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ABSTARCT 
 
The study examined the attitudes and behaviors of millennial nurses towards their self, work and profession 

as evaluated by themselves and their heads in Riyadh hospitals. The research design used was sequential- 

explanatory mixed method research. The population comprised of millennial staff nurses in Riyadh tertiary 

hospitals. Two hundred nurses were sampled from tertiary hospitals selected in Riyadh Region. 

Questionnaires and semi-structured questions were used to collect data for the study. The data collected 

were analyzed using descriptive and inferential statistics such as frequency and percentages, and weighted 

mean while the hypothesis was tested using pearson’s chi square at 0.05 level of significance. The result  

showed that the millennial nurses value the privacy with personal, colleague and patient information; they 

tend to look for regular tenure in the nursing workplace, and believe in the power of education for 

professional growth. The findings also shown that nurses self-adheres to the standards of the profession for 

self-development; complete assigned tasks, but often missed other information uncovered while performing 

the task and have an opportunity to learn from mistakes made without patient consequences. There is a 

significant difference on the attitudes and behavior of millennial nurses based on the evaluation of 

respondents. The communication barrier, culture of homogeneity and the knowledge and skills gap were the 

identified issues and challenges faced by millennial nurses. Based on the findings, it is recommended that 

the human resource department take in consideration the attitude and behavior of millennial nurses in 

recruitment, adequacy of the program that focus on clinical competency and conduct training that will 

develop their generational characteristics towards work. 
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INTRODUCTION 
 
epresenting the largest population of the workforce, millennial nurses affect the hiring outcomes and 

workforce planning of current and future employers aspiring to survive and exist as major business entities.  

Consequently, nursing leaders must address issues leading to the minimization and prevention of costs 

associated with millennial employee high turnover rate, recruiting efforts, and onboarding. 
 

Among millennial characteristics, they are the on tract to be the most educated generation to date [1]. Their 

age and their times have created a generation very distinct from other generations. This generation 

understands the significance, the size that their generation has towards nursing‘s future. It should be noted 

that they are also needed. For nurses, millennial nurses are highly adaptable, tech savvy, adept at 

multitasking and therefore are inclined to bore easily. They are progressive thinkers, process new 

information quickly, embrace change, high standards, and excel at teamwork [2]. 
 

Many economists are concerned about large numbers of the most experienced workers in the labor force 

because of retirement and/or mortality over the next few years, and intensification of global competition for 

workplace talent [3]. Millennials will have to fill the gaps in the workplace left by the large and ever- 

growing number of retiring baby boomers. Millennials currently make up approximately 35% of the 

workforce, and by 2020, it is estimated they will comprise over 40% [4a][4b]. In Saudi Arabia, the 
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millennial population bulge is similar — only slightly larger, making up about 26 percent of the Saudi total. 

Millennials, along with those from ages 10-24 in Generation Z, make up some 54 percent of all Saudis [5]. 

Millennials are coming of age, and they are overtaking the workforce with a work culture that is 

significantly different from the values that the previous generations upheld. How previous generations do 

not understand the needs of the millennial generation in the current workplace [6]. 
 

The context for the workplace expectations and practices that millennials prefer in order to remain long-term 

with their current employers remain the problem that result to nurses‘ high turnover rates and understaffed.  

Millennials have less willingness to stay in their current jobs. Half of millennials compared with 60% of non-

millennials strongly agree that they plan to be working at their company one year from now [7]. 

Previous generations with being more concerned about workplace loyalty, long-term retirement benefits, 

teamwork, and respect for authority and sacrifice, minimizing the frequency with which they switched and 

changed jobs and careers, unlike millennials [8]. 
 

Additionally, the researcher observed that the millennials come with more expectations from their employer 

and expect that they will with a multitude of rational and profitable reasons to encourage them to stay long- 

term. With other circumstances such as outstanding training and education, challenging work experience 

and open and honest working relationship triggered the researcher to explore the millennial nurses. Since the 

millennial prefers to be mentored, outstanding training education and work with latest technologies yield 

strategic relationship in the workplace. Thus, the hospital providing millennial-friendly workplaces will 

increase millennial retention rates and reduce high turnover rates, thus aiding the reduction of costs for 

businesses [9]. 

 

LITERATURE REVIEW 
 
The characteristics and traits of other generations that millennials will encounter within the workforce will 

be discussed as part of the literature review. Millennials process information and communicate differently 

than other generations in the workplace. Millennials communicate so differently from previous generations 

because they are the first generation born in the digital age and grew up with the Internet and social media 

platforms at their fingertips [6]. The millennial generation has helped expand the use of social media due to 

constant and continuous interconnectedness to the Internet [10]. ?They embrace multiple modes of self- 

expression, and nearly 75% of them have a profile on a social media site? [11]. Many baby boomer 

managers do not understand social media on how it can be leveraged to communicate ideas and win new 

customers [12]. 
 

The millennial generation grew up with less formality and social restraints than the generations before them 

[11]. The millennial generation has characteristics and traits so different from previous generations that it is 

imperative to be studied and understood to best understand how to guide them to their full potential in the 

workplace. They are also the most educated generation; this trend accelerated in recent years because of the 

demands of a modern, technology-driven workplace [11]. There are many millennials who have a higher 

education level than their current baby boomer supervisors, and this has become a point of contention 

between the two generations [13]. 
 

Demographers and researchers typically use the early 1980s as starting birth years and the mid-1990s to 

early 2000s as ending birth years of the Millennials (also known as Generation Y). They are the generational 

demographic cohort following Generation X. There are no precise dates for when this cohort starts or ends; 

Millennials are sometimes referred to as “echo boomers” due to a major surge in birth rates in the 1980s and  

1990s, and because millennials are often the children of the baby boomers. 
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The 20th-century trend toward smaller families in developed countries continued, however, the relative 

impact of the “baby boom echo” was generally less pronounced than the post–World War II baby boom [14]. 
 

The millennial generation comprises the majority of learners in the traditional university setting. In the 

nursing front, nurse educators identify problems developing teaching strategies in education that 

undergraduate. Millennial nursing students find engaging and meaningful [15]. Although millennial 

characteristics vary by region, depending on social and economic conditions, the generation is generally 

marked by an increased use and familiarity with communications, media, and digital technologies. In most 

parts of the world, their upbringing was marked by an increase in a liberal approach to politics and 

economics; the effects of this environment are disputed. 
 

Moreover, millennial nurses expect quick access to their leaders and want prompt, and frequent feedback. 

Unlike previous generations, millennials are drawn to work that they perceive to be meaningful and to work 

environments that support a work-life balance. Having grown up learning and working in groups, they favor 

teamwork, collaboration, interdependence and networking. Novice nurses find the first months of work the 

most difficult. They are acutely aware of missing their clinical instructor and may even contemplate leaving 

the profession. New graduates have long been labeled as inadequately prepared to transit easily into the 

workplace. This is not surprising since the new graduate‘s experience is recognized as a time of significant  

professional adjustment [16]. Millennials are the generation that makes up one-third of the workforce. In 

nursing, cohesion on the floor or in a practice is crucial to success with patients. Recognizing their abilities,  

and learning how to both mentor and learn from millennials is necessary for nurses who manage them. 

Nurses from the baby-boom generation are the ones with the highest leadership positions right now. They 

prefer communicating and teaching in mentor- style relationships, and like to speak with others face-to-face 

or over the phone. Millennials like quick communication, since they have grown up with email and text 

messaging. They are likely to grow frustrated when they have to wait for a response. In addition, they are 

not really into reading lengthy communication documents, like long instructive emails or PDFs. [17]. 
 

Generation Xers is the generation that used technology as a communication method, and while they‘re not 

as reliant on text or instant messages as millennials, they also don‘t want to wait for lengthy discussion 

before a decision can be made [18]. However, to facilitate collaboration and a healthy work environment, 

nurses of all generations must understand the diversity in today‘s workplaces; not just in culture and 

ethnicity but age as well. Generational differences do not have to result in negativity; positive 

intergenerational relationships can be formed that benefit all involved [19]. 
 

Novice nurses face real challenges when entering the workplace. They are particularly vulnerable to high 

levels of burnout, increased levels of depersonalization, and lower levels of personal accomplishment than 

more experienced nurses are. Difficulties for these new members of the profession lead to rising attrition 

rates and possible marginalization. New programs and approaches are needed in order to engage novice 

nurses in the profession. This can be done by helping them in managing transition the workplace [20]. 
 

Members of Generation Y are digital natives because they have grown up experiencing digital technology 

and have known it all their lives [21]. Digital natives are ?native speakers of the digital language of 

computers, video games and the internet‘. This generation spans 20 years and its older members use a 

combination of face-to-face communication and computer mediated communication, while its younger 

members use mainly electronic and digital technologies for interpersonal communication [22]. 
 

According to Florida International University, the Generation X started shifting preferences towards an 

improved work-life balance with a heightened focus on individual advancement, stability, and job 

satisfaction. Meanwhile, millennials place an emphasis on producing meaningful work, finding a creative 

outlet, and have a preference for immediate feedback. In the article “Challenges of the Work of the Future,” 
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it is also stressed that millennials working at the knowledge-based jobs very often assume personal 

responsibility in order to make the most of what they do. As they are not satisfied with remaining for a long 

period of time at the same job, their career paths become more dynamic and less predictable. Findings also 

suggest that the introduction of social media has augmented collaborative skills and created a preference for 

a team-oriented environment [23]. 
 

Furthermore, the millennials as well are educated and much better connected. They feel powerful among 

themselves. They are less religious and are getting married later and having less children when they do. 

They are just as optimistic as any previous generation. They do not look up to brands, institutions, or 

figureheads as much. The future, they know, they must build for themselves with their friends and peers. 

They know they must take control of their own careers. That they must think independently. Lifelong 

employment is a fairytale for them. It is all about lifelong learning, being on the move, being in control. 

That is partly because they know that employees who stay with companies longer than two years will be 

taken for granted and will, on average, get paid 50% less, but because they know that they live in an 

impermanent, ever-changing digital world [24]. 
 

There are several characteristics of millennial nurses. Many of the generational traits attributed to the 

millennial were influenced by a period of prosperity. Members of this generation came from relatively 

affluent families and attentive parents who were constantly vigilant and very involved in their rearing [25]. 

As nurses, they probably participated in-group activities such as sports, lessons, and playgroups. They were 

raised to love and believe in themselves. They became optimistic and hopeful young adults who developed 

highly collaborative, creative abilities. 
 

Factors that Affect the Clinical Practice of the Millennial Nurses 
 

Clinical competence is an important outcome in nursing education. Evaluating clinical eligibility and 

indicating factors affecting it may be helpful in promoting the quality and effectiveness of nursing 

education. Accordingly, continuous educational development, support from immediate supervisors, level of 

self- confidence, professional commitment, personal commitment to help or care for others, resource and its 

management. Patient-nurse ratios are identified factors influencing clinical decision-making practice among 

nurses. Commitments to ones professional responsibility, ongoing supervision, feedback, authority, 

autonomy, creating management, patient-nurse ratio, resource, supply (water, patient monitoring machines, 

transportation beds, space for admission), structure and culture of the health care system, absence of 

continuous formal and informal professional development, lack of self – confidence and level of knowledge 

on basics of nursing profession are identified as factors inhibiting clinical decision-making practice among 

nurses. Nurse Managers have to search for solutions on how to decrease and if possible completely avoid 

factors that affect clinical decision- making practice and encouraging implementation and utilization of 

facilitating. 
 

Generational diversity provides a unique quandary for nursing leaders and educators to enlist, orient, and 

retain nurses. Millennials are the largest cohort since the Baby Boomers and the age group from which the 

nursing profession will build its future workforce. This study examined the experiences of the new graduate 

nurse of the millennial generation as they navigate orientation in an acute care setting [26]. 
 

Millennials or the new generation of nurses’ desire technology, security, and personal time off. King’s 

theory of goal attainment provides a framework to assist current students. The use of technological and 

communication devices is a discourse for students and educators. Nurse educators will need to mentor 

millennial students as new pioneers in practice. The pioneer millennial generation of students and graduates 

is entering the profession of nursing. They are adeptly equipped with technological savvy, unabashed 

confidence, and self-directed goal achievement [27]. 
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Objectives of the Study 
 

To determine the attitudes and behavior of millennialnurses towards self, work and profession; 

To assess the factors affecting clinical practice of millennial nurse 

To identify the common issues and challenges faced by millennial nurses 

To ascertain the significant a significant difference on the evaluation of attitude and behavior of 

millennial nurses between themselves and their heads 

 

METHODOLOGY 
 
An explanatory sequential mixed method were utilized to analyzed data gathered for this study. The 

checklist-type questionnaire was formulated to evaluate the attitude and behavior of the millennial nurses as 

to self, work and profession as well as the factors affecting their clinical practice. The questionnaire 

followed a four-point Likert scale type as Strongly Agree, Agree, Disagree and Strongly Disagree. The semi- 

structured questions were used to collect the narratives from the participants. This study followed the Braun 

and Clarkes thematic analysis. 
 

A total of two hundred questionnaires were distributed to the millennial nurses and was evaluated by their 

heads. They were retrieved from the millennial nurses. The semi- structured questions help to extract the 

common issues or challenges faced by the millennial nurses. Responses were analyzed using descriptive and 

inferential statistics such as weighted arithmetic mean while the hypothesis was tested using Pearson chi- 

square test at 0.05 level of significance. 
 

RESULTS 
 
This section intends to discuss the research findings of this study on the attitudes and behavior of millennial 

nurses. 
 

Table 1: Attitudes of Millennial Nurses Towards their Self as Evaluated by Staff Nurses and their Heads 
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Table 1 illustrates the attitude of millennial nurses towards their self as evaluated by themselves and their 

head. The results shows that most of the millennial value privacy within personal, colleague and patient 

information with weighted mean of 3.70 while both nurses and their heads agreed that effectively 

communicate with healthcare personnel has the lowest attitude towards with weighted mean of 3.24 and 

3.22 respectively. 

 
Table 2: Attitudes of Millennial Nurses Towards Work as Evaluated by Staff Nurses and their Heads. 

 

Table 2 shows the attitudes of millennial nurses towards work as evaluated by staff nurses and their heads. 

The results shows that millennial nurses wants job security e.g., regular tenure in the nursing workplace. 

Those staff nurses agreed that have a greater institutional knowledge on rules and regulations in relation to 

nursing competency standards with weighted mean of 3.19. 
 

Table 3: Attitudes of Millennial Nurses Towards their Profession as Evaluated by Staff Nurses and their Heads 

 

 

The above table presents the attitudes of Millennial Nurses Towards their Profession as evaluated by staff 

nurses and their heads. The table reveals that as nursing professional millennial nurses believes in the power 

of education for professional growth having weighted mean of 3.62 whereas their head perceived that nurses 

desire to use social media platform and other technological advancement in the clinical practice (WAM 

3.60) and with the lowest 3.13 on mistakes in the clinical practice are nothing but more than an opportunity 

to learn. 
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Table 4: Behaviors of Millennial Nurses Towards Self as Evaluated by Staff Nurses and their Heads 

 

 

The table 4 shows the behavior of millennial nurses towards self as evaluated by staff nurses and their 

heads. It can be inferred from the table that nurses keep adheres to the standards of the profession for self- 

development (WAM 3.64) whereas their heads perceived them that adhere to ethico-legal considerations 

when providing safe, quality and professional nursing care. 
 
Table 5: Behaviors of Millennial Nurses Towards Work as Evaluated by Staff Nurses and their Heads 

 

 

The table 5 shows the behavior of millennial nurses towards work as evaluated by nurses and their heads. 

The table results shows the millennial nurses and their heads perceived towards work to develop a plan of 

care from what they synthesize having weighted mean of 3.60 and 3.46. Both millennial nurses and theirs 

heads agreed largely unable to apply (or were unfamiliar with) critical thinking skills with weighted of 

2.73 and 2.69 respectively. 
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Table 6: Behaviors of Millennial Nurses Towards Profession as Evaluated by Staff Nurses and their Heads 

 

The above table illustrates the behaviors of millennial nurses towards profession as evaluated by nurses and 

their heads. The table reveals that the millennial nurses perceived themselves in their profession as having 

an opportunity to learn from the mistakes made without patient consequences, therefore building both the 

knowledge and confidence of new nurses in the profession (3.61) whereas their heads observed them as 

exemplify the ethics, morals, responsibility and values for the conduct of the profession in the practice 

setting. 
 

Table 5: Factors affecting the Clinical Practice of Millennial Nurses 
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The table 5 shows the factors affecting the clinical practice of millennial nurses. The result shows that the 

respondents strongly agreed that those factors namely: orientation and training; supervision; organizational 

climate; nurse conflict were affecting their clinical practice. Nurses strongly agreed that compensation 

benefits is the main factors affecting them (3.53) followed by adequacy of staffing (3.45) and leadership 

(3.45). One competency is nurses should perform safe and appropriate care and apply principles of 

evidenced- based practice [28]. The nurse should apply the principles of positive practice environments in 

workplace practices and facilitate their establishment in the health sector Nurses should also raiseawareness,  

understanding and support of all relevant stakeholders about the positive impact of healthy andsupportive 

work environment and have on the recruitment and retention of health professionals, patientoutcomes and 

the health sector as a whole [29]. 
 

Table 6. Common Issues and Challenges Faced by the Millennial Nurses 

 

The table 6 shows the common issues and challenges faced by millennial nurses. Findings revealed that 

three main themes, each of which was subsequently broken down into further subthemes. While some of the 

main themes had been anticipated through research, participants‘ narratives illustrate the above themes that 

reflect the common issues and challenges faced by the millennial nurses. Research has shown that nurse‘s 

trained can no longer meets the healthcare needs of the current century. The needs of the patient and health 

setting is becoming more complex and nurses need to achieve a higher level of skills, competencies and 

attitude to maintain quality, safety and effectiveness. Also, the nursing dearth increases the workload of 

nurses affecting the patient safety [30]. 
 

Table 7. Significant Differences on the evaluation of attitude and behavior of millennial nurses between themselves and 

their heads 

 

Variables Chi-square value df Critical value Level of significance 

Attitudes vs Behavior 4.118 9 16.919 0.05 

 

The results shows that the critical value is lower than the computed chi-square value, thus a not significant 

difference exist between the attitude and behavior as evaluated by nurses themselves and their heads. 

Millennial nurses are now factors that transform the personal, organizational and social factors. The 

healthcare environment, administration of care, safety and quality, patient experience and resource 

utilization has shifted from a linear to an exponential expansion of human knowledge process [30]. 

 

SUMMARY OF FINDINGS 
 
This study explores the millennial nurses in the clinical practice in Riyadh hospitals. This also investigates 

the attitudes and behaviors of millennial nurses in the clinical practice towards self, work and professions 
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including the factors affecting their clinical practice and the issues and challenges of the millennial nurses.  

The millennial nurses excels at multitasking and more engaged in workplace group [31], and seek bigger 

challenges and possibilities for advancement [32]. 
 

This study utilized explanatory mixed method research. The population comprised of millennial staff nurses 

working in Riyadh hospitals. Two hundred nurses were sampled from Riyadh hospitals in Riyadh City, 

Saudi Arabia. Self- constructed questionnaire and semi-structure questions were used to collect data for the 

study. The narratives gathered from the semi-structured questions were analyzed using the Braun and 

Clarkes Thematic analysis. The data collected from the questionnaire were analyzed using the descriptive 

and inferential statistics such as frequency, weighted arithmetic mean while the hypothesis was tested using 

Pearson‘s chi-square statistics at 0.05 level of significance. The results showed that the on the attitude 

toward self, the millennial nurses value the privacy with the personal, colleague, and patient information.  

Privacy addresses the question of who has access to personal information and under what conditions. 

Privacy is concerned with the collection, storage, and use of personal information, and examines whether 

data can be collected in the first place, as well as the justifications, if any, under which data collected for one 

purpose can be used for another (secondary) purpose [33]. 
 

In the areas of work, nurses want job security e.g., regular tenure in the nursing workplace. This entails that 

millennial nurses sees job security as a criteria in staying for a job. Discovering of determinants of job 

satisfaction is also a blossoming area of research. Attitude towards the profession, the millennial nurses 

believe in the power of education for professional growth. The behavior of millennial nurses towards self 

strongly agreed on keeping self-adheres to the standards of the profession for self- development and 

versatile electronic communicator who enjoy combine web-based social networking, messaging and texting 

while working in clinical setting. Towards their work, they develop a plan of care from what they 

synthesize. Behavior towards profession reveals that millennial nurses have an opportunity to learn from 

mistakes made without patient consequences, therefore building both the knowledge and confidence of new 

nurses in the profession. Millennial nurses are inquisitive by nature, and they frequently use technology to 

gather further knowledge. A quickly evolving world strengthens the nursing profession; it is necessary to 

highlight innovation and professional training [34]. 
 

On the factors affecting the clinical practice, orientation and training; supervision; organizational climate; 

nurse conflict were affecting their clinical practice. Most of the nurses believe that compensation benefits 

are the main factors affecting them as well as adequacy of staffing and leadership. On the common issues 

and challenges, the millennial nurses found to have increased nursing workloads, essential support 

mechanism and perceived risk. 

 

CONCLUSION 
 
The attitude of millennial nurses valued privacy within personal, colleague and patient information. They 

want job security and believe in the power of education for professional growth. The behavior of millennial 

nurses focus on developing plan of care for what they synthesize, have the opportunity to learn from 

mistakes made without patient consequences and keeping adhere to the standards of profession for self- 

development. In addition, the orientation and training is the main factor affecting their clinical practice.  

Finally, thematic analysis found major themes reflecting the issues and challenges of millennial nurses 

which are: nursing workload, essential support mechanism, perceived risk. 

 

RECOMMENDATIONS 
 
Based on the findings, the following recommendations were made: 
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The characteristics of the millennial generation should be considered in job 

A multigenerational workforce program should be developed to distinguish the strategies 

Conducting a study focusing on all generation of nurses to understand all of their attitudes and 

behavior 

The job satisfaction of millennial nurses should be determined to understand the factors affecting their 
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