall reasons for job turnover

Schondelmeyer et al., (1992) surveyed a national sample of 3005 US pharmacists
and found the reasons for job change included improved working conditions (41%),
increase in pay (35.3%). better hours (31.4%), advancement in opportunities (25.2%),
better geographical location (12.8%), |  :hased pharmacy (10.2%). burn out (10.2%),
less commuting (7.3%). and spouse relocation (6.1%). Mott (2000) had similar findings
in another survey of US phart  :ists, and reported the top four reasons for job changes
were a) relocation, b) stress level, ¢) desire for change, and d) salary, respectively.

A number of studies have examined the relationship between quality of work life
and intention to leave a job among pharmacists. Stewart and Smith (1987) found that
pharmacists intention to leave was inversely related to three organization variables: a)
current prospects for promotion, b) way in which management facililu;cs work. and ¢)
way in which management responds to the feelings of employces. The three variables
most likely to influence these pharmacists to stay were: a) current location of my
employer. b) kind of job duties, and ¢) hours I am scheduled to work (Stewart & Smith,
1987). Wolfgang (1987) examined the relationship between job stress and pharmacists
turnover intentions using a survey to 215 chain pharmacists from across the US. He
found a significant positive  ationship between four stressful job situations and
pharmacists’ intentions to change jobs. These four situations were: (a) not receiving
constructive feedback from their superiors, (b) not being able to use one’s abilities to the

fullest extent on the job, (c) exper  cing job policies and procedures which are not



enforced consistently, and (d) having to deal with ai 'y or unappreciative
patients/customers.

Bumout has also been suggested to contribute to pharmacist turover
(Schondelmeyer et al., 1992). Lahoz and Mason (1990) surveyed 2780 US pharmacists
to examine the degree of burmnout and associated individual and jo  characteristics. They
found that more than 50% of the pharmacists expericnced moderate to high levels of
burnout.

2.5.2 Specific factors related to pharmacist turnover

Turnover rates and reasons for turnover have been shown to vary by gender, work
setting, position and years of experien  Again, the literature is almost exclusively
derived trom US studies, some of which are now more that 20 years old.

2.5.2.1 Gender

Women make up an increasingly larger proportion of the pharmacist workforce.
Shih (2000) found that the proportion of women in the US pharmacist workforce grew
from 5.8% in the 1968-1970 period to 25% in the 1980s to 33% in the 1994 to 1996
period. Studies from the US suggest that female pharmacists are more likely than their
male counterparts to change jobs. For example, a larger proportion of female
pharmacists than male pharmacists changed their jobs after one year (9.9% vs. 8%) and
after ten years (66.5% vs. 56.2%) (Schondelmeyer et al., 1992). Using a cross sectional
mail survey of 507 hospital p  macists in one US state Quant and McKercher (1982)
found that a larger proportion of women than men p- 'macists said they intended to leave

their job (p<0.05).



A number of studics have found that compared to their male counterparts. female
pharmacists were less satisfied in their jobs (Quandt & McKercher. 1982: Robers, 1983),
had more job related stress (Gaither, 1999) and higher levels of burmout (Lahoz & Mason,
1990). Mott’s (2000) survey of licensed pharmacists in four US states found that the four
most common reasons for chai  ng jobs among males were a) salary, b) desire for
change, ¢) stress level, and d) employer philosophy whereas the top four reasons cited by
females for changing jobs were a) relocation, b) stress level, ¢) desire for change, and d)
opportunity.

Gender related differences in turnover, satisfaction and reasons in turnover may
be related to the types of positions and pharmacy related tasks performed by male and
females pharmacists (See section 2.5.2.2). For example in their study of US pharmacists
in 1990-91, Schondelmeyer et al., (1992) reported ;] higher proportion of men than
women were employed full time in pharmacy (77.4% vs. 61.9%). The majority of full
time men pharmacists (57.2%) were in management positions, whereas 1st over one
third (38.4%) of full time won | pharmacists were in management positions. More men
than women were owners or partners (18.1% vs 4.2%). Quandt and McKercher (1982)
reported males spent less time in dispensi  functions compared to females (p< 0.01) and
considered their job more challenging.

2.5.2.2 Pharmacist job setting and position

Studies have consistently repor  differences in pharmacist turnover and reasons

for turnover related to work setting and position. Pharmacists may work in a number of

different job settings, with the two most common a) community pharmacy (private or



corporate owned) and b) hospital pharmacy. Within cach setting, pharmacists may work
in different positions. from the staff pharmacist to higher levels of owner or manager. In
hospital pharmacy, pharmacists may | e positions with varyit  amounts of time spent
in either direct patient care or dispensary dutics.

In community settings pharmacy owners reported a significantly higher level of
job satisfaction, o nizational commitment and a significantly lower rate of turnover
intention compared to staff pharn ists (Gaither, 1999; Robers. 1983). Staff pharmacists
reported being the most burned out ot | the groups. espectally when compared to
owners (Lahoz & Mason, 1990). Pharmacists in privately owned community pharmacies
reported significantly lower levels of emotional exhaustion than those in large corporate
stores or hospital pharmacies (Lahoz & Mason, 1990).

Among hospital pharmacists, phar’macisls with direct patient care duties were
reported to have the highest mean :neral satisfaction scores compared to pharmacists
with primarily dispensing duties (Robers, 1983). Hospital pharmacists performing
dispensing duties half or more of the time had lower ratings for met expectations and job
and professional satisfaction t” 1+ se pharmacists performing more ¢ ninistrative,
supervisory or clinical roles (Stev  t & Smith. 1987).

2.5.2.3 Pharmacist age and level of experience

Age appears to be re  ed to job satisfaction, with younger pharmacists less
satisfied than their older counterparts. Compared to older pharmacists and those with
more years of experience, younger (less experienced) pharmacists | o greater

dissatisfaction (Gaither, 1999; Robers, 1983; Stewart & Smith, 1987) and intention to



leave their current jobs (Wolfgang. 1987). For tenure, it was noted that as years in a
position increased. more pharmacists were satisfied (Robers, 1983).The longer the
pharmacist had been in practice, the lower the degree of burnout experienced: the
younger the pharmacist, the higher degree of bumout (Lahoz & Mason, 1990). Younger
pharmacists also reported lower met expectations toward the professional standard and
use of professional abilities . well as lower satisfaction with the profession (Gaither,
1999: Stewart & Smith, 1987).

The relationship between age, turnover and satisfaction may be explained by
attrition. The younger (and less satisfied) pharmacists may be more likely to leave the
profession all together and would be less likely to be included in subsequent surveys of
the profession. Few studies have examined attrition from the profession although
McHugh (1999) suggest that 0niy 60% of pharmacists surveyed would choose to become

a pharmacist again.

2.6 Summary and critique of existing literature

The majority of published studics examining workforce issues in pharmacy
originate in the US. With the differences in the health care systems, information on
factors affecting job choice and job turnover within pharmacy may not apply in Canada.
A number of methodological problems were noted. The studies looked at a variety of
pharmacy populations such as community pharmacists, hospital pharmacists, and
managers. Comparing these groups may not be valid, as there may be differences in why

a particular setting was chosen. The majority of studies were survey based, with




differences in response rates and responder characteristics. In addition, many studies
were hampered by small sample size and low response rates. Moreover, survey tools
were often different, making comparisons between studies difficult. With surveys,
respondents may be different than non-respondents. and recall bias may affect the
validity of results.

The lack of Canadian studies on human resources in pharmacy makes it difficult
to identify trends, issues or challenges within this co -y, and within the province. The
use of a national database for information pertaining to pharmacist human resources is
evolving: however challenges still exist. Each province collects and maintains its own
data, primarily for licensing purposes, and the inforn  ion may not be collected in a
consistent manner. These systems also do not take into account mobility between
provinces. Given the v;ide variety of possible practice settings, and small numbers of
pharmacists in some settings, data on factors that influence movement between areas or
out of the main areas (community and hospital) are not available.

Despite the limitations, some common themes did emerge from the US studies.
Consistent with the workforce in Canada, a growing rcentage of pharmacy graduates
are female. The studies examining reasons for job turnover cited reasons such as salary,
spouse/partner relocation, career advancement or promotion, improvement in working
conditions, stress level, desire for change, job satisfaction and organizational
commitment. Factors related to positive job satisfaction and met job expectations are
workplaces with a high level of direct patient care and professional organizations.

Negative factors relating to job satisfaction include high workload, wo ng in a staff



pharmacist position, younger age, few prospects for promotion, and being female.
Having scveral jobs throughout a pharmacy carcer has been noted. with one study citing
during a 10 year span over 50% of the pharmacist respondents had changed jobs at least

once. Pharmacists who leave jobs often choose the same setting for their new job.
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Chapter 3: Methods
This study is a cross sectional survey of pharmacy graduates of Memorial
University’s School of Pharmacy from 1990 to 2007. Pharmacy graduates were identified

and matiled a self administered postal survey.

3.1 Sample Frame

Inclusion criteria for the study were graduation from Memorial University School
of Pharmacy between 1990 and 2007, and availability of a valid mailing address. The
sample list was constructed from two sources: a) the NLPB register of pharmacists (for
those working in pharmacy in NL) and b) Memorial University Alumni Affairs (for those
residing outside of NL and/or no longer working in pharmacy).

3.1.1 Graduates working in pharmacy in NL

The NLPB makes available to the public on their website the names and work
addresses of all pharmacists o stered 1 NL. The NLPB provided an Excel file limited
to registrants since 1990, as any pharm  sts registered prior to this would not be a
Memorial graduate. This list was cross referenced to the graduate names available in the
public domain at the School of Pharmacy. Registrants known to be aduates of other
programs were removed from the list.

3.1.2 Graduates outside NL and/or no lon; - working pharmacy

To access graduates working outside of NL (in or out of pharmacy), as well as
those no longer working in pharn :y within NL, Memorial University's Office of

Alumni Affairs provided assistane  This department maintains a database of all



Memorial graduates and regularly updates the information. The Office of Alumni Affairs
provided the names and addresses of pharmacy alumni to the Development Officer (Mr.
Darcy McMeekin) responsible for the  1mni database for the Schools of Pharmacy and
Nursing. Mr. McMeckin cross-referenced the NLPB list against the alumni database, and
sent surveys to graduates who were not included in the NLPB list. Through these
procedures, only staff of Alumni Affairs had access to the Memorial pharmacy graduates

alumni list in order to maintain privacy of the graduates.

3.2 Data Collection Instruments

The survey items were developed based on themes identified from the literature,
consultations with leaders and managers in pharmacy in NL. who may be responsible for
pharmacy human resources manageme , and the NLPB licensing application.

Two surveys were developed and colour coded for easy identification: a) graduates
with a NL address (green) and b) grad  es with an address or working outside NL
(blue). The survey was four pages in let  h, consisted of 21 questions for graduates in
NL (Appendix A) and 23 questions for aduates outside NL (Appendix B). The first
section of the survey contained questions about personal characteristics (e.g. gender, date
of birth, town of high school graduation, year of pharmacy graduation, and completion of
additional education post pharmacy). The next section asked if graduates were currently
working in pharmacy, and if not. asked for their current job and reason for leaving

pharmacy. Those having left pharmacy did not complete the remainder of the survey.
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The rest of the survey contained questions for graduates still working in pharmacy.
Questions asked job specific information including size of community of employment,
primary place of employment, hours worked per weck, job category. job status. position,
length of time with current employer. number of different primary employers, and
income. Graduates were presented with a list of factors, and asked to rank their
importance in accepting their current job. Two additional questions for those outside NL
were their current province of employment, and if their previous job had been in NL.

The final part of the survey asked respondents if they were considering moving
from NL (for those in NL) or to NL (fi  those outside NL) to take a pharmacy job. If
answered yes, respondents were asked to choose from a list the top three reasons
influencing their decision.

The survey was reviewed by the thesis supervisory committee. In addition, five
faculty members from the School of Pharmacy pretested the survey and provided
feedback. Questions were revised to improve the clarity and reliability of specific items

based on the feedback

3.3 Survey Procedures

The survey was conducted using a modified Dillman method (Dillman. 1983).
Initial survey packages were mailed during the first week of April 2008 and the second
survey was sent about two weeks later. The first mail out consisted of a hand-signed
cover letter explaining the purpose of the survey written on School of Pharmacy

letterhead (Appendix C), a copy of the survey. and a stamped, pre-addressed envelope for




returning the survey. These items were mailed in a Memorial University School of
Pharmacy envelope. The second mailii - was similar, with a follow up letter (Appendix

D) replacing the original cover letter.

3.4 Data Cleaning

Survey data were entered into a Microsoft Access database, using separate files
for respondents in or outside NL. Unique identifiers were assigned to each survey to
facilitate retrieval for data verification. Survey data were imported into one SPSS file
using version 15.0 (SPSS Inc., 2006). All data cleaning and analysis were done using
SPSS. Frequencies were run on all variables to identify incorrect or implausible numbers,
unlabeled data values, or cells with cells with missing numbers. The original surveys

were consulted to correct data entry errors.

3.5 Outcome Variables

The outcomes of interest were: a) graduates employed in pharmacy, b) graduates
working in or outside NL., ¢) graduates employed in pharmacy outside NL considering a
return to NL., and d) graduates employed in pharmacy in NL considering lcaving NL.

3.5.1 Graduate employment in pharmacy

Respondents still employed in the profession of pharmacy were coded as “yes™
(1) while those not employed in pharmacy were coc  as *no” (0). Those not employed

in pharmacy were excluded from the main analyses.




3.5.2 Location of graduate

Based on the survey returned (in or outside NL). respondents in NL were coded as
“in NL" (1), while respondents outside NL were coded as “outside NL™ (0).

3.5.3 Considering a return to NL

Graduates employed in pharmacy outside NL considering a return to NL were
coded as “yes™ (1) while those not considering a return were coded as “no™ (0).

3.5.4 Considering leaving NL.

Graduates employed in pharmacy in NL considering moving from NL were coded

as “'yes™ (1) while those not considering lcaving were coded as “*no™ (0).

3.6 Demographic Predictor Variables

Covariates describing graduate demographics and education were considered in
the main analyses.

3.6.1 Gender

Females were coded as 1, and males coded as 0.

3.6.2 Age

Age was calculated by subtracting the year they were born from 2008. Age was
analyzed as a continuous variable

3.6.3 Age at graduation

Age at graduation was calculated by subtracting year of birth from the year of

graduation. Age at graduation was analyzed as a continuous variable.



3.6.4 Had a rural background

Based on the hometown reported, respondents whose hometown had a population
of less than 10 000 were coded as having a rural background (1) and those who came
from a community with a population of 10 000 or greater were coded as having an urban
background (0). Statistics Canada was used to confirm community population sizes
(Statistics Canada Community Profiles. 2006).

3.6.5 From NL

Based on the hometown reported. respondents whose hometown was in NL were
coded as from NL (1). Respondents whose hometown was outside NL were coded as
from outside NL (0). Statistics Canada was used as the dircctory to determine where the
town was located (Statistics Canada Community Profiles, 2006).

3.6.6 Year of Graduation

The year of graduation was grouped into four categories: 1990-1994 (1), 1995-
1999 (2). 2000-2004 (3). and 2005-2007 (4).

3.6.7 Completed Additional Education

Graduates completing additional education post pharmacy degree were coded as
“yes™ (1). and those who | I not were coded as “no™ (0). Respondents answering “yes™

were asked to provide the highest level in progress or completed.

3.7 Pharmacy Job Predictor Variables
The remainder of the predictor variables for the main analysis were related to the

pharmacy job(s) the respondents held.



3.7.1 Size of work town

Respondents whose primary place of employment had a population of less than
10 000 were coded as practicing in a rural setting (1) and those who employment location
had a population of 10 000 or greater were coded as practicing in an urban setting (0).

3.7.2 Primary place of employment

Based on standard options for place of employment from the literature and the
license renewal form. respondents primary place of employment were coded as
“community pharmacy™ (1), "“hospital or health care facility™ (2), or “other™ (3).

3.7.3 Hours worked per week

Hours worked per week were entered as provided, and analyzed as a continuous
variable.

3.7.4 Job category

Respondents” jobs were coded — “*full time™ (1), “part time™ (2) or “casual™ (3).

3.7.5 Job status

Respondents” jobs were coded as “permanent™ (1), “temporary™ (2) or “'self
employed™ (3).

3.7.6 Position

The current position a responde  held was coded as “staff pharmacist™ (1),
“pharmacy manager™ (2), “pharmacy owner™ (3). and “other” (4)

3.7.7 Years in current employment

Years in current employment v entered as provided, and analyzed as a

continuous variable.



3.7.8 Number of primary employers

Number of employers was coded as cate Hries based on the number indicated by
respondents: 1, 2.3, 4,5, or >5.

3.7.9 Reasons for choosing current job

Respondents ranking of level of importance for each factor presented were coded
as 1 (unimportant) to 5 (very important). Responses were recoded into 2 categories: “Not
important™ (0), which included unimportant and of little importance, and “Important™ (1)
which included moderately important, important, and very important.

3.7.10 Currently work for other employers

Respondents working as a pharmacist for other employers were coded as “yes™
(1), while those not working for other employers were coded as "no™ (0). If “yes™ was
chosen, the number of cmployers was entered as provided. and analysed as a continuous
variable.

3.7.11 Income

Income was initially coded as four categories: <$40 000 (1): $40 000 — <855 000
(2): $55 000 — <870 000 (3): and >$70 000 (4). For chi-square and logistic regression

analysis. the categories were :  oded as <§70 000 (1) and >70 000 (2).

3.8 Supplementary variables applicable to a subset of respondents
Several variables of interest applied only to a subset of the respondents. These

included the jobs for which respondents had left the pharmacy profession, location of



previous pharmacy job for those outside NL, and the reasons for wanting to leave NL (if
m NL) or return to NL (if outside NL).

3.8.1 Non-pharmacy jobs

Respondents no longer working in pharmacy were coded as being/becoming a
physician (0) and other (1).

3.8.2 Previous phe iacy job

Respondents working in pharn  y outside NL whose previous job was in NL
were coded as “yes™ (1). while those whose previous job was not in NL were coded as
*no (2). Respondents who were in their first job which was located outside NL were
coded as “current job is first job™ (3).

3.8.3 Considering a return to NL / reasons

Graduates employed in pharmacy outside NL considering a return to NL wérc
coded as “yes™ (1) while those not considering a return were coded as *no™ (2). If
answered yes, the fourteen criteria presented for choosing up to three reasons influencing
their answer were coded as “checked™ (yes) or “not checked™ (no).

3.8.4 Considering leaving NL / reasons

Graduates employed in pharmacy in NL considering moving from NL were coded
as “yes” (1) while those not considering leaving were coded as “no™ (2). If answered yes,
the fourteen criteria presented for choosing up to three reasons influencing their answer

were coded as “checked™ (yes) or “'not checked™ (no).




3.8.5 Other Comments

At the end of the survey, respondents were invited to provide any additional

comments. The comments were reviewed and grouped into categories.

3.9 Data Analysis \

To assess the representativeness of the sample, we compared data on year of
graduation and gender for survey respondents with all MUN pharmacy alumni who had
graduated between 1990 and 2007. Comparison was limited to these two variables as
they were the only pieces of informatic  publically available for all Memorial pharmacy
graduates. Chi square tests were used to look for ditferences between survey respondents
and pharmacy alumni.

For objective one, frequencies were used to identify the number of MUN
pharmacy graduates who were no longer working in the profession. Frequencies, means
and standard deviation were used to describe the characteristics of these graduates.

For objective two, the sample was restricted to graduates who were still working
in pharmacy. Frequencies, m 1s and standard deviation were used to describe the
characteristics of the sample and chi square tests (for categorical variables) and ANOVA
(for continuous variables) w e used to compare characteristics of those in or outside NL.
Multiple logistic regression was used to identify significant (p<0.05) predictors for
working in NL. Potential p lictors for each regression model were selected on the basis

of the bivariate analyses (i.e. chi square and ANOVA).
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For objective three, the sample was limited to only those graduates who were
practicing in pharmacy and who were working outsi  NL. Frequencies. means and
standard deviation were used to describe the characteristics of this subset of the
sample. Chi square tests and ANOVA were used to compare characteristics of those
considering returning to NL and those who were not considering returning to NL.
Multiple logistic regression was used to identify significant (p<0.05) predictors
considering returning to NL. Potential predictors for each regression model were
selected on the basis of the bivariate analyses.

For the fourth research objective, the analysis was limited to pharmacy graduates
who were working in pharmacy in NL. Frequencies, means and standard deviation were
used to describe the characteristics of this subset of the sample. Chi square tests and
ANOVA were used to compare characteristics of those considcri;Ig leaving NL and those
who were not considering leaving NL. Multiple logistic regression was used to identify
significant (p<0.05) predictors for considering leavi  NL. Potential predictors for cach
regression model were selected on the | is of the bivariate analyses.

In supplementary analyses, frequencies were used to describe the reasons and
current occupations of graduates who had left the pharmacy pre  ssion, describe the work
locations for graduates working outside NL, to identify the most commonly cited reasons
for wanting to leave or return, and to summarize open-ended comments. Additional chi
square tests were conducted to examine differences in factors by year of
graduation. These analyses nined whether factors rated as important in work location

changed over time.
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3.10 Ethics Considerations

This project was approved by the Human investigations Committee, Memorial
University on January 29, 2008 (see Appendix E). Consent to participate in the study was
implied with the return of the completed survey.

Graduates were informed in the cover letter that the survey was voluntary, they
did not have to answer all questions, all answers were confidential, and they would not be
identified in any report or presentation. The letter noted every effort would be made to
protect confidentiality; however, in some cases it might be possible to identify particular
individuals based upon demographic information. Graduates identified through the
Alumni database had their privacy protected by having an authorized designate of that
department responsible for the mailing. All surveys were stored in a locked room within a
locked filing cabinet in the School of P* macy. Memorial University. Files were stored
on a password protected computer. Only the principal investigator had access to the
locked filing cabinet and computer files. No study codes were used that could link
respondents names or addresses to the completed survey. Cells with less than five

respondents were reviewed to ensure that individual respondents could not be identified.



Chapter 4: Results
4.1 Sample

Between 1990 and 2007, there were 591 graduates from the Memorial University
School of Pharmacy. Of these graduates 466 (78.8% ) had a valid mailing address. This
sample of 466 was comprised of 171 that were outside NL. and 295 that were in NL
(Figure 4.1). The overall response rate was 64.4% (300/466). The response rate from
graduates in NL was 70.8% (209/295), and from outside NL 53.2 % (91/171).

The majority (96.7%) of respondents were still employed in pharmacy. Of the ten
respondents (3.3%) who no longer worked in pharmacy, there were five from each survey
group (Appendix F). Of the ten, seven had chosen to pursue medicine as a career. Of the
remaining three, one worked in government and two worked in sales jobs not related to

pharmacy.
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4.2 Characteristics of Sample

4.2.1 Demographic and job characteristics

Table 4.1 lists the demographic characteristics of the graduates who are still in
pharmacy. About two thirds (70.3%) of the respondents were practicing pharmacy in NL.
Over half (60.6%) were female, and about half (51.8% ) had come from a rural
background. Most (85.8%) were originally from NL, based on the town where they
attended high school. There was representation across all the years of graduation.

Table 4.1 Demographics of Memorial pharmacy graduate respondents (n=290)

Chai teristic

Work in NL n (%)

In NL 204 (70.3)
Outside NL 86 (29.7)
Gender n (%)

Male 114(39.4)
Female ' 175 (60.6)
Age mean (sd) 34.17 (5.96)

Have rural background n (%)
No 136 (48.2)
Yes 1 1(51.8)
From NL n (%)
No 40 (14.2)
Yes 2 1(85.8)
Year of graduation n (%)
1990-1994 74 (25.7)
1995-1999 82 (28.5)
2000-2004 80 (27.8)
2005-2007 52 (18.1)
Age at graduation mean (sd) 24.91(2.80)
Additional education (in progress or completed)
No 262(90.7)
Yes 27(9.3)

Type of additional education (h 1est level checked) n (%)
Pharmacy Residency 6(22.2)
Master’s level 4(14.8)
Pharm.D. 13 (48.2)
Not indicated 14(14.8)
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Almost three quarters (73.8%) were working in community pharmacy (Table 4.2).
Most respondents were working in full time (94.1%), permanent (93.8%) positions. Just
over half (§9%) were working as staff pharmacists, and 40.7% had worked for three or
more employers since graduation. Sixty-six (22.9%) worked as a pharmacist for other
cmployers in addition to their primary job. The most common income category chosen
was > $70 000 (76.1%). About one-third (32.6%) were practicing in a rural setting.

Of the 86 practicing pharmacists completing the outside NL survey, 15 (17.4%)
had worked in NL prior to their current position, and for 30 (34.9%). their current job

outside NL was their first job in pharmacy.



Table 4.2 Job characteristics of Memorial phannacy graduate respondents (1=290)

Characteristic

Practicing in rural setting n (%)

No 194 (67.4)

Yes ¢ (32.6)
Primary place of employment

Community Pharmacy 214 (73.8)

Hospital / Health Care Facility 50(17.2)

Other 26 (9.0)
Hours worked per week mean (sd) 39.05 (7.49)
Job category n (%)

Full time 273 (94.1)

Part time 17 (5.9)
Job status n (%)

Permanent 272(93.8)

Temporary 10 (3.4)

Self-Employed 8(2.8)
Type of pharmacy position n (%)

Staff Pharmacist 171 (59.0)

Pharmacy Manager 69 (23.8)

Pharmacy Owner 23(7.9)

Other 27(9.3)
Years with current employer mean (sd) 5.83 (4.46)
No of different primary employers n (%)

1 90 (31.0)

2 82(28.3)

3 61 (21.0)

4 28(9.7)

5 14 (4.8)

>5 15(5.2)
Work as a pharmacist for other employers n (%)

No 27777

Yes 66 (22.9)
Income

< 40 000 9(3.1)

40 000 - <55 000 72.4)

55 000 - <70 000 53 (18.3)

> 70 000 2720 (76.1)

36
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Respondents working outside of NL in the pharmacy profession were located

primarily in Ontario and the three Maritime Provinces (Table 4.3).

Table 4.3 Location of Memorial phopmeacs ovaduate respondents outside NL (n=86)

Characteristic
Respondents working outside NL n (%)
Ontario 14 (51.8)
New Brunswick 14 (16.5)
Nova Scotia 12 (14.1)
PEI 6(7.1)
Alberta 5(5.9)
British Columbia 3(3.9)
Florida, USA 1(1.2)

4.2.2 Factors involved in choosing current pharmacy job

When asked to rank the importance of factors involved in choosing their current
pharmacy job. the top four reasons ranked as important by respondents was working
conditions (99.3%), job benefits (96.6%), level of pay (96.5%) and hours of work

(95.5%) (Table 4.4).
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Table 4.4 hinportanee of foctors in choosing current pharmacy job (n=290)

Factor Not Important n (%) Important n (%)
Working conditions 2(0.7) 287 (99.3)
Job benefits 10 (3.4 280 (96.6)
Level of pay 10(3.5) 279 (96.5)
Hours of work 13 (4.5) 277 (95.5)
Geographical location 18 (6.2) 272(93.8)
Direct involvement in patient care 26 (9.0) 263 (91.0)
Employer’s philosophy S22 254 (87.9)
Future opportunity for advancement 54(18.8) 234 (81D
Length of commuting required 61 (21.0) 229(79.0)
Family considerations 65(22.4) 235(77.6)
The desire for a change 84(29.5) 201 (70.5)
Offer of a job promotion 127 (44.1) 161 (55.9)
Job opportunity for spouse / partner 162 (56.1) 127 (43.9)
Return for service agreement 161 (58.1) 116 (41.9)

Supplementary analysis was ¢ ed out to assess if the ranking of importance of
factors varied by graduation year (Tat  4.5). The same top four reasons (working
conditions, job benctfits, level of pay and hours of work) ranked highly across all years,
with no difference between these four categories. Three other factors had a significant
difference across years of graduation. A larger proportion of “older graduates™ than
recent graduates rated family considerations (p=0.008) and desire for change (p=0.048)
as important considerations in their current job. In contrast a larger proportion of recent
graduates rated return for service :  ‘eements as an important consideration in their

current job selection than their older counterparts (p=0.033).
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Table 4.5 Importance of factors in choosing current pharmacy job based on graduation

vear (n=290)

Graduation year

Factor 1990-1994 | 1995-1999 | 2000-2004 | 2005-2007 | P
N=74 N=82 N=80 N=52 value*

Working Conditions 0.662
Not Important n(%) I (1.4) 0 1(1.3) 0
Important n(%) 73 (Y8.6) B (100) 78 (Y8.7) (1)

Job Benefits 0.556
Not Important n(%) RECHD] 337N 1(1.3) 3(5.8)

Important n(%) 71 (959 79 (96.3) 79 (98.8) 49 (94.2)

Level of Pay 0.420
Not Important n(%) (5.4 4(4.9) 1(1.3) I (1.9)

Important n(% ) 70 (94.6) 78 (95.1) T8 (98.7) S1T98.1)

Hours of Work 0.120
Not Important n(%) 7095 2(2.4) 2(2.5) 238
Important n(%¢) 67 (90.5) 80 (97.6) 78 (97.5) 50(96.2)

Geographical Location 0.861
Not Important n(%¢) 454 4 (4.9) 6(7.5) 4$(7.7)

Important n(%) 70 (94.6) 78 (95.1) 74 (92.5) 48 (92.3)

Direct involvement in patient care 0.352
Not Important n(%) 9(12.2) 6(7.3) 9(11.3) 20439
Important n(%) A3 (%7 %) 76 (92.7) 71 (88.8) 49 (96.1)

Employer’s philosophy 0.639
Not Important n(%) L (14.9) 1 (13.6) 9(11.3) 4(7.D
Important n(%) 63 (85. 70 (86.4) 71 (88.8) 48 (92.3)

Future opportunity for advancement .298
Not Important n(%) 18 (24.3) 14(17.1) 10(12.8) 1L
Important n(%) 56 (75.7) 68 (82.9) 68 (87.2) 41 (78.8)

Length of commuting required 0114
Not Important n(%) 13(17.6) 25 (30.5) I4(17.5) 9(17.3
Important n{%) 61 (82.4) 57 (69.5) 66 (82.5) 43 (82.7)

Family considerations (L0083
Not Important n(%) 10(13.5) 14(17.1) 22(27.5) 19 (36.5)
Important n(%) 64 (86.5) 68 (82.9) SR(72.5) 33 (63.5)

The desire for a change 0.048
Not Important n(%) 21 (28.8) 23 (28.8) 16 (20.3) 243D
Important n(%) o R T 57(71.3) 63 (797 29(56.9)

Offer of a job promotion 0.547
Not Important n(%) RhERII)) 35438 33 (41.3) 21 (404
Important n( %) 76 (48.6) 45 (56.3) 47 (58.8) 31 (59.6)

Job opportunity for spouse/partner 0.726
Not Important n(%) 982N H (537 46 (58.2) 32(61.5)

Important n(%) 5473y | 38(46.3) 33711 %) 20 (38.5)

Return for service agreement 0.033
Not Important n{%) 43 (60.6) 54 (70.1) 40 (52.6) 24(46.2)
Important n(%) 28(39.2) 23(29.9) 36 (47.4) 28 (53.8)

*p value for comparison between groups
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4.3 Practicing in or outside NL

4.3.1 Demographic and job characteristics

Tables 4.6 and 4.7 compare the demographic and job characteristics of the
graduates working in pharmacy in or outside NL, respectively. Compared to those
working outside of NL. a significantly larger proportion of those working in NL were
older. were originally from NL, had been with their current employer longer, and had a

lower income.

Table 4.6 Demographics of Memaorial pharmacy graduate respondents based on location

(n=290)
Characteristic Outside NL In NL p value
1 =86 N=204
Gender n (%) 0.984
Male 34 (39.5) 80(39.4)
Female 52 (60.5) 123 (60.6)
Age mean (sd) 32.93(5.07) 34.7(6.23) 0.021
Have rural background n (%) 0.435
No 44 (51.8) 92 (46.7)
Yes 41 (48.2) 105 (53.3)
From NL n (%) <(.001
No 36 (42.4) 4(2.0)
Yes 49 (57.6) 193 (98.0)
Year of graduation n (%) 0.095
1990-1994 14 (16.3) 60 (29.7)
1995-1999 25 (29.1) 57 (28.2)
2000-2004 29(33.7) 51(25.2)
2005-2007 18 (20.9) 34 (16.8)
Age at graduation mean (sd) 24.86 ~ 18) 24.93 (3.03) 0.857
Additional education (in prc -ess
or completed) 0.670
No 77 (89.5) 185 (91.1)

l Yes 910 ﬁ\_ 18 (8.9)
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Table 4.7 Job characteristics of Memorial pharmacy graduate respondents based on

locetion (n=7Q(1)

Characteristic Qutside NL In NL p value
N=86 N=204
Practicing in rural setting n (%) 0.052
No 65 (75.6) 129 (63.9)
Yes 21 (249 73 (36.1)
Primary place of employment 0.989
Community Pharmacy 63 (73.3) 151 (74.0)
Hospital / Health Care 15(17.4) 35(17.2)
Other 8(9.3) 18 (8.8)
Hours worked per week mean (sd) 3931 (5.77) 38.94 (8.12) 0.699
Job category n (%) 0.982
Full time 81 (94.2) 192 (94.1)
Part time 5(5.8) 12 (5.9
Job status n (%) 0.755
Permanent 82 (95.3) 190 (93.1)
Temporary 2(2.3) 8 (3.9)
Sclf-Employed 2(2.3) 6(2.9)
Type of pharmacy position n (%) 0.117
Staft Pharmacist 53 (61.6) 118 (57.8)
Pharmacy Manager 16 (18.6) 53 (26.0)
Pharmacy Owner 11(12.8) 12(5.9)
Other 6(7.0) 21 (10.3)
Years with current employer mcan (sd) 4.67 (4.01) 6.32 (4.56) 0.004
No of different primary employers n 0.123
(%) 31(36.0) 59 (28.9)
l 16 (18.6) 66 (32.4)
2 22(25.6) 39 (19.1)
3 9 (10.5) 19 (9.3)
4 2(2.3) 12(5.9)
5 6(7.0) 9¢.4)
>5
Work for other employers n (%) 0.105
No 61 (70.9) 161 (79.7)
Yes 25(29.1H) 41 (20.3)
Income <0.001
<70 000 5(5.9) 64 (31.4)
> 70 000 80 (95.1) 140 (68.6)




4.3.2 Factors involved in choosing current pharmacy job based on location

Table 4.8 examines the importance of factors for choosing the current job for
graduates working in and outside NL. The top three factors (working conditions, job
benefits, level of pay) were the same for both groups. A significantly greater proportion
of respondents working outside NL considered job opportunity for spouse / partner as an

important factor for choosing their current job (p=0.017).




Table 4.8 Importance of factors in choosing current pharmacy job based on respondent
location (n=290)

Factor Qutside NL In NL
n=86 n=204 p value
Working Conditions 0.360
Not Important n(%) 0y 2(1.0
Important n(%) 85 (1 202 (99.0)
Job Benefits 0.466
‘ Not Important n{%) 4.7 6(2.9)
Important n(% ) 82(95.5) 198 (97.1)
Level of Pay 0.506
Not Important n(%c) 2Q 8(3.9)
Important n(%) 83 (97.6) 196 (96.1)
‘ Hours of Work 0.928
Not Important n(%) 4 (40) 9 (4.4
Important n(%) 82 (95.3) 195 (95.6)
Geographical Location 0.051
Not Important n{%) 9 (10.5) 9 (4.4
Important n(%) 77 (89.5) 195 (95.6)
Direct involvement in patient care 0.100
Not Important n(%c) 4N 22(10.8)
Important n(%) 81 (95D 182 (89.2)
Employer’s philoso v 0.178
Not Important n(%) 7(&.1 28 (13.8)
Important n(%) 79 V1.9 175 (86.2)
Future opportunity for advance 0.967
Not Important n(%) 16 (18.6) I8 (18.8)
Important n(%) 70 (81.4) 164 (81.2)
Length of commuting required 0.121
Not Important n(%) 23(26.7) IR (18.6)
Important n(%) 63 (73.3) 166 (81.4)
Family considerations 0.932
Not Important n(%) 19(22.1) 46 (22.5)
Important n(%) 67 (77.9) 1538 (77.5)
The desire for a change 0.829
Not Important n(%) 24(28.6) 60 (29.9)
Important n(%) 60 (71.4) 141 ¢70.1H
Offer of a job prometion 0.802
Not Important n(%) 38 (45.2) 89 (43.6)
Important n(%) A48 115 (56.4)
Job opportunity for spouse/partner 0.017
Not Important n(%) 39 (45.3) 123 (60.6)
Important n(%) 47.(54.7) 80 (39.4)
Return for service agreement 0434
Not Important n(%) 5061.7) 111(56.6)
Important n(%) B Trene o 85(43.4
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4.3.3 Predictors of working in or outsii  of NL

Table 4.9 lists the factors that were significant in predicting the work location of
pharmacy graduates. After controlling for other significant predictors, graduates from NL
were 32.84 times more likely to work in NL than graduates who were not from NL.
Graduates who earned less than $70 000 were 7.06 times more likely to work in NL than

graduates who earned more than $70 (0.

Table 4.9 Predictors of Memorial pharmacy graduote respondents who work in NL

Variable Odds ratio 95 % p value
confidence
L interval

From NL

No 1.00 -

Yes 32.84 10.63 - 101.51 <0.001
Income

>$70 000 1.00 -

<$70 000 7.06 2.40-20.77 <0.001

4.4 Graduates working outside of NL. considering returning to NL

Of the 86 respondents working in pharmacy outside NL, 18 (20.9%) indicated
they are considering moving back to NL to take a job in the pharmacy profession. For
these 18, the top three criteria indicated as being important for them to return were: level
of pay (16/18, 88.9%). family considerations (9/18, 50%). and job opportunity for a
spouse / partner (8/18, 44.4%).

Tables 4.10 and 4.11 compare the characteristics of the 18 graduates outside NL
who are considering a return to NL to the 68 who are not. Graduates wanting to return are

younger. Compared to graduates who do not want to return to NL, a larger proportion of
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those who want to return are from NL. When factors for choosing their current job are
compared. a larger proportion of graduates wanting to return to NL considered job
opportunities for their spouse or partner as more important than those who did not want
to return (Table 4.12). After controlling for other significant predictors, graduates who
were fromr NL were 23.60 times more likely to want to return. With every additional year
of age, graduates outside NL are 0.77 times as likely (or 1.3 times less likely) to want to
return to NL (Table 4.13).

An additional seven respondents indicated “No™ to the question of considering
moving back to NL for a pharmacy job, but went on to identify in the comment section

the main rcason was level of pay. All seven were originally from NL.
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Table 4.10 Demographics of Memorial pharmacy graduate respondents outside NL

h(l.s'(’(l' on u'esiru tr rotiuvn (53 —RQA |

Ch: Not p value
return to NL. considering
N=18 return to NL
N=68
Gender n (%) 0.545
Male 6(33.3) 28 (41.2)
Female 12 (66.7) 40 (58.8)
Age mean (sd) 29.22(3.95) 3391 (4.90) <0.001
Have rural background n (%) 0.866
No 9 (50.0) 35¢52.2)
Yes 9 (50.0) 32(47.8)
From NL n (%) <(0.001
No 1(5.6) 35(52.2)
Yes 17 (94.4) 32(47.8)
Year of graduation n (%) 0.086
1990-1994 2(11.1) 12 (17.6)
1995-1999 2(11.1) 23(33.8)
2000-2004 7 (38.9) 22(32.4)
2005-2007 7 (38.9) 11(16.2)
Age at graduation mean (sd) 23.89(1.28) 25.12 (2:30) 0.033
Additional education (in progress
or completed) 0.920
No 16 (88.9) 61 (89.7)
Yes 2(11.1) 7(10.3)
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Table 4.11 Job characteristics of Memorial pharmacy graduate respondents ontside NL

based on desire to retigrn 10 —=RA)

Characteristic Considering Not p value
return to NI.  considering
N=18 return to NL
N=68
Practicing in rural setting n (%) 0.139
No 16 (88.9) 49 (72.1)
Yes 2(1LD) 19 (27.9)
Primary place of employment 0.554
Community Pharmacy 15(83.3) 48 (70.6)
Hospital / Health Care 21D 13 (19.1)
Other 1 (5.6) 7(10.3)
Hours worked per week mcan (sd) 40.89 (3.60) 38.90 (6.17) 0.194
Job category n (%) 0.236
Full time 18 (100) 63 (92.6)
Part time 0 S(.d
Job status n (%) 0.460
Permanent 17 (94.4) 65 (95.6)
Temporary 1(5.6) 1(1.5)
Sclf-Employed 0 2(2.9)
Type of pharmacy position n (%) 0.741
Staff Pharmacist 12 (66.7) 41 (60.3)
Pharmacy Manager 4(22.2) 12(17.6)
Pharmacy Owner 1(5.6) 10 (14.7)
Other 1(5.6) 504
Years with current employer mean (sd) 3.28(2.35) 5.04 (4.29) 0.097
No of different primary employers n (%) 0.623
| 9 (50.0) 22(32.4)
2 3(16.7) 13 (9.1)
3 4(22.2) 18 (26.5)
4 2(11.D) 7 (10.3)
5 0 2(2.9)
>5 0 () 6 )
Work for other employers n (%) 0.892
No 13(72.2) 48 (70.6)
Yes 5(27.8) 20 (29.4)
Income 0.232
<70 000 0 5.5
> 70 000 18 (100) 62 (92.5)




Table 4.12 Importance of factors in choosing current pharmacy job based on desire to

retiern to NL (n=86)

Factor

Considering return to

Not considering

NL return to NL p value
n=18 n=68

Working Conditions N/A
Not Important n(%) 0 0
Important n(%) 18 (100) 67 (100)

Job Benefits 0.838
Not Important n(¢) 1 (5.6) REER)]
Important n(%) 17 (94 65 (95.6)

Level of Pay 0.458
Not Important n( %) SX(V)} 2¢3.0)
Important n(‘%) 18 (100) 65 (97.0)

Hours of Work (0.292
Not Important n() 0 4(5.9)
Important n(%) 18 (100) 64 (94.1)

Geographical Location 0.067
Not Important n(%) 422.2) 5(7.4
Important n(%) 14(77.8) 63 (92.6)

Direct involvement in patient care 0.848
Not Important n(%) 1 (5.6) J S
Important n(%) 17 (944 61 (95.5)

Employer’s philosophy 0.652
Not Important n(%) 1(5.6) 6 (8.8)
Important n(%) 17 (94.4) 62 (91.2)

Future opportunity for advancement 0812
Not Important n(%) e 13¢19.1)
Important n(%) 15 (83.3) 55 (80.9)

Length of commuting required 0.911
Not Important n(%) 5027.8) 18 (26.5)
Important n(%) 13(72.2) 50(73.5)

Family considerations 0513
Not Important n(%) 5(27.8) 14 (20.6)
Important n(%) 13(72.0) 54790

The desire for a change 0.207
Not Important n(<¢) Jaen 21318
Important n(%) 15 (83.D) 45 (68.2)

Offer of a job promotion 0.939
Not Important n(%) 8 (444) 30 (45.5)
Important n(%) 10 (55.6) 36 (54.5)

Job opportunity for spouse/partner 0.027
Not Important n(%) 4(22.2) IS GLS)
Important n(%) 14(77.8) 33 (48.5)

Return for service agreement 0.541
Not Important n(%) 10 (55.6) 40 (63.5)
Important n(%) 3 (+1.4) 23(36.5)

48
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Table 4.13 Predictors of Memorial pharmacy graduate respondents who work outside NL
wanting to retirn (n=86)

Variable (Odds ratio 95 % p value
confidence
interval
From NL 0.004
No 1.00 -
Yes 23.60 2.74 - 203.11
Age 0.77 0.65 -0.90 0.001

4.5. Graduates working in NL considering moving outside NL

Of the 204 respondents working in pharmacy in NL. 24 (11.8%) indicated they
are considering moving from NL to take another job in the pharmacy profession. The top
three criteria chosen as important for these 24 to remain in NL were: level of pay (24/24.
1009 ). working conditions (11/24, 45.8%). and hours of work (8/24, 33.3%).

Tables 4.14 and 4.15 compare t ~ characteristics of the graduates in NL who are
considering leaving NL to work in ph:  acy to those who are not. Compared to those
who are not considering leaving, larger proportions of graduates who are considering
leaving are male, from NL, graduated between 1995 and 1999, and often work for more
than one employer. When factors for choosing their current job are compared. a larger
proportion of graduates wanting to leave NL consider length of commuting required as
less important than those not wanting to leave (Table 4.16). After controlling for other
significant predictors, graduates from M~ are 0.08 times as likely (or 12.5 times less
likely) as non-NL graduates to consider leaving. Compared to their male counterparts,
female pharmacy graduates are (.26 times as likely (or 3.85 times less likely to consider

lcaving NL (Table 4.17)).
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Table 4.14 Demographics of Memorial pharmacy graduate respondents in NL based on

desire to leave (n=704)

Characteristic Considering  Not considering  p value
leaving NL leaving NL.
N=24 N=180
Gender n (%) 0.007
Male 15(62.5) 65 (36.1)
Female 8(34.8) 115(63.9)
Age mean (sd) 33.91(5.67) 34.80 (6.31) 0.520
Have rural background n (%) 0.576
No 12 (52.2) 80 (4€¢ )
Yes 11 (47.8) 94 (54.0)
From NL n (%) 0.016
No 2(8.7) 2(1.1)
Yes 21 (91.3) 172 (98.9)
Year of graduation n (%) 0.026
1990-1994 2(8.7) 58(32.4)
1995-1999 12(52.2) 45 (25.1)
2000-2004 5217 46 (25.7)
2005-2007 4(17 30(16.8)
Age at graduation mean (sd) 25.22(2.76) 24.89 (3.07) 0.624
Additional education (in progr« or
completed) 0.505
No 21 (87.5) 164 (91.6)
Yes 15 (8.4)




-

51

Table 4.15 Job characteristics of Memorial pharmacy graduate respondents in NL based

on desire to leave (n=204)

Characteristic Considering  Not consider p value
leaving NL. leaving NL
(n=24) (n=180)
Practicing in rural setting n (%) 0.226
No 18 (75.0) 11 (62.4)
Yes 6 (25.0) 67 (37.6)
Primary place of employment n (%) 0.391
Community Pharmacy 15 (62.5) 136 (75.6)
Hospital / Health Care 6 (25.0) 29 (16.1)
Other 3(12.5) 15(8.3)

Hours worked per week mecan (sd) 42 (8.04) 38.55 (8.06) 0.055

Job category n (%) 0.192
Full time 24 (100) 168 (93.3)

Part time 0 () 12(6.7)

Job status n (%) 0.928
Permanent 22.91.7) 168 (93.3)
Temporary 1(4.2) 7(3.9)
Self-Employed 1(4.2) 5(2.8)

Type of pharmacy position n (%) 0.484
Staff Pharmacist 11 (45.8) 107 (59.4)

Pharmacy Manager 8(33.3) 45 (25.0)
Pharmacy Owner 1 (4.2) 11 (6.1)
Other 4 (16.7) 17.(9.4)

Years with current employer mean (sd) 5.17 (4.09) 6.48 (4.61) 0.186

No of different primary employers n (%) 0.158

1 8(33.3) 51(28.3)
2 (16.7) 62 (34.4)
3 9(37.5) 30 (16.7)
4 1(4.2) 18 (10.0)
S 1(4.2) 11(6.1)
>3 1(4.2) 8(4.4)

Work for other employers n (%) 0.017
No 14 (60.9) 147 (82.1)

Yes 9(39.1) 32(17.9)

Income 0.491
<70 000 9(37.5) 55 (30.6)
> 70 000 15 (62.5) 125 (69.4)




Table 4.16 Importance of factors in choosing current pharmacy job based on desire to

leave NL (n=204)

Factor Considering Not considering
leaving NL leaving NL p value
n=24 n=180

Working Conditions <100l
Not Important n(“ ) 2(8.3) 0
Important n{“¢) 2291 180 (100)

Job Benefits 0.705
Not Important n{¢) 1(4.2) 52.8)
Important n(77) 23 (95.8) 175 (97.2)

Level of Pay 0.947
Not Important n(¢¢) 1(4.2) 7.9
Important n(%) 23 (95.8) 173 (96.1)

Hours of Work 0.950
Not Important n(“¢) [ (4.2) LEERY
Important n(%) 23 (95.8) 172 (95.6)

Geographical Location 0.950
Not Important n(¢¢) 1 (4.2) 8 (4.4)
Important n(“) 23 (95.8) 172(95.6)

Direct involvement in patient care 0.266
Not Important n(“e¢) 1(4.2) 21¢1LT
Important n{% ) 23 (95.8) 159 (88.3)

Employer’s philosophy 0.664
Not Important n(%¢) 4(16.7) 24(13.4)
Important n(%) 20 (83.3) 155 (86.6)

Future opportunity for advancement 0.775
Not Important n(“¢) 1(16.7) 419
Important n(%) 20 (83.3) 144 (30.9)

Length of commuting required 0.049
Not Important n(%) 8(31}) 30c16.7)
Important n(¢) 16 (66.7) 150 (83.3)

Family considerations 0.830
Not Important n(%¢) 5(20.8) 41(22.8)
Important n(%) 19(79.2) 139 (77.2)

The desire for a change 0.304
Not Impaortant n(%) 5(20.8) 554D
Important n(%) 19(79.2) 122 (68.9)

Offer of a job promotion 0.128
Not Important n(%) 7(29.2) 82 (45.6)
Important n(%) 17 (70.8) 98 (54.4)

Job opportunity for spouse/partner 0.977
Not Important n(¢) 14 (60.9) 109 (60.6)
Important n(%) 9 (39.1) 71 (39.4)

Return for service agreement 0.646
Not Important n(%) 12(52.2) 99 (57.2)
Important n(%) 11147.8) 74 (42.8)

‘N
Y
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Table 4.17 Predictors of Memaorial pharmacy graduate respondents who work in NL
wanting 1o leave (n=204)

Variable Odds ratio 95 % p value
confidence
interval
From NL 0.022
No 1.00 -
Yes 0.08 0.010-0.703
Sex 0.006
Male 1.00
Female 0.26 0.102 - 0.683

4.6 Comments provided

For the 91 respondents outside NL, 20 provi ~ 1 comments at the end of the
survey. The main comment by 13 of the 20 was that the level of pay in NL was too low.
Two other respondents said they | left for family reasons, and another two indicated
job opportunities were better outside NL.

For the 209 respondents in NL, 24 provided comments at the end of the survey.
There was no clearly identified m: © theme. About one-third mentioned either pay or job

opportunities as important issues.



Chapter 5: Discussion

This study used a mailed survey to Memorial pharmacy graduates to determine
attrition rates from the profession and current work locations of those still in the
profession. Differences in graduates working in pharmacy in or outside NL were
examined to determine predictors of working in NL. and wanting 1 Icave or return to

NL.

5.1 Attrition from Pharmacy

While only a small proportion (3.3%) of respondents had left the profession, it is
noteworthy that 70% reported going on to medicine  the next carcer. Pharmacy may be
viewed as a desirable first underg luate degree for applying for entry to medicine, but
there was no identified literature publis  d on this topic. While it may be challenging to
determine carecr paths of those applyit  for admission to the School of Pharmacy,
incorporation of questions on intent to remain in the profession should be explored.
Attrition rates may have been underestimated. as not all graduates were contacted. In
addition, those having left pt  1acy may have been less inclined to respond to a survey
about pharmacy. Continuing to follow graduates via the Alumni database should be

continued. Attrition from the profession should be assessed at regular i rvals.

5.2 Work location of pharmacy graduates
More than two thirds (70.4%) of practicing Memorial pharmacy graduates

surveyed were working in NL in 2008. From the NI B list of registrants licensed from
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1990 onwards practicing in NL, School of Pharmacy alumni comprise 96.5% (282/292)
of BSc trained pharmacists in NL. Memorial's pharmacy graduates also make up about
half (282/569. 49.5%) of all practicing pharmacists in NL. These findings suggest that
the School of Pharmacy has made a substantial contribution to the provincial
pharmacists” workforce.

Other studics that have examined the retention of locally trained health
professionals suggest that provincial retention of pharmacists is greater than the retention
of locally trained physicians (whether examining the retention of undergraduate (30.7%)
or post-graduate training programs (18.8% ) (Mathews, Rourke & Park, 2006: Mathews,
Park & Rourke, 2007). Moreover, a larger proportion of pharmacy graduates were
working in rural community in NL than Memorial medical (undergraduate program)
graduates (32.6%. and 6.1% respectively) (Mathews, Park & Rourke. 2008).

Coming from NL and working for less income were associated with graduates
who worked in NL. Pharmacy alumni who were originatly from NL were 32 times more
likely to work in NL than their classmates who were not from NL. This supports CIHI
data which showed NL had one of the lowest overall proportions of pharmacists from
other provinces (Canadian Institute for Health Information, 2007a). Cu ntly Memorial's
School of Pharmacy admits 40 students per year. of which at least 25 are reserved tor
students from NL. The remaining seats may be otfered to either NL or out of province
students. These findings suggest that increasing the number of scats reserved for NL
students may increase the retention of pharmacy graduates. Fostering an interest in

pharmacy among potential NL candidates, such as at the senior high school and early



university level, would help ensure the continued high quality of students in the program.
Moreover, among graduates who work outside NL, those who want to return to NL are
originally from NL. Few graduates who arc not from NL stay to work here or are
interested in coming back to NL.

Income for graduates working outside of NL was significantly higher than those
working in NL. A larger proportion (95.1%) of pharmacy graduates working outside NL
than those working in NL (68.6%) reported annual income greater than $70 000.
Regression analysis found that alumni working in NL. were 7.06 times more likely to be
making lower income (i.e. less than $70,000) than their counterparts working elsewhere.
Given that some respondents from outside NL indicated in the comments section of the
survey that they had salaries of up to $130 000, our data may have underestimated the
magnitude of the salary differential between graduates working in or outside NL. Future
surveys would need to take the salary categories into account, and include higher
amounts. This survey did not take into account non-monetary incentives for working in
NL., such as quality of life, or cost of living. Future research should explore additional
reasons for job location.

With the exception of income, there were few differences between graduates
working in or outside of NL, including gender composition, having a rural background,
age at graduation, and additional education post graduation. Similar numbers of graduates
in and outside NL were practicing in rural settings (36.1% and 24.4%, respectively).
mainly in community pharmacy (74.0% and 73.3%. respectively). Both groups worked

about an average of 40 hours a we  in full time permanent positions. There were similar






who want to return to NL arc more likely to be from NL than those not wanting to return.
This suggests that new graduates may leave the province. perhaps for higher salaries, but
soon want to return to NL. The older graduates who leave NL likely get established in
their jobs and communities, and besides salary, job for spouses or partners would be
important for their return. Graduates in NL had worked an average of 1.65 years longer
with their current employer. When exanmined by years of graduation, three factors were
significantly different in their ranking across ye  of graduation: a) family
considerations, b) desire for change, and ¢) return for service agreement. Family
considerations were considered more important in choosing the current job the longer a
graduate had been working. from 86.5% for the older graduates to 63.5% for the
youngest graduates. The older graduates are likely to have established more family
connections than their younger counte  arts. The desire for change is more important the
longer a graduate had been working. ra  ng from 71.2% ranking as important for the
older graduates down to 56.9% for the younger graduates. Wanting a job change would
likely take several years to develop. and the younger graduates likely have not been in
their current positions long enough for this to occur.

Return for service agreement was ranked as more important the younger a
graduate. Offering of these agreements has increased in recent years, and were not
available to the early graduates. Often, return for service agreements are incentives used
to hire statf, and may be more importa  during staff shortages, which has been more
prominent in recent years. Younger g1 uates may be incurring more debt as a student,

making the return for service agreements more attractive. More research is needed to
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examine who is offering return for service agreements, and how effective is this strategy
to retain locally trained pharmacists.

Over one-third (40.7%) of our respondents had three or more primary employers,
indicating mobility within the profession is high. The average years with their current
employer were 5.8 years. These numbers are consistent with US literature, where one
study found in the prior ten years, 56.2% of pharmacists changes jobs at least once
(Scholndelmeyer, 1992). Another study found over a 15 year period. pharmacists
surveyed held an average of 3.6 £2.5  armacy jobs (Mott, 2000). Given that over half
our respondents had been graduated at st 8 years, job change appears common among
Memorial pharmacy graduates. This s :ests that pharmacists are willing to change jobs,
and may provide an opportunity to usc incentives important to NL graduates to have them

return to and stay in NL to work. No Canadian statistics are available for comparison.

5.4 Characteristics of Memorial pharmacy graduates

Practicing Memorial pharmacy aduates are comparable to other provincial
jurisdictions examined in the 2007 CIHI pharmacy workforce report (which did not
include NL) (Canadian Institute for Health Information, 2007b). Based on the CIHI data,
our respondents are comparable to the other jurisdictions whene:  ined by primary
place of employment, job category, job status, type of pharmacy position, number of
employers, additional education and gt ler. The CIHI report noted 7.4% to 25.8% of
pharmacists worked in a rural practice. In contrast, almost one third (32.6%) of

Memorial pharmacy graduates worked in rural practice. The proportion of pharmacists
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working in rural practice is linked to geography and population of the provinces in which
they work. However, the proportion of pharmacy g "uates working in rural community
in greater than the proportion of Memorial medical graduates (Mathews ct al, 2008).

The proportion of females in pharmacy in our survey (60.6%) is comparable to
the proportion reported by CIHI of between 50 and 69% (Canadian Institute for Health
Information, 2007b) and in the US (Shih, 2000). Shih et al. reported that the proportion of
females in pharmacy have inct ¢« from 5.8% in 1968-70, to more than 25% in the
1980s to 33% in 1994-1996. The CIHI report noted between 66.4% and 79.7% ol new
graduates in 2006 were female. There is a scarcity of literature that has examined this
issue in detail. The *Moving Forward: Pharmacy Human Resources for the Future™ report
did not address the issue of feminizati  beyond the recommendation to identify and
monitor supply and demand indicators (Management Committee 2008). Females may
choose different work patterns than n“:s, may be absent from the work force for periods
of time (i.e.. maternity leave), and may choose to work part time more often. These
factors have the potential to affect the projected human resources need. This study
indicates females are less likely than males to want to leave NL. Increased feminization
of pharmacy may increase the provincial retention of graduates, particularly those trom

NL.

5.5 Study Strengths
This is the first study to exami  work location of Memorial pharmacy graduates.

The study is based on a representative .mple (based on gender and year of graduation)
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of graduates and provides valuable information on the contribution of the Memorial
School of Pharmacy to provincial pharmacy workforce and on factors related to the
retention and turnover of pharmacists in the province.

Response rates of published pharmacist surveys range from 35% to 70%. with
most indicating a 50% or lower rate (Gaither, 1999: Lahoz & Mason, 1990: McHugh,
1999: Mout, 2000; Quant & McKercher, 1982; Schondelmyer, et al, 1992; Stewart &
Smith, 1987). Our overall response rate of 64.4% and response rate in NL of 70.8% is
higher than many surveys reported in the literature.

We designed the project based  literature indicating appropriate survey
wording, formatting and processes for mailing shown to increase response rates (Edwards
et al., 2002). Demographic information and categories contained in the survey were
similar to those on current pharmacy licensure applications, and would be familiar to
most respondents. The target audience was a defined group (pharmacists graduating from

Memorial) with the researcher part of this group and known to many of the respondents.

5.6 Study Limitations
This was a cross-sectional survey capturing information at one point in time. A
limitation of this survey type is the potential for different answers if the survey were
administered at a different point in time. The survey did not determine if those in NL had
previously been away and returned, or how long they had been working in NL.
Addresses were available for 79% (466/591) of pharmacy grad: es for the years

1990-2007. Due to privacy restrictions and/or missing information, information about the



remaining 21% was not available. Information on graduates still working in pharmacy in
NL was casily accessible: therefore the 21% may contain graduates no longer working in
pharmacy, or who have moved outside NL. Our survey may have underrepresented these
populations.

The response rate of 53.2% for those outside NL. while in keeping with published
literature of mailed surveys to pharmacists, was lower than the overall response rate of
64.4% or the response rate of those in NL (70.8%). The lower response rate of those
outside NL may have underrepresented those no longer working in pharmacy. The
magnitude of the odds ratio of the predictor variables may have been less if more
respondents outside NL were still working in pharmacy and were from NL or were
making less money, Many of the demographic and job characteristics, and factors for
choosing their current job were similar between in or outside NL, and would be unlikely
to change significantly with a h™ ier response rate from outside NL.

Due to resource limitations, only one follow up consisting of a letter and second
questionnaire was sent. More follow up letters may have increased the response rate.
although the effect may be i 1 compared to the original and first follow up
mailings.

Recall bias may be a factor in s¢ 1e of the responses. Respondents were asked to
rank the importance of factors in choo * g their current job. If they had been in their
current job a number of years. it may have been difficult to recall why they chose that

job.



This study considered all work locations (community pharmacy. hospital
pharmacy. others) together in assessing factors for job choice. Given the differences in

the type of work environments, we may have missed differences in these groups.



Chapter 6: Conclusions and Recommendations

Between 1990 and 2007, 591 students graduated from the Memorial University
School of Pharmacy. Through a mailed survey. we received completed surveys from 300
graduates. This survey was the first that examined work locations,  aracteristics and
opinions of this cohort. Of the 300 respondents, almost all (96.7%) were still working in
pharmacy. with 70.3% of practicing pharmacists working in NL and 29.7% working
outside NL. Of the small number who had left the profession. 70% pursued medicine as a
career.

Knowledge of the similaritics and possible differences is important as the
profession moves forward to take its place in the health care system. The final report of
the “Moving Forward: Pharmacy iman Resources for the Future™ project was released
in September of 2008 (Management C. mittee, 2008). This detailed analysis of the
current environment and future needs of the profession discusses increasing public
awareness of pharmacist roles, to education and training, regulation, ar incorporation of
international pharmacy graduates and pharmacy technicians. Knowledge of our own local
pharmacy environment is important to identify whether the national strategies will work
in NL.

Based on this study, the following recommendations are made:

o maintain or possibly increase the number of seats reserved at the School
of Pharmacy for NL students. Graduates from NL were significantly more
likely to work in NL than those from outside the province. While current

admission processes result in at least 25 of the 40 pharmacy seats awarded




to NL residents, retention of additional graduates may have to re examine
this process, while still maintaining the high quality of students in the
program. Any expansion of enrolment should consider NL residency

status.

emplovers and government in NL should explore ways of increasing
salaries or emplovment incentives to increase recruitment and retention of
graduates. This study highlighted three arcas that may improve the
retention of pharmacists in NL, especially among those from NL: income,
working conditions, and return for service agreements. Incentives that
retain new graduates in particular may increase retention, as those who
move away and become established with jobs and families are less likely

to returm.

continue researching the pharmacy workforce supply in NL and Canada,
including:

- the impact of the  minization of the pharmacy workforce. The
increase in females in pharmacy has been well noted. but the
impact on the profession has not been well studied. The continued
increase in female pharmacy students will result in an even higher

proportion of female pharmacists in the provincial workforce.
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Further study should examine the impact of feminization of

pharmacy practice and retention.

- attrition rates and reasons why graduates leave the profession.
Our sample may have underrepresented this subgroup of graduates.
Understanding why graduates leave the profession may help

identify arcas for improvement cither pre or post graduation.

- data svstems that track or study the pharmacy workforce. Several
provincial and national organizations track primarily
administrative ¢ 1 for pharmacists. Understanding the strengths
and limitalic')ns for cach system and working to improve data
collection and synthesis will give a more complete picture of the
pharmacist workforce.

The training and recruitment of pharmacists represents a substantial investment of
education and health resources. This study suggests that 70% of the pharmacists

responding to the survey who graduated from the Memorial University School of

-

Pharmacy were working in the | vince. Research and initiatives to ensure the stability o
our pharmacy workforce in NL are key to continuing pharmacists’ positive contribution

to the healthcare system.



67

°ferences

Baker, G. R.. Norton, P. G.. Flintoft, V., Blais. R., Brown, A.. Cox. 1., ct al. (2004). The
Canadian adverse events study: The incidence of adverse events among hospital
patients in Canada. CMAJ : Canadian Medical Association Journal = Journal De
l'Association Medicale Cc adienne, 170(11). 1678-1686.

Beavers. N. (2000). Feeling t  weight: RPh shortages reported across nation as
prescription load gets ready to reach four billion units. Drug Topics, 144(1), 38-
+41.47-48.

Canadian Institute for Health Information. (2006). Health personnel trends in Canada
1995 to 2004. Retrieved from

hutp://secure.cihi.ca* "y "7 (¢ 'Health_Personnel _Trend _1995-2004 _e.pdf

Canadian Institute for Health Information. (2007a). Distribution and Internal Migration
of Canada’s Pharmacist Workforce. Retrieved from

hup://secure.cihi.ca/cihiweb/; I 2007 _Pharmacists EN web.pdf

Canadian Institute for Health Information. (2007b). Workforce trends of phannacists for
selected provinces and territories in Canada, 2006. Retrieved from

hup:/secure.cihi.ca/cihiveb/ - ¢ s/ 2006Wo ' “orceTrendsotPharmacists_e.pdt

Canadian Pharmacists Association. (2005). Pharmacy human resources in Canada - A
study of pharmacists and pharmacy technicians - project summary. Retrieved from

hup://www.cha.ca/documents/pa/PharmacyHR StudySummary. pdf

Cline, R. R.. & Mott, D. A. (2000). Job matching in pharmacy labor markets: A study in

four states. Pharmaceutical Research, 17(12). 1537-1545.



68

Commission on the Future of Health Care in Canada. (2002). Building on values: The

Suture of health care in Canada. Retrieved from http:/healthcoalition.ca/romanow -
report.pdf

Dillman, D. Mail and other self administered questionnaires in Rossi, Wright &
Anderson (eds) Handbook of Survey Research, Academic Press Inc, 1983, pg359-
377.

Edwards, P.. Roberts, L., Clarke, M., DiGuiseppi, C.. Pratap, S., Wentz, R.. et al. (2002).
Increasing response rates 1o postal questionnaires: a systematic review. BMJ,
324(7347). 1183-1187.

Gaither, C. A. (1999). Career commit 1: A mediator of the effects of job stress on
pharmacists’ work-related attitudes. Journal of the American Pharmaceutical
A.s'suciuti(;u (Washington.D.C.: 1996). 39(3), 353-361.

Gershon, S. K., Cultice, J. M., & Knapp. K. K. (2000). How many pharmacists ar¢ in our
future? The bureau of health professions projects supply to 2020. Journal of the
American Pharmacentical Association (Washington,D.C.: 1996), 40(6). 757-764.

Lahoz, M. R., & Mason, H. L. (1990). Burnout among pharmacists. American Pharmacy,
NS30(8). 28-32.

Management Committee. (2008). Moving forward: Pharmacy human resources for the

Sfuture. Final report. Retrieved from htp://www . pharmacyhr.caw/Articles/Eng/130.pdf

Mathews, M., Park, A.D.. Rourke. J.T.B. (2008). The contribution of Memorial
University’s medical school to ru  physician supply. Canadian Journal of Rural

Medicine, 13(1),15-21.



69

Mathews, M., Park, A.D.. Rourke. J.T.B. (2007). Retention of international medical
graduates following post-graduate medical training in Newfoundland and Labrador.
Healthcare Policy, 3(2). 50-57.

Mathews, M., Rourke, J.T.B., and Park, A.D. (2006) National and provincial retention of
medical graduates of Memorial University. CMAJ, 175(4).357-360.

McHugh. P. P. (1999). Pharmacists’ attitudes regarding quality of worklife. Journal of the
American Pharmaceutical Association (Washington,D.C.: 1996), 39(5). 667-676.

Mott. D. A. (2000). Pharmacist job turnover, length of service. and reasons for leaving,
1983-1997. American Journal of Health-Svstem Pharmacy : AJHP : Official Journal
of the American Society of Health-Svstem Pharmacists. 57(10), 975-984.

National Association of Chain Drugst . 2008. Chain pharmacy emplovment survey

results. Retrieved from hup://wwwnacds.org/user-

assets/pdfs/Phermacy,” " mpSie>pdf

National Association of Pharmacy Regulatory Authorities. (2008). National statistics.

Retrieved from hup:/www.napra.ca/pdfs/about/National Statustics 2007 pdf

Newfoundland and Labrador Pharmacy Board. Annual Report 2007. Retrieved from

http://www.n'~* ca/Dog¢ = ~15/N" "B_AGM_Report_ 2007 pdf

Peartree Solutions Inc. (2001). A situational analysis of lnoman resource issues in the
pharmacy profession in Canada. Retrieved  >m

hup:/www.pharmacists.cia/content/about_cpha/whats _happening/covernment_altair

S/pdi/final _draft.pdf




70

Quandt. W. G., & McKercher, P. L. (1982). Perceptions of work among men and women
pharmacists in nonadministrative positions. American Jowrnal of Hospital
Pharmacy, 39(11), 1948-1951.

Robers. P. A. (1983). Job satisfaction among U.S. pharmacists. American Journal of
Hospital Pharmacy, 40(3), 391-399.

Schondelmeyer, S. W., Mason, H. L., Miller, C. S.. & Kibbe, A. H. (1992). Pharmacists’
compensation and work patterns, 1990-91. American Pharmacy., NS32(1). 38-45.
Shih. Y. C. (2000). Trends in full-time pharmacists' labor market characteristics. Journal

of the American Pharmaceutical Association (Washington,D.C.: 1996), 40(1), 26-35.

SPSS Inc. (2006). SPSS 15.0 for Windows.

Statistics Canada Community Profiles (2006 Census). Available at:

hup:/www 2 statcan, -1 nsement/2006/dp-pd/prot/92-59 | /search-

recherche/frm res.cfm?lang: ™

Stewart, J. E., & Smith, S, N. (1987). Work expectations and organizational attachment
of hospital pharmacists. American Journal of Hospital Pharmacy, 44(5). 1105-1110.

Stubson, B., & White, S. J. (1988). Survey of pharmacy directors’ expe nce with staff
vacancies and recruitment. Americ — Journal of Hospital Pharmacy, 45(11), 2354-
2357.

Task Force on a Blueprint for Pharmacy. (2008). Bli  srint for pharmacy: The vision for
pharmacy. Retrieved from

hup:/www pharmacists.ca/content/about_cpha/whats_happening/cpha_in_action/pdt

/BlueprintVision.pdf




Wolfgang. A. P. (1987). Is pharmacist turmmover a function of job stress? American

Pharmacy, NS27(5). 33-37.

71
















76

Appendix B

Current Work Locations and Reasons for Job Choice of Graduates
of Memorial University School of Pharmacy

Please answer each of the following questions unl.  otherwise instructed
SECTION I - Personal Characteristics

1. What is your gender? female male

8%}

In what year were you born? (day/month/year)

3. What was the name of the town where you graduated high school?

4. In what year did you graduate from the Memorial University School of
Pharmacy?

5. Have you completed additional education after your pharmacy degree? | Yes  No

a. If yes, what is the highest level?

Accredited Residency __Completed __In progress
Masters (specify discipline ) _ _Completed __In progress
Pharm.D. _ _Completed __In progress
Doctorate (PhD) (specify discipline ) __Completed __In progress

SECTION II - Employment Status

6. What is your current employment status?
Employed in the profession of pharmacy - GO TO QUESTION 9
Employed in other than pharmacy - GO TO QUESTION 7

7. If not employed in pharmacy. what is your current
job?

8. Why did you leave the profession of pharmacy?

Please go to QUESTION 23 when “UESTION 8 is answered












23. Do you have any other comments?

80

Thank you for your time. Please mail questionnaire in the return
envelope provided.















Appendix F
Characteristics of Memorial pharmacy graduate respondents not emploved in pharmacy
(n=10)
Characteristic

Respondents n (%)

In NL 5(50.0)

QOutside NL 5(50.0)
Gender n (%)

Male 5(50.0)

Female 5(50.0)

Age mean (sd)
Have rural background n (%)
No
Yes
From NL n (%)
No
Yes
Year of graduation n (%)
1990-1994
1995-1999
2000-2004
2005-2007
Age at graduation mean (sd)
Additional education (in pr  -ess or completed)
No
Yes
Current job as MD n (%)
No
Yes

34.70 (4.88)

5(50.0)
5(50.0)

2(20.0)
8 (80.0)

2(20.0)

5(50.0)

2(20.0)

1 (10.0)
23.70 (0.82)

1(10.0)
9 (90.0)

3(30.0)
7(70.0)
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Appendix G

Characteristics of Survey Respondents and Non-Respondents

Characteristic Responder Non- p value
Respondents
Gender* n (%) >0.10
Male 114 (39.4) 120(39.7)
Female 175 (60.6 182 (60.3)
Year of graduation®* n (%) >0.10
1990-1994 74 (25.7) 74 (24.4)
1995-1999 82 (28.5) 81 (26.7)
2000-2004 80 (27.8) 109 (36.0)
2005-2007 52 (18.0) 39(12.9)
Location** <0.01
In NL 209 (69.7) 86 (51.8)
Outside NL 91 (30.3) 80 (48.2)

* Based on total cohort of 591 graduates
**Based on those with mailing addresses avaitable (n=466)















