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Definitions of Settings

Setting
Acute care hospital

|

Definition
Any facility that provides care to patients experiencing the acute onset o
one or more severe conditions.

Ambulatory

Any setting in which a person receives care ftyrealth conditions on an
outpatient basis.

Community-based

Any setting in which a person receives primary care or care for chronic
conditions in their place of residence or at an ambulatory facility within
the community in which they live.

Home health/hospice

Home health is health care deliywv
residential location provided that the patient does not reside at a long
term care facility.

Hospice is care provided to a patient at end of life and has the primary
goal of preservingte pati ent 6s comfort. Ho:!
an inpatient facility or in the

Home health/hospice are combined into a single setting as most hospice
care is delivered in patientsodo r

Other/All Other

All settings notaccounted for under the definitions of acute care hospital
ambulatory, postacute/long-term care, and home/health hospice.
Includes some clinical settings such clinics or health rooms at schools al
any other clinical setting not specifically accounteddr on the survey.
Also includes nonclinical settings including academia, government
agencies, and insurance companies.

Postacute/Long-term care

Postacute care is care that a person receives upon discharge from an
acute care hospital. The specific g&tg in which post-acute care is
delivered depends on the severit
specialcare needs that the patient has, and other factors.

Long-term care refers to a setting in which a patient is admitted for an
extended lengthof stay for the treatment obne or moreconditions that
require care beyond what is feasible in a typical residential setting.

Throughout this report we combine posacute and longterm care settings
t oget heracueehongd paant care. 6 We fel't
combination of settings was most appropriate because it reflects the
environment i n Ha wa-acdtd facilitias ame hlso tohg
term residential care facilities for patients with debilitating chronic
conditions. Because there are very few cases in which a facility can be
discretely categorized as either pestcute or longterm care, our
terminology reflects both settings.
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Executive S ummary

Regarding LPNs

H a w ahaglast 17% of its LPN workforce
since 2015 which has resulted in abPN shortage.
This shortage predominantly affects community
based healthcare delivery settings in which 83% of
vacant LPN positions exist. The loss of the LPN
workforce is attributablein part to the transition of
LPNs into RN practice. There is a very high return
on investment for the cost of entrfo-practice RN
education for LPNs in terms of compensation,
practice autonomy, and opportunities for
professional advancement Vacancies created by
LPNs to who transition to the RN workforce add
to vacancies left by LPNs whdeave the workforce

for retirement, relocation or other reasons.

Schools of nursing cannot produce new
LPNs that match the rate at which LPNs are
leaving the workforce. Enrollment demand for
LPN certificate programs exceeds schoofs
capacity to admit all interested students. chools
cannotincrease admissions cohort sizémcause of
an insufficient supply of clinical placements and a
full-time faculty shortage. Available data do not
suggest that the clinical placement and faculty
shortages are likely to improve in the foreseeable
future. In turn, there is no data suggest that the
LPN shortage is likely to reverse. As such,
community-based healthcare employers must
adapt to the LPN shortage in order to
accommodate the growing number of persons who
receive care in communitybased settings.

Hawai 6i 6s Nursing

Wor kfor ce

Regardi ng RNs

There is equilibrium between theoverall
supply of and employer demand for RNsln-state
schools of nursing produceapproximately the
same number of new graduate RNs as the number
of RN positions that DLIR projects will open
annually through 2026.Though the supply of new
RNs approximately matches the number of
existing and anticipated vacancies, employers
report  difficulty (e.0.,

hiring  specialty

emergency/trauma and critical careRNSs.

Specialty RN positions are more difficult to
fill because thee is no pipeline for the continual
production of specialty nurses in the same way that
entry-to-practice RN education programs create a
pipeline for generalist nurses. Most schools of
nursing cannot make a business case to their
institutional administrations for the feasibility of
offering specialty certificate programs. As a result,
the onus for developing a specialty RN workforge

which is resource intensivefalls on employers.

Developing a specialty RN pipeline would
help reduce the time thatelapses between the
creation of a specialty RN vacancy and the time
that the RN who fills that vacancy is competent in
the specialty. Such a pipeline may be created
through a consortium of multiple employers and
schools who collectively provide resourcesot
develop specialty RNs who are ready and available

as employers need them.

Supply Page xii



Regarding APRNs Optimizing the APRN workforce requires

Hawa i APRNGworkforce has increased systematic investigation into the barriers that

by 82% over the last decade. APRN&ave full

scope of practi cdandare¢ hor

i mpact APRNsO willingness ¢
independent praq_tlices. We know that there are

0 A V2R B ¢ awal 0

environmental factors such as payment

thus, available to fill the primary care provider

shortage that exists irthe state Though they are transformation, reimbursement disprity, and an

educated, trained, certified, and legally abletbe inhospitable small business landscape, that make

independent practitionersi n H 4 v0a% of establishing and maintaining an independent

APRNSs report working for someone else rather practice difficult. We do not know, however, the

than being sebemployed, and the majority of extent to which these environmental challenges

APRNSs do not describe their primary nursing role drive APRNs® decisions to

as oindepen dEButher thaughtheyd e r .ragher than establish independent practices.

are all educated, trained, and certified to do so, Further, there may be other factors (e.g.,
approximately 40% ofENPs and PNPs, andabout uncertainty about how tooperate a small business
60% of AGPCNPs indicate that they do not

provide primary care Though the overall size of

family obligations, etc.) that have an impact on
APRNs O pr ac tthatovél nal be cesobedd o n s
by addressing systemic, environmental barriers.

the workforce has and will likely continue to

increase, APRNsd especially primary care NP Investigating the factors

could play a more direct role in reducing the professional decisiormaking is a vital first step in

primary care provider shortage than they currently channeling the growing APRN workforce into the

do populations where they are most needed.
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Demographics

W RNs are youngerthan LPNs and APRNSs in terms of median age and generational distribution.
W In all license categories, the proportion of multiracial nurses approximately matches that of the
statewide residential population. However,
9 individuals of Caucasian ancestry arsubstantially overrepresented among APRNSs,
1 persons of Filipinx ancestry are substantially overrepresented among LPNs,
1 and persons of Native Hawaiian ancestry are substantially underrepresented in all nursing

licenses.

Employment

W 8% of LPNs reported thatheir current position does not require their license. This is a slightly higher
proportion than either RNs (4%) or APRNSs (2%) whosgositions do not require a license.
W APRNSs are more likelythan LPNs and RNsto hold multiple nursing jobs and report workig more
than 40 hours per average work ek across all of their nursing positions
W Top Employment Setting Type by License:
1 LPN 6 Ambulatory Care (35%)
1 RN & Acute Care Hospital (52%)
1 APRN 0 Ambulatory Care (41%)

Patient Populations Treated in a Typical Week

W More than half of all nurses report that they treat persons with disabilities or persons who are houseless
in a typical week.
W 40% of all nursegeport that they treat patients suffering from opioid addition or dependency.

W 12% of all nurses report providing nursing care via telehealth, but there is substantial variation in the
extent to which nurses deliver care by telehealth depending on settangd specialty.
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Education

W The largest proportion ofLPNs and APRNSs report that their highest education is the minimum
educationrequired for licensurf LPN certi fi cate and Miasesohtast,ordy degr
about 1 in 4 RNs report that th& highest education is an RN diploma or ADN. The RN diploma is
the minimum education necessary for RN |licensure
making the ADN is the lowest level of entryto-practice RN education available in the state.

W APRNSs are less likely than LPNs or RNs to haveompleted their initial nurse education program in
Hawai 0i

W APRNS are less likely than LPNs or RNs to have completed their highest nurse education program
i n Hawai 0i

W LPNs are more likely than RNs or APRNs tobe enrolled in a degre¢eading nurse education. Of
enrolled LPNs, 100% ae enrolled in RN programs and more than half are enrolled at an istate
school.

W Among RNs and APRNSs currently enrolled in school, the majority (RNs = 69%, APRNs = 58%) are

enrolledin out-of-state programs.

Workforce Retention

W LPNs report the longest duration of employment with their current employer and in their current
position. APRNSs report the shortest.

W LPNs are slightly more likely to have plans to leave their current positiowithin the next year as
compared to RNs and APRNSs.

W A similar proportion of nurses in all licenses (~10%) report intending to be retired within the next 5
years despite RNs being about 3 years younger on average than LPNs or APRNSs.
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Introduction

each have their own section of the reportVithin
each license section, data tables are tabulated by
. . nty. nirast r prior r rts _hav n
Since 2007, t he Hawalcé)l’llyéntcgtaes’ogepnotee?osf%?bee
. . rganiz workfor. ttribut th t
Nur sing has publ i shed t%gé11 eﬂgywaolrglce ah%uresapdnge data

. tables were tabuted by license. We made this
Workforce report. Data in the report are collected y

. . revision .for two Eeasons. First, each license is a
fromnur ses renewing tdlriegi r Hawai 01 I'censes

HBON & sbiennial license renewal period. The unique workforce with different scopes of practice,

. ) educational  requirements, and  workforce
report contains demographig employment, and

. - . development challenges that warrant their own
educational characteristics of nurses employed in

thorough discussions. Secondby tabuating data

Hawai 0i
by county within each license sectiorthe counties
This report serves as an important are better integrated into the report and
workforce monitoring tool. By total positions, comparisons that highlight disparities between the

nursesrepresenthe largest subset of the healthcare counties becomelearer
workforce in the state(Healthcare Association of
Hawai 0i.As a2r@sdltnyrsesare often the

first and most common type of healthcare

The second major change in th 2019

reportis a stronger emphasis odata tables than in

[ . f h en.

e PILPYHEDe MY e THSwa 8!

residentsd -qualty kealth cate celie | g r\]/vant to know how the workforce is distributed on

specific characteristis. To provide greater access

professional that pat.i

on the existence of a nursingvorkforce that can

: : to the data that our partners most commonl
competently deliver the various types of care that P y

patients need The data from the biennial supply request, we provided distributions for more

. , . variables than in our previous reports. To hel
survey is the best information we have abouhe P P P

. . . users who prefer to read text or graphs,
demographic characteristics,  educational P grap

: : . : accompanying each data table is a subsection
preparation, practice speciaks and practice

. A a call ed oKe Akl maiceg ©
locationsofHawai 6i 6 s nur ses. These cFata helyp us to g

. . . . summariesprovide brief, narrative descriptions of
identify gaps in the workforce and provide P ’ P

. key or notable findingspresented as bulleted lists
guidance about where we should focus our y gsp

workforce development efforts and figures We hope that this change will give our
readers better access to more data and help draw
their attention to what we think are the most
To improve the usability of our supply important findings for each segment of the nursing
data, the Center implementd two major changes workforce.

to our 2019report. First, LPNs, RNs, and APRNs

Hawai 6i 6s Nursing Workforce Supply Page 16
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data collected by individu:

national map asan examplé.

Regarding the Study Sample TheCe nt er dnstrunZeit s revised

The Center conducts the Nursing and re-approved in 2018 by the by the Institutional

Workforce Supply Survey biennially in odd- Review Board at the Unive

numbered years in conju nl\/&é{\op %nHer %?X{Stiﬁ‘g sﬁng\wrgtg)cgl,?\nbogg

nursing license renewal periodThe 2019 license the revisions to the 2019 instrumentwere

renewal periad began on April 22 and ended on modifications to the skip logic in the surveywhich

June 30. The study is intended to be a population were necessary to improve data quality.

study of all nurses [|icensedrThenfylHzoma subky ifsBumant lis L PNs
RNs, and APRNs wereencouraged to participag. available from the @ nt er & s researcl
Nurses participatedon a volunteer basis They request tohscndata@hawaii.edu

were not incentivized to participate, and

. . Regarding Data Collecti on
completion of the survey wasot a condition of g g

eligibility to renew their licenses. Nurses completedhe survey online via the

_ _ ) web-based survey platform SurveyMonkeyAt the
During the license renewalperiod, 26,519 o ) )
__ beginning of the online license renewal process
nur ses renewed theéeHawdaiabvial 6i |l i censes

_ nurses saw a notice about the survey which
Board of Nursing, 2019) Of these, 13308 nurses

o encouragedthem to participate and indicted that
completed the survey resulting in an overall study L _ .
_ that participation was not required for license
response rate of 46%At the start of each section of _ _
o _ renewal The paragraph also included a link that
the report, you will find tables that provide the _ _
) _ allowed nurses to take the survey prior to starting
study response rate by license arabtimates otthe _ o .
the license renewal application. A link to the
response rate bgounty. o
survey abo appeared after the submission of the

Regarding the Su rvey Instrument application, thereby providing two opportunities

The survey instrument used in this study for relicensing nurses to complete the survey

was designed by the HawgbglriingSatadvki§ntindafdahfysis f or

Nursing but was based largely on theé\ursing , _
a ) Prior to the computation of all frequency
Supply Minimum Dataset Survey (National

_ distributions, the data were weighted to the total
Forum of State Nursing Workforce Centers, 2016) ] )
N number of nurses in each license category that
The Forum makes mhimum dataset surveys _ , .
_ _ renewed a licase in 2019As HBONGsS repo
availablefor the study of nursing workforce supply, ) _ _ _
o . o license renewals contained no information other
demand, and educatia with the aim of permitting ] ] )
o _ _ than license (e.g. county of residence, practice
nationwide comparisons and aggregationgrom

2019 Hawai 0i State Center for Nursing Page 17
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location, etc.), the datawere weightedonly on the

distribution of licenses

The
weighted data file so that only nurses who met

Center 0s

specific criteria were included in the analysis.
Nurses who did not meet all of the inclusion
criteria or did not provide enough information on
the survey to determine whetherthey met the
inclusion criteria, were filtered out of the data set

prior to analysis. The inclusion criteria were:

wcurrent residence is
W employed in a licenserelevant role
(including any employment position that
requires, prefers, or is enhanced by a
nur sedsandi cense)
W primary employment location within
Hawai 0
The survey, per the recommendation of the
M® 1Burses gosrdéport on their

primary nursing position and, if they have one,

For umods

their secondary position. This report contains the
analysis of data from only n ur s m@isay

position.

Regarding the Structure of the Report

As we indicated previously, his report has

three major content sections, each one

corresponding to a nursing license. Each license
specific section follows the same basic structure,
though some settons have different or additional

tables as appropriate for that license. Each section
begins with a brief overview of the current state of
the workforce, then provides the relevant data

tables and associated summaries.

Hawai 6i 6s Nursing Workforce

Because each section follows theamse
structure, some content does repeat from section to

section (e.q.,. descriptions of how to interpret
( ? |O| t é)r ed t\% e P

researcher

maps). We made the decision to include redundant
language in each section because we expect that
readers will treat this report as a reference
document rather than read it in its entirety from
cover to cover. In order to ensure that all readers
are properly able to interpret the data regardless of
what section they happen to read, we felt that we

were safer to err on the side of redundancy.
n Hawai 6i ,
Regarding the Presentation of Data

The countiesd for mal na
County of Honol ul u, the Co
County of Maui , and the Col
sake of brevity and consistency, they are referred to
throughout this report as Honolulu County,

Hawai 0i County, Ma u i Cour
County. When all four counties appear inlists or

tables, they are always presented in descending

order of residential population size.

Occasional vy, t he ter
Il sland(s)06 appears #with the
colloquial usage of this term, it refers to the
collective of al | of t he i
and Kaua@di Counties. We r e

O 6 a-bentric and use it only in cases when our
intention is specifically to draw attention to the fact
that Honolulu County is systematically different
from the other counties in some substantively

meaningful way, particularly when that difference

adversely impacts access t
and Kauabi Counti es.
Supply Page 18



The Center is fully committed to protecting We recognize that for some tables,

the identity of all respondents. Though especially t hose containit
respondents did not provide identifying practice specialty, the use of alphabetical order
information, a respondent might be identifiable may make it difficult to identify the most

from presentations of aggregated datahen cell commonly occurring responses. To assist with thj

sizes are very smallTo minimize the possibility of we have inserted a superscript on the top five most
respondentsd | oss of pr i fremuenly repdribdspecialiegnpeach ¢olumnorhet ai n s
only weighted frequencies and no raw counts most frequently occurring specialty is marked with

except forthe total number of respondents in each a superscript 016 and is also inbold type.

license categoryln tables containing demographic _ _ o
_ _ _ Regarding Inclusion and Accessibility
data, weighted frequencies are only provetl when

the raw cell count was larger than four. These cells This report wuses the term Filipinx to

contain a double asterisk (**)to indicate that the describe persons of any gender who have ethnic

unweighted cell size was too small to report. ancestry originating in the Philippine Islands. The

term Latinx refers to persons of any gender with

To avoid biasing the presentation of data ethnic ancestry originatingn Latin America.

tables in favor of the largest subset of nurses

(Honolulu in the case of counties and RNs in the The Center hasnade a concerted efforto

case of licenses), all levels (i.e., rows) within a make this document compliant withguidelines for

variable are presented in alphabetical order. ~ Producing accessible electronic documents as

Exceptions to this rule are cases in which the provided by the US Department of Health and

variable levels: Human Services. There are, however, several

graphs and maps in the report that cannot

W have a natural chronological or hierarchal : . . .
summaized well in brief alternative text. If you

order (e.g., age, academic degrees), or have difficulty accessing any of the content of this

W match the order presented in another data Coa
report, pleasec ont act t he Hawai 6i

source (e.g., US Census Bureau).

Nursing at hscndata@hawaii.eduto requestthe

For all wvariables in whi conted d thiseporpinanaltenatg foimats ponse
option, the variable order adheres to the rules

specified previously with the exception that

0Otrhée i s al ways presented | ast.
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Hawal

Hawai 0i Has a Shortage

As of the end of 2019,there were an
estimated 144 vacant LPN positions at facilities
across the state resulting in astatewide LPN
vacancy rate of 20%(Healthcare Association of
06 i ., The2rbajoy (83%) of these
vacancies are not in acute care hospitals, but rather

Hawai

in a variety of community-based settings. As a
result, the LPN shortage disproportionally and
overwhelmingly impacts outpatient settings where

patients receive primary care.

The high vacancy ratdor LPN positions is
associated witha steady and rapid decline in the
L P N sSince rR015H thev a i
LPNs di ng i
by nearly 400 individuals. This represents a loss of
17%0f t he
four years ( St at e

number of

number of resi
stateds
Hawai 0i
2019) The

shortage of LPNs stems from two primary sources:
LPNs©®
lack of capacity to meet existing and future

demand for LPNs

of
Vocational Licensing Division,

pursuit

LPNs Leave the Workforce for RN Practice

of the LPNs working
have completed an RN education program (see
Table 8). These LPNs, along with the 10% of LPNs

who are currently enrolled indegreeleading RN

! Represents 37% of the 1,350 LPNs estimated to be employed in
Hawa{ Bawai 0i Depart ment of Labor
2018)

Wor kf orce

Hawai 6i 6s Nursing

LPN wor kf

o f-s tRaNt e rsacch

NuisinglWerkforce

o feduca®iawn sprograns, represent as manyas 500

individuals* who could potentially leave the LPN

workforce to becomeRNSs.

There is good financial motivation for
LPNs to leave their positions to pursue RN
practice. According to the Bureau of Labor
Statistics (2019), RNs i n
average of $98,080 in 2018 while LPNs earned an
average of $50,930 during the same yeamn
Hawai 6i , t he additional
LPNs must completeto earnan ADN costs about
$6,000. If an LPN making the average LPNsalary
completed the one year of additional education
5e|qujred for RN licensure, became licensed, and
qgt a||_?b as an RN makhn%the ayerage anl annual RN

awal
salary, the increase in compensatlouver one year

ed

woul d pay f {
orce 'ovier
Sght t|]n1es Th('f mcreasF in compgnsatlon plus a
broader scope of practice, the ability to practice
more autonomously, and better and more varied
%oBé){gusmggsnfodf pr(?feﬁsmnal advancement yield a
compelling return on investment for the cost of RN

education.

Schools Lack Capacity to Produce More

LPNs
) D 0
' n t'Fﬁ\lgvv?hlo [())ulrSUe RI\?pZa({?icealong with
those nurses who Ileave the workforce for

retirement or other reasonsgreatevacancies in the

and I ndustrial Rel ati ons,
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workforce. These vacancies may takemployersas
many as 12 months to fill(Healthcare Association
of
nursing, the predominant
LPN workforce, cannot graduateenough LPNs at

a fast enough rate to meet employer demand.

During academic year 20172018,

Hawai 6i 0s

LPNs ( Hawai 0i
| f
remained constant through academic year 2018
2019, @out 50 new LPNs graduated in May of this

year and, by the end of 2019, will enter a job

St at e

school so enrol |l ment

market that eagerly awaits them. This small group
of new LPNs will fill about 35% of existing

vacancies, leaving more than 90 LPN positions
vacant until the next LPN cohort graduates in

2020. Meanwhile, an estimated 20 new LPN
positions will be added to the workforce and 50
LPNs will leave the workforce, resulting in the
addition of 70 new LPN vacancies over the next
year( Hawai 0i
Relations, 2019) This means that in 2020, after

approximately 50 new graduate LPNs enter the

Depart ment

workforce, an estimated 115 vacancies will remain.

In-state school8low production of LPNs is
not due to a lack of demand among indiduals
interested in pursuing the LPN profession. In fact,
during AY 2017-2018, enrollment demand for in
state LPN progr ams
admit new students by an average ofl.7
applications per opening H a w atatedGentes for

Nursing, 2019b) Though there is demand for entry

2019 Hawai 0i St ate Center f

Center

an

of

or

into LPN educationprograms,in-stateschoolslack

capacity toincrease their enrollment cohort sizes.

Hawai bieca@g®d 9 Hawai 6i 0 Fhe twa pgrirnavyl cantriboitbrs tos ¢ h o lonitesl 6
p r o enlbment sapatify arklea shartag® df &fdl-time

faculty and an insufficient supply of clinical

placements( see Hawai 6i St ate

2019 for a more thorough discussion on these

issueﬁ)ghese are complex challenges with no easy

s ¢ h graduased 50 hew n u r s |

s?luc'gic?ns, "fh”ﬂ”r trsle?/ [r)]eE]si’st, thze%lplplg %f #PNS

will continue to |ag substantially behind employer
d gr ac!gatE ony numbgrys
demand

Implications for LPN Workforce
Development

The majority (72%)
work in a variety of community-based settings such
as providerds offices,

homes, assisted living facilities, hospice, and home
health (see Table 6). These are the settings in which
the residential population receives primary care,
including the coordination of specialty health
services and management of chronic conditions
whiehhelps mitigaxedthe brset of grdvenialdel acute

conditions that require hospitalization

he

to admit more LPN students is a complicated

Removing t barrie

challenge that requires time, and
Until

challenges, employers will have to continue to

creativity,

collaboration. we can address those

identify costeffective ways to compensate for the

ongoing access to quality care in the communities

where they live.
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LICENSES
As of July 2019, 2,669 individuals held

Hawai

0i

LPN ( Sltiadeen s eod

Professional and Vocational Licensing Division,

2019) Of these, 72% reported a primary residential

address in the stateAs compatred to 10 years ago,

the number

of LPNs

decreased by 18% at an averagate of -4% per

biennium.

The rate of change in the size of the LPN

workforce has not been constant,

however.

Between 2009 and 2015, the LPN workforce
shrank by kss than 3%. In contrast, between 2015

and

Figure 1.

2,810

2,366

2009

Hawai 6i 0s

2 01 9 |ost Héowfats LN workforce.

Tot al Hawai 0i L2AN Li censce
2,789 2,794
2,740 2,742 2669
2,341 2,364 2326
2,148
1,932
2011 2013 2015 2017 2019

—@-— Total Licenses

Total In-State Licenses

Nur sing

Wor kfor ce

Over the last two years,the statewide LPN

Harifarde éshrank by 10%. The four counties

experienced a decrease in their respective LPN

workforces by an average of 9%. Maui County lost

the largest proportion of LPNs (14%)ince 2017
r elsas d i nwiile HonoluliH@oundy iexperienced the smallest

(9%) | oss.

Hawai

0i

and Kau

and 11% of their espective LPN workforcesover

the same time frame

Figure 2. In-St at e
Rate of Change, 2009 -2019.

Hawai 0i

2,326

2015

LP

2,148

2017

[ Biennial Rate of Change

Total In-State Licenses

2,366 2341 2,364
1.0%
D =
-1.1%
-2.8%
2009 2011 2013
Supply

N Licenses

1,932

= m
-1.6%
-7.7%

-10.1%

2019
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LPNSURVEYRESPONSE RATE

In 2019, 1,841 LPNs renewed their Hawai 0i residents (72%), t
licenses. Of these, 784 completed the supply survey  we estimate thatl,330 residents renewed an LPN
resulting an overall LPN response rate of 2x. license in 2019.

HBON does not report license renewals by county, ,
_ _ The response rate and margin of error for
so to estimate the response rate and margin of error _ _
_ LPNs in the state and each county are presented in
for LPNs by county, the Center applied the . .
T _ Table 1. Table 2 provides the proportion LPNs
geographic distribution of total licenses as of July
_ _ who responded to the supply survey and who met
2019( St at e of Hawai 6i Professional _a_n? Vocati onal
the inclusion criteria for analysis which are
Licensing Division, 2019)to license renewalsB . . o . . .
_ g _ ) _ y described in detail in thentroduction of this report.
applying the proportion of all LPN licenses held by
Table 1. Hawai 0i LPN Sample Size, Response Rate, and Margin of Err
Statewide  Honolulu Hawai Maui | Kaua
Estimated Renewing LPNs Residing in Each County 1 1,330 786 219 228 99
LPNs Who Participated in the 2019 Workforce Supply Survey 613 376 120 85 32
LPN Response Rate for 2019 Workforce Supply Survey 46.0% 47.8% 54.7% | 37.3% | 32.2%
Minimum 2 Margin of Error for All Reported Frequencies (+/  -) 2.91% 3.65% 6.03% | 8.44% | 14.32%
1In total 1,841 LPN licenses were renewed in 2019. This and all subsequent tables include the subset of nurses who residevnadi 6i . The di str
of licenses by county was estimated based on t hograpbieRegort af Clrrent Licdnses.t r i but
2Margin of error will vary depending on the number of respondents who answered each question.
Table 2. Empl oyment Status of Hawai 0i LPNs.
Statewide  Honolulu Ha wa i Maui ‘ Kau a‘
Working in a Nursing License -Relevant Position 87.1% 87.0% 85.8% | 89.4% | 87.5%
Unemployed or Not Working in a License  -Relevant Position 12.9% 13.0% 14.2% | 10.6% | 12.5%
Note 99. 2% of LPNs who reside i-eleddamlareppigprhnthawhiopwacki ce hAotmatéensein Ha
Hawai 6i comprise the subset of nurses who are included in subsequent t

GEOGRAPHIC DISTRIBUTION OF EMPLOYED LPNS

The approximately 1,330 LPNs who work Table 3. Geographic Distribution of the Residential

. . Population and the LPN Workforce by County
in the state are dispsed somewhat

disproportionally across th nties. Though it i County @i S mi ULal ey
sproportionally across the counties. oug S Residential Population = Workforce |

home to approximately 7 0.9pnolu f t h6B6% ot 5t SEAY
_ Hawai 13.8% 18.4% _
population, only 60% of theaistlat edisswlL PNS 1w K i n

Kauabd 5.0% 6.1%

Honol ulu County. Conversely, DUl Hmawdrl Ul a

Maui Counties have a larger proportion of the
LPN workf orce than t hey have of the stateds

population.
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The maps below display the distribution of Within each county, LPNs work in the
the LPN workforce within each county relative to highest concentrations within zip codes with the
t he di stribution of t h ehighesto u metidemtial 5 popwadiansd e nHigha |
populations. The distribution of employed nurses concentrations of LPN employment in the

is represented by the dots. The largest dotineach countyds popistoadsitedawiththe nt er

county representghe zip codewithin that county fact that 72% of all LPNs statewide work in
in which the largest number of nursework. The community-based settings. ThoughPNs are more
population distribution is represented by the likely to work in population centers, they do not

variation of the shadi ng serfealascastofeach aountyyadtiserednerpare T h e

dar kest area in each c ounnuliglesziprmades in eachicouaty & svichh tme z i p

codewithin that county with the largest residential LPNs reported being employed.

population.

Figure 3. Location of LPN Employment versus Figure 5. Location of LPN Employment versus

Residential Population for the County of Honolulu. Residenti al Popul ation for the C

Figure 4. Location of LPN Employment versus Figure 6. Location of LPN Employment versus
Residential Population for the County of Maui. Residential Population fo rthe Countyof Kau ad i

Hawai 6i 6s Nursing Workforce Supply Page 24



A\ VAVAVAVAVAVAVAVAVAVAVAVAVAVAVAVAVAVAN
A\VAVAVAVAVAVAVAVAVAVAVAVAVAVAVAVAVAVAN

LPN DEMOGRAPHIC CHARACTERISTS
LPN Demographics Key Findings At -a-Glance

W Men account for 11% of thestatewideLPN workforce. Honolulu County has the highest proportion of
male LPNs (12%) and Maui County has the lowest (3%).

W Maui County has the youngest LPN workforce of all the counties (median age=45 years, Baby
Boomers=18%)Kaua d6i 0Go WrPtNys @nedian agé xb@ yedrs, Baby Boomers52%).

W There is a similar proportion of multiracial pers
the LPN workforce (23%).

W Among LPNs, Filipinx personsare substantiallyoverrepresented (population=16%, LPNs=45%) while

Native Hawaiian persons aresubstantiallyunderrepresented (population=24%, LPNs=13%).

Figure 7.Di stri buti on of the HyEousty. Birth Generation

B Baby Boomers (Age 55-73) 43%

B GenerationX (Age 39-54)
® Millennials (Age 23-38)

33%

39%
28%

Statewide Honolulu Hawai 6 iMaui Kauadi

Figure 8. Distribution of the StandcilsPMRed i Rae&nd/i Atl h Piopiutlyat i on

0% 5% 10% 15% 20% 25% 30% 35% 40% 45% 50%

Two Or More Races e —
Black ™=
Chinese  em——
Filipink ~ Se—
Japanese e —
Korean '=m
Other Asian - —
Native Hawaiian ~ Sem—
Samoan ™
Other Pacific Islander =

W State Population O Statewide LPN Workforce
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Table 4. Demographic Characteristics of  the St a t Redidential Population and LPNSs.

Gender Population | Statewide | Honolulu Ha wa i Maui
Males 50.0% 10.7% 12.1% 6.5% 2.6% 25.8%
Females 50.0% 88.0% 87.0% 92.5% | 96.1% 74.2%
Other/Prefer Not to Say -- 1.3% * * * 0.0%
Population | Statewide | Honolulu
Median Age in Years 39.3 47.0 48.0 47.0 45.0 55.5
20-24 Years 6.4% 1.3% * * b 0.0%
25-34 Years 14.2% 22.2% 20.1% 21.0% | 26.9% 25.0%
35-44 Years 12.8% 19.2% 19.3% 19.8% | 20.9% **
45-54 Years 12.1% 25.6% 27.9% 19.8% | 32.8% =
55-59 Years 6.1% 12.2% 12.3% 14.8% 7.5% 21.4%
60-64 Years 6.6% 13.7% 12.6% 21.0% | 10.4% 17.9%
65-74 Years 10.5% 5.3% 6.3% ok 0.0% o
75 and Older Years 7.9% ** * 0.0% | 0.0% o
Generation Population | Statewide | Honolulu
Millennials (Age 23 -38) - 29.9% 26.4% 28.4% | 38.8% 25.9%
Generation X (Age 39 -54) -- 39.0% 42.3% 33.3% | 43.3% 22.2%
Baby Boomers (Age 55-73) - 31.2% 31.3% 38.3% | 17.9% 51.9%
Population | Statewide | Honolulu
Two or More Races 24.3% 22.9% 19.4% 325% | 27.9% 21.4%
White 24.3% 15.9% 13.7% 21.7% | 20.6% o
Black 2.0% 2.9% 4.2% ** 0.0% 0.0%
American Indian/Alaska Native 0.2% ** 0.0% * 0.0% 0.0%
Chinese 4.0% 1.4% 2.5% 0.0% 0.0% 0.0%
Filipinx 15.5% 45.2% 48.2% 33.7% | 44.1% 53.6%
Japanese 11.5% 3.9% 4.2% *x 0.0% *x
Korean 1.7% 1.9% 2.5% * * 0.0%
Other Asian 5.0% 1.0% 1.8% 0.0% 0.0% 0.0%
Native Hawaiian 6.4% 1.9% o 6.0% ** **
Samoan 0.8% 1.0% 1.8% 0.0% 0.0% 0.0%
Other Pacific Islander 3.0% 1.0% & 0.0% * *
Some Other Race 1.3% * * 0.0% * o

Native Hawaiian Ancestry ‘ Population ‘ Statewide ‘ Honolulu Hawai Maui Kaua

Any Part Native Hawaiian Ancestry 27.0% 12.6% 242% | 17.1% -

Hispanic/Latinx Ancestry ‘ Population ‘ Statewide ‘ Honolulu Hawai Maui Kaua
Hispanic/Latinx of Any Race 10.7% 9.8% 7.8% 12.9% | 10.7% 20.0%

Note Population data for the StateoHa wa i 6 i tleAmeridam @ommunity Survey Program of the US Census BuredUnited States Census
Bureau, 2018)

'Represents the proportion of individuals of Native Hawaiian ancestry in combination with any other ethnic or fatgroup. Census data also
include persons of Other Pacific Islander ancestry.
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LPN EMPLOYMEN& PRIMARY HRRACTICECHARACTERISTICS

LPN Employment Key Findings At -a-Glance

W 90% are employed in a position that requires their nursing license. 8% report ttfair license is relevant

to their position (i.e., position prefers or is enhanced by their licend®it does not require iL.

W 18% holdmultiple licenserelevant positions

1 Maui County has the highest proportion (86%) of LPNs employeith onelicenserelevart position.

1 Honolulu County has the highest proportion (19%) of LPNs employed in multiple positions.

W LPNs work for an average of 39 hours in a typical week across all positions

T LPNs in

counties.

Ka u a 0 i working femver (36) total fhaurs per week than LPNs in other

1 Nearly 1in 4 LPNs in Maui County report working more than 40 hours in a typical week across

all their positions.

W 17% report that they are employed through a nursing or healthcare staffing agency.

Table 5. Employment Characteristics of LPNs.

Relation of License to Primary Position

‘ Statewide

Honolulu

Hawa‘

Maui

‘Kaua‘

License is Required 89.6% 90.3% 91.5% | 87.0% | 93.5%
License is Preferred or Enhances Job Performance 7.5% 6.8% 6.4% | 11.7% 6.5%
Not Reported 2.9% 2.9% 21% | 1.3% 0.0%

Full-Time Equivalent Employment
At Least 1 Full-Time Position

Statewide

77.7%

Honolulu

76.6%

81.7%

Number of License -Related Positions Held Statewide  Honolulu

1 Position 81.6% 80.8% 83.0% | 85.7% | 83.9%
2 Positions 14.4% 14.3% 12.8% | 11.7% | 16.1%
3+ Positions 4.0% 4.9% 43% | 2.6% 0.0%

76.3%

Part-Time or Per Diem Employment Only

Total Hours Worked in a Typical Week in All __ Positions

22.3%

Statewide

23.4%

Honolulu

18.3%

23.7%

Total Hours Worked in a Typical Week in Primary Position Only

Statewide

Honolulu

Average Hours Worked per Week 39.1 38.7 40.0 39.6 36.2
19 Hours or Less 6.3% 6.3% 54% | 4.0% | 12.9%
20-40 Hours 73.2% 74.1% | 72.8% | 72.0% | 80.6%
41 Hours or More 20.5% 19.6% | 21.7% | 24.0% 6.5%

Travel Nurses

‘ Statewide

Honolulu

Hawa‘

Average Hours Worked per Week 37.0 36.0 38.0 37.0 35.0
19 Hours or Less 6.9% 6.6% 6.5% | 4.0% | 12.9%
20-40 Hours 82.2% 84.1% 78.3% | 80.0% | 87.1%
41 Hours or More 10.9% 9.3% 15.2% | 16.0% 0.0%

Maui

‘Kaua‘

Agency Nurses
Employed through Nursing Staffing Agency

Statewide

Honolulu

Hawa MLui‘Kaua‘
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LPN Primary Practice Key Findings At-a-Glance

W 72% work in community-basedsettings. The most common employment setting of LPNs varied by
county:
1 Honolulu County: Other
T Hawai 0i C cagutetiopg-terniraare t
1 Maui County: Ambulatory settings
T Kauadi County: Hospitals
W LPNs®6 top five practice specialties:
Adult-Gerontology (30%)
Family Health (9%)
Pediatrics (7%)
Administration/Management (4%)
Other (29%)
w78% of LPNsd pri mar y directtpatientcare and educations t o provi de
W Higher percentages of LPN$ n  Ma u i (41%) a oudtieskepartaréating patiedtdoyho &e
houseless in a typical week than LPNsineln ol ul u ( 28 %) oountgsawai 6i ( 22 %)

= =4 =4 =4 =

Figure 9.Dist r i buti on of LPNs& PriTgpery Empl oyment Setting

O Acute Care Hospital
B Ambulatory Setting

® Home Health/Hospice
M Post-Acute Facility

m All Other Settings

Figure 100 Di stri buti on of LPNsd Primary Job Function

O Direct Patient Care
m Other

® Admin/Management
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Table 6. Primary Pract ice Setting of LPNs.

Primary Practice Setting Statewide  Honolulu Hawa i‘ Maui_ ‘ Ka_ua‘
Acute Care Hospital 8.3% 8.3% 75% | 5.6% | 19.4%
Ambulatory Setting 34.7% 29.6% 33.3% | 56.9% | 35.5%
Community Health Center 16.1% 14.6% 29.0% | 9.8% | 18.2%
Dialysis Clinic 8.9% 14.6% 0.0% | 4.9% 0.0%
Outpatient Clinic/Urgent Care 51.1% 59.6% 25.8% | 46.3% | 63.6%
Provider's Office 22.8% 11.2% 41.9% | 36.6% | 18.2%
Same -Day Surgery Center 1.1% 0.0% 3.2% | 2.4% 0.0%
Home Health/Hospice 8.3% 8.3% 9.7% | 6.9% 9.7%
Home Health 65.1% 56.0% 88.9% | 60.0% | 100.0%
Hospice 34.9% 44.0% 11.1% | 40.0% 0.0%
Post-Acute/Long -Term Care 28.6% 29.2% 36.6% | 18.1% | 16.1%
Assisted Living Facility 21.6% 31.8% 0.0% | 23.1% 0.0%
Nursing Home/Extended Care Facility 70.3% 56.8% 97.1% | 76.9% | 100.0%
Rehabilitation Hospital 8.1% 11.4% 2.9%  0.0% 0.0%
All Other Settings 20.1% 24.6% 12.9% | 12.5% | 19.4%
Correctional Facility 1.9% 2.7% 0.0% | 0.0% 0.0%
Government/Regulatory Agency 19.2% 18.9% 33.3% | 11.1% | 16.7%
Insurance Company 4.8% 6.8% 0.0% | 0.0% 0.0%
Public Health 3.8% 5.4% 0.0% | 0.0% 0.0%
School Health  Room/Clinic 8.7% 9.5% 0.0% | 11.1% 0.0%
Other, Non -Clinical 17.3% 13.5% 33.3% | 222% | 16.7%
Other, Clinical 44.2% 43.2% 33.3% | 55.6% | 66.7%

Note Distributions of individual settings sum to 100% within a given setting type.
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Table 7. Primary Practice Specialty, Job Title, Job Function, and Patient Population of LPNs

Primary Practice Specialty

Statewide

Honolulu

Hawai Maui ‘Kaua‘

Administration/Management 3.8% 4.8% 3.4% 1.4% 3.2%
Adult -Gerontology 30.4%!? 27.0%? 42.5%! | 25.7% | 29.0%!?
Cardiac 0.2% 0.0% 1.1% 0.0% 0.0%
Critical Care 0.2% 0.0% 0.0% 1.4% 0.0%
Emergency/Trauma 0.2% 0.3% 0.0% 0.0% 0.0%
Family Health 9.3%3 7.5%" 11.59% | 12.9% | 12.9%
Gastroenterology 0.8% 0.7% 2.3% 0.0% 0.0%
Maternal -Child/Obstetrics 1.2% 0.7% 0.0% 4.3% 3.2%
Medical -Surgical 2.6% 1.4% 2.3% 57% | 9.7%
Nephrology -Dialysis 3.0% 3.8% 0.0% 4.3% 0.0%
Nurse Education 0.2% 0.0% 0.0% 1.4% 0.0%
Oncology 0.8% 0.7% 1.1% 1.4% 0.0%
Palliative Care/Hospice 2.8% 3.4% 2.3% 2.9% 0.0%
Pediatrics 6.8%" 7.8%° 4.6%* 5.7% | 9.7%"
Perioperative/Surgical 0.6% 0.7% 0.0% 1.4% 0.0%
Psychiatric/Mental Health 3.6% 5.1% 2.3% 0.0% 3.2%
Public/Population Health 0.8% 1.4% 0.0% 0.0% 0.0%
Rehabilitation 2.2% 3.4% 0.0% 0.0% 0.0%
School/Student Health 0.6% 1.0% 0.0% 0.0% 0.0%
Women's Health 0.8% 0.7% 0.0% 2.9% 0.0%
Other 29.09%% 29.7%! 26.49%% | 28.6%! | 29.0%!

Primary Practice Job Function

Statewide

Honolulu

Primary Practice Position Title Statewide  Honolulu

Staff Nurse 71.6% 70.7% 71.7% | 72.2% | 74.2%
Nurse Manager 3.3% 2.7% 7.6% 1.4% 3.2%
Nurse Faculty/Educator 0.4% 0.3% 0.0% 1.4% 0.0%
Case Manager 1.8% 1.7% 3.3% 0.0% 3.2%
Other 23.0% 24.7% 17.4% | 25.0% | 19.4%

Direct Patient Care & Education 77.6% 78.4% 76.3% | 78.4% | 80.6%
Teaching/Training Nursing Students or Staff 0.7% 0.3% 1.1% 2.7% 0.0%
Administration/Management 4.6% 5.2% 5.4% 4.1% 3.2%
Quality/Practice Improvement 0.7% 0.7% 0.0% 0.0% 0.0%
Case Management 1.1% 0.7% 2.2% 1.4% 0.0%
Care Coordination 2.8% 2.0% 5.4% 1.4% 3.2%
Other 12.4% 12.7% 9.7% | 12.2% | 12.9%
Types of Patients Treated in Primary Practice 1 Statewide  Honolulu

Disabled 47.0% 46.1% 44.8% | 56.9% | 52.0%
Houseless 29.6% 28.4% 22.4% | 41.2% | 44.0%
Medicare or Medicaid 76.9% 72.0% 86.6% | 84.3% | 84.0%
Opioid Addiction/Dependency 22.3% 20.7% 23.9% | 27.5% | 32.0%
Telehealth 27.5% 26.7% 224% | 353% | 44.0%
Transgender 11.4% 10.8% 10.4% | 15.7% | 16.0%

lindicates the percentage of nurses with a primary job function of direct patient c&eeducation who reported that they treat each of the listed patient

typesin their primary nursing position.
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LPN Education Key Findings At-a-Glance

W 81% were initially prepared for practice in an LPN certificate program.
W 54% obtained their initial education from an irstate institution.
1 LPNs in Honolulu County were less likely to have been educated-state (43%) and more likely
to have been educated in a foreign country (24%) than LPNs in other counties.
1 Hawai 0i County has the highest percentatagie (759
state school.
W 24% report that their highest nursing education is an ADN or BSN.
1 In both Honolulu and Maui Counties, 27% of LPNs have an ADN or BSN.
f Hawai 6i County has the highest percentage of L
LPN certificate.
W 8% have completed some nursing education beyond their entngo-practice program.
1 Maui County has the highest percentage (20%) of LPNs who hameade academic progression in
nursing.
9 In all other counties, 10% of LPNs or less have completediditional nursing education.
W 32% have a degree in a nenursing field. Of these, 49% have a baccalaureate or graduate degree.
W 1in 10arecurrently enrolled in a degredeading nurse education program. Of these:
1 100% are enrolled in an ADN or BSN progam.
1 52% are enrolled in an irstate program.

1 42% report that faceo-face is the primary mode of instructional delivery.

Figure 11. Percentage of LPNs in Each County Currently Enrolled in a Degree -Leading Nurse Education Program
12%
10%
9%
7%
Statewide Honolulu Hawai 0i Maui
Note Kawuadi County had no LPNs who r e-ealingnerse edueation grog@am.r r ent |l y enr ol
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LPNs.

Table 8. Educatio nal Characteristics of

Initial Nurse Education Statewide  Honolulu Hawa
LPN Certificate 80.8% 75.6% 90.4% | 85.7% | 83.9%
RN Diploma 2.2% 2.3% 21% | 2.6% 3.2%
ADN 2.7% 2.6% 3.2% | 2.6% 3.2%
BSN 14.2% 19.5% 43% | 9.1% 9.7%
ocatlio O a e C allo Proqgra ale ae Oono a a a A a
Hawai 0i 53.8% 43.2% 74.5% | 64.9% | 71.0%
Other US State or Territory 28.5% 33.1% 19.1% | 22.1% | 19.4%
Foreign Country 17.7% 23.7% 6.4% | 13.0% 9.7%
gne < 0 allo O pleted ale ae Oono a a a A a
LPN Certificate 72.6% 69.2% 85.1% | 66.2% | 74.2%
RN Diploma 3.6% 3.6% 1.1% | 6.5% 6.5%
ADN 6.9% 5.8% 6.4% | 13.0% 6.5%
BSN 16.8% 21.4% 7.4% | 14.3% | 12.9%
Location of Highest Nurse Education Program Statewide  Honolulu i
Hawai 0i 53.8% 43.2% 74.5% | 63.6% | 74.2%
Other US State or Territory 28.1% 32.5% 19.1% | 23.4% | 16.1%
Foreign Country 18.1% 24.4% 6.4% | 13.0% 9.7%

Academic Progression in Nursing

Non-Nursing Education

Statewide

Statewide

Honolulu

Honolulu

Hawa‘

Obtained Degree beyond Initial Nurse Education 19.5%

Hawa

VETR

VETIR

Kaua

Kaua

Has a Degree in Any Non -Nursing Field 32.3% 35.4% 26.6% | 26.0% | 25.8%

Highest Degree in a Non -Nursing Field

Associate Degree 50.8% 48.6% 56.0% | 70.0% | 37.5%
Baccalaureate Degree 44.1% 45.9% 40.0% | 25.0% | 62.5%
Master's Degree 4.0% 4.6% 4.0% | 0.0% 0.0%
Practice Doctorate 1.1% 0.9% 0.0% | 5.0% 0.0%
e O e > G allo Progra ale de ono a d a a da
Enrolled in Degree -Leading Nurse Education Program 10.2% 11.7% 7.4% | 9.1% 0.0%
Progra pe
ADN 61.5% 55.9% 85.7% | 57.1% --
BSN 38.5% 44.1% 14.3% | 42.9% --
Program Location
Hawai 0i 51.9% 44.4% 85.7% | 57.1% --
Out of State 48.1% 55.6% 14.3% | 42.9% -
Progra ode of Delive
Face -to-Face 42.3% 38.2% 71.4% | 28.6% --
Distance Education 30.8% 44.1% 0.0% | 0.0% --
Hybrid Face -to-Face & Distance 26.9% 17.6% 28.6% | 71.4% --
Note Intended rows indicate the distribution within the subset of nurses represented in the preceding unindented row.
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LPN WORKFORCE RETENTION

LPN Retention Key Findings At-a-Glance

W 34% have been with their current employer for 10 years or longer.
WV 31% have leen working in their current position for 10 years or longer.
W Less than 15% of LPNs ineachcounty are planning to leave their current position within the next 12
months.
1 K a u adunty h@s the least stable LPN workforce of all the counties. It has the highest proportion
of LPNs planning to leave their current position in the next year and the highest proportion of
LPNs who are not sure whether they will leave or stay their current posin.
1 Maui County has the most stable LPN workforce of the counties. It has the highest proportion of
LPNs planning to stay in their positions for the next year and the lowest proportion of LPNs
planning to leave their positions. However, 1 in 4 LPNs in Mui County is unsure of their plans
for the next 12 months.
W Of the LPNs who are likely to leave their current position within the next year, 32% plan to leave the
Hawai 06i nursing workforce to move to afm@ather stat

Figure 12. Percentage of LPNs in Each County Who Intend to Leave their Current Position within 12 Months

B Unlikely to Leave

m Neutral
M Likely to Leave 2306 220 18%

12% 13% 13%

Statewide Honolulu Hawai 6 Maui Kauabi
Figure 13. Percentage of LPNs in Each County Who Plan to Leave the Nursing Workforce within 5 Years
29%
19%
0,
14% 1906 12%
Statewide Honolulu Hawai 6 iMaui Kauabdi
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Table 9. Factors Related to the Retention of LPNs

Length of Time with Current Employer

Honolulu

Hawa |

Maui

Kaua

Length of Time in Current Position

Honolulu

Less than 1 Year 16.0% 15.4% 13.6% | 20.3% 10.3%
1 Year to Less than 3 Years 21.9% 24.2% 19.3% | 16.2% 17.2%
3 Years to Less than 5 Years 12.6% 13.0% 114% | 12.2% 13.8%
5 Years to Less than 10 Years 15.2% 17.1% 17.0% 8.1% 13.8%
10 Years or Longer 34.2% 30.4% 38.6% | 43.2% | 44.8%

Less than 1 Year 19.1% 19.1% 16.9% 18.9% 13.8%
1 Year to Less than 3 Years 22.8% 24.2% 24.7% | 17.6% 13.8%
3 Years to Less than 5 Years 12.2% 11.9% 124% | 12.2% 13.8%
5 Years to Less than 10 Years 14.7% 16.7% 11.2% | 13.5% 13.8%
10 Years or Longer 31.2% 28.0% 348% | 37.8% | 44.8%

Anticipated Career Plan 5 Years from Now

Honolulu

Intention to Leave Current Position within 12 Months Honolulu

Very Likely 8.4% 9.8% 9.7% 4.1% 6.5%
Likely 3.5% 3.6% 3.2% 1.4% 6.5%
Neutral 22.7% 22.0% 18.3% | 24.7% | 29.0%
Unlikely 12.8% 12.5% 10.8% | 16.4% | 16.1%
Very Unlikely 52.5% 52.1% 58.1% | 53.4% | 41.9%
Reason for Intention to Leave Current Position within 12 Months 1 Honolulu

Want a different position with current employer 8.5% 7.5% 20.0% 0.0% 0.0%
Want a different employer 28.8% 27.5% 20.0% | 33.3% | 50.0%
Want/plan to retire 15.3% 12.5% 20.0% 0.0% | 25.0%
Want/plan to move out of state 10.2% 12.5% 10.0% 0.0% 0.0%
Want/plan to leave nursing for another field 6.8% 10.0% 0.0% 0.0% 0.0%
Other reason 30.5% 30.0% 30.0% | 66.7% | 25.0%

Working in current position 38.4% 38.0% 41.9% | 425% | 35.5%
Working in a different specialty 18.9% 22.4% 14.0% | 15.1% | 12.9%
Working as a nurse manager 2.6% 2.3% 4.3% 1.4% 3.2%
Working as a nursing/healthcare administrator/executive 2.4% 2.6% 1.1% 4.1% 3.2%
Working as nurse faculty 1.5% 1.0% 1.1% 2.7% 0.0%
Working in a non -nursing field 2.8% 2.3% 3.2% 2.7% 3.2%
Retired 11.4% 9.2% 16.1% 9.6% | 25.8%
Unsure 12.2% 12.9% 11.8% 11.0% 6.5%
Other plans 9.7% 9.2% 6.5% | 11.0% 9.7%

lIncludes only those nurses who reported being likely or very likely to leave their positions within the next 12 months.
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Hawai 01 O0s

Overall, the RN Workforce is in Approximate
Equilibrium

As of 2019, there were approximately 460
vacant RN positions at healthcare facilities
throughout the state (Healthcare Association of
Hawai 6i.,.Th2@8&9)dat a

long-term occupational projectionsvhich estimate

align
that 500 RNs will need to fill an average of 150 new
positions plus 350 vacancies each year through
2026 ( Hawai 6i
2019)

anticipated vacancies,

Department of

Relations, Existing vacancies plus
plus addition of new

positions represent employer demand for RNs.

These positions will be filled by the supply
400
entry-to-practice RN programs ( Hawai 6 i

of approxi mately
Center for Nursing, 2019b)and in-migration of

RNs from other stated The approximate equality
between employment demand and RN supply
i ndi

rather than a state of either shortage or surplus.

cates Hawai 60i 0s

There is No Pipeline for the Preparation of
Specialty RNs

Although the RN workforce is in

equilibrium, employers report difficulty in finding

RNs to fill specialty nursing roles (e.g.,

215% of RNs who currently live out of state indicate an intention to

mo v e t oiwithinihe nedt year. The survey did not ask these
nurses the strength of their intention to relocate, but it is safe to assume
that far |l ess than 100% of the RNs
actually do so. As such, 15% of out of state RNs rements a very high
theoretical upperlimit of the size of the potential workforce that may
in-migrate from out of state.

2019 Hawai 0i St ate Center f

RN Nur s

RN wo

or

ng Wor

emergency trauma, critical care, perioperative,
etc.). Specialty RN roles account for 56% of RN
vacancies ( Heal t hcar e Associ ati
2019) Specialty RN positions are ot well-suited
to the competency level of new graduate RNsho,
byw i virthe DL IHR@Ns and

requirements, are specifically prepared to enter

accreditation

practice as generalists.

Because schools of nursing enroll new
stbdaent%soafwd ge}alau%te Iner\]/vdpruosspéctriwie r?ulrses at
least once per calendar year, there is a steady
stream of RNs available for employers who nedd

hire generalists

There does not exist, however, a similar

gradu

ates from Hawai 0i 6s
pipeline for ‘specialty nursedecause there is ho

State : . .
coverage of specialty content in entro-practice

RN curriculum. The exclusion of specialty content

from the entry-to-practice RN curriculum stems

from the fact that schools are required taeach
srtuéefntg feore F\jNS coimBeteﬁcFésu iStI uI cPerni !9
mastery of corecompetenciesis evaluated by the
NCLEX -RN, the first-time pass rate for whicthas

its own influence on s ¢ h o ongang HBON

approval and accreditation.

It is also important to note that schools of

nursing cannot simply add twe or threecourse

3 AACN publishes a document calledThe Essentia of Baccalaureate
Education for Professional Nursing Pradiwese essentials form the
foundation of baccalaureate nurse education curricula. However, the
essentials \wete avrittert specifically for 8 SNt cerrictiluorRebjaadiess of0 i
whether a nurse completean ADN or a BSN program, they are
taught the same foundational RN competencies. Because we have 4
ADN programs in Hawai di, we are |
more inclusive and general term of
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http://www.aacnnursing.org/portals/42/publications/baccessentials08.pdf
http://www.aacnnursing.org/portals/42/publications/baccessentials08.pdf

specialty modules to the existing core RN
curriculum. Such a curricular modification would

likely exceed the limted number of credit hours
allocated by the academic institution to major
progr ams. Further,
clinical placement resources to develop and offer

specialty courses.

Becauseschools cannot produce a pipeline
of specialty RNs reag to fill vacancies as they
become available, employers bear the
responsibility for developing their own specialty
RNs. In hospitals, this usually involves the
transition of existing staff RNs from generalist
medicaksurgical positions to vacant specialty
positions. New specialty RNs are not immediately
able to practice independently, however. Rather,
nurses require a transition period during which
they receive the training, orientation, and
mentorship necessaryto develop the competence

to practiceautonomously in their new role

During this period of practice transition
experiencedRNs support new specialty nursein
learning everything from unit protocols to the
specialized clinical knowledge associated with a
specific specialty practiceAs a result both the new
RN and the experienced RNperform at lower

levels of productivity until the new RN is

Hawai 6i 6s Nursing

school s6 | ack

Wor kfor ce

competent and comfortableenough to practice
autonomously. The loss of praluctivity translates
to increasedcoststo employers

Implications for RN Workforce Development
the faculty

There does not exist any data to suggest
that employer demand for specialty RNs will
decrease over timeTo satisfy the need for specialty
nurses, we must work to identify a means to create
a pipeline to produce speailty RNs. A pipeline
would improve the time it takes for an RN to
become proficient in a new role,reduce the
productivity cost to employers for preparing new
specialty RNs, andreduce pressure on schools of
nursing to develop specialty RN education
programs that they do not have the resources to

support.

At least one state is piloting a consortium
model of specialty RN development. The
consortium comprises multiple schools and
employers. A multi-organization academie
practice partnership distributes theassource burden
for developing curriculum, providing instruction,
and offering clinical placements across multiple
schools and employers. While data demonstrating
the efficacy of the pilot are not yet available, the
model fits well into the already very cdbborative

environment t hat exi sts
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As of July 2019, 29,029individuals held

Ha w aRNdidenses( St at e Hawa

of
and Vocational Licensing Division, 2019. Of

these 59%wereH a w a i r e size of the t

0i
in-state RN workforce has increased every license
renewal year since at least 2009, though the rate of
increase has slowed since 2015. The number of
Hawa i 06 increBsdsby 3% between 201and

2019 and by 34% since 2009.

Between 2017 and 2019, all four counties
i 6 éxpeRenced andnereasenim the size of their RN
workforce by an averageod%.Maui Count y 0s

s .worKfdrce increased by 5% which was the largest

increaseofalt he counti es. Honol ul

increase was the smallest of the counties.

Figure 14. Tot al Hawai 6i -B®M. Li cens elHgure 25099t at e Hawai 0i RN Licenses
Rate of Change, 2009 -2019.
29,029
26,840
24,543 17.076
22,058 15,817 16,608
19,274 20,159 La5a7 14,722
12,738 ~7
0,
14727 15817 16608 11070 65% oa% o T4%
12,738 13,537 : 5.0%
00 In
2009 2011 2013 2015 2017 2019 N
2009 2011 2013 2015 2017 2019
—@=— Total Licenses
Total In-State Licenses [/ Biennial Rate of Change
Total In-State Licenses
In 2019, 23,130 RNs renewed their licenses As indicated above, Haw
(Hawai 6i Boar d.Q@fthesé&y10r723i n g59% 200D AllI9RN licenses. Applying that same
completed the supply survey resulting in an overall proportion of Hawai 0i resi

RN response rate of 46%. HBON does not report
license renewals by county, so to estimate the
response rate and margin of error for RNs by

county, the Center

applied the geographic

distribution of total licenses as of July 201¢State
of

Hawai 0i

Professional
Division, 2019) to license renewals.
2019 Hawai 0i St ate Center f

we estimatethat 13,606 residents renewed an RN
license in 2019. The response rate and margin of
error for resident RNs in the state and each county
are presented in Tablel0. Table 11 provides the
proportion RNs who responded to the supply
a suvey \andcwhd met rihe linaldion créemias forn g
analysis which are described indetail in the

introduction of this report.
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Table 10. RN Sample Size, Response Rate, and Margin of Error by County.

Honolulu Hawai Maui Kaua

Statewide

Estimated Renewing RNs Residing in Each County 1 13,606 9,968 1,654 | 1,356 628
RNs Who Participated in the 2019 Workforce Supply Survey 7,153 5,182 902 701 368
RN Response Rate for 2019 Workforce Supply Survey 52.6% 52.0% 54.5% | 51.7% | 58.6%
Minimum 2 Margin of Error for All Reported Frequencies (+/  -) 0.80% 0.94% 2.20% | 2.57% | 3.29%

1In total 23,130 RN licenses were renewed in 2019. HBON did not report renewals by locatidrhis and all subsequent tables include the subset of

nurses who reside in Hawai di . The

di stribution ofi bluitdems epsr obvyi dedu rtny P

2019 Geographic Report of Current LicensedMargin of error will vary depending on the number of respondents who answered each question.

Table 11. Empl oyment Status of Hawai 6i RNs .
Statewide Honoluu Hawai Maui Kaua
Working in a Nursing License -Relevant Position 90.8% 91.9% 87.5% | 86.7% | 91.6%
Unemployed or Not Working in a License  -Relevant Position 9.2% 8.1% 12.5% | 13.3% 8.4%

Note 98.
Hawai 6i

8% of RNs
comprise

wh o

the subset of

r es i delicensar eHaewaa noti
nur ses

raonlde wheop owotr ka ipar iamar y
who are included in

practice
subsequent t

GEOGRAPHIC DISTRIBUTION OF EMPLOYED RNS

RNs in Hawai 6i algmae di s pr oTh@mapsibelaw display the distribution of
likely to work in Honolulu County than on the the RN workforce within each county relative to
Neighbor Islands. Accounti ng for tHoemoldulsud@d buti on of t he
disproportional share of RNs is that 52%f all RNs populations. The distribution of employed nurses
i n Hawai 0i at aceite eara hdspitglee d  is represented by the dots. The largest dot in each
and Honolulu County has morehospitalsthan any county representshe zip code within that county
other county. As a resul t o f in whoch the largest dusnber of nurses work. The
disproportionally higher share of employed RNs, population distribution is represented by the
Hawai 0i and Maveaslightlg lowet i esrari ati on of the shading of
proportion of RNs as compared to their respective darkest area in each count
shares of the stateds p o paodeaithinthat county aith thélarges esiderttigf h a s
an approximately wequal p popybaton.t i on of the stateds

residential population and RN workforce.

Table 12. Geographic Distribution of the  Residential
Population and the RN Workforce by County

Count _%_of S'_[at % of RN

~ounty. Residential Population Workforce

Honolulu 69.6% 73.5%

Hawai 13.8% 11.8%

Maui 11.5% 9.4%

Kauaod 5.0% 5.2%
Hawai 6i 6s Nursing Workforce

RNs work in nearly every zip code in every

county. Though, they work in the highest

concentrations in or near hospitals, the 31% of RNs
who work in

post-acutdlong -term  care

ambulatory, and home health settings are
dispersed to even the most rural and remote to

parts of each county.
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Figure 16. Location of RN Employment versus Figure 18. Location of RN Employment versus
Residential Population for the  County of Honolulu. Residential Population for the C

Figure 17. Location of RN Employment versus Figure 19. Location of RN Employment versus
Residential Population for the County of Maui. Residential Population for the C
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RN DEMOGRAPHIC CHARACTERISTICS
RN Demographic sKey Findings At-a-Glance

WV 13%of the statewide RN workforce ianale.

W The median age of RNs in the state is 4ylears old. Honolulu County has the highest proportion of
millennials (38%) and lowest proportion of Baby Boomers (23%naking it the youngest RN workforce
of all the counties

v The ethnic/racial distribution of the statewide RN workforce, overall, is notrepresentative of the
ethnic/racial distribution of the stateds residen

1 Persons who are multracial, Black, Native Hawaiian, Other Asian, and Other Pacific Islander
are all underrepresented in the RN workforce.

1 Persons who are Caucasiaand Filipinx are overrepresented.

Figure 20. Distribution of the RNs®&6 Birth Generation by County.

m Baby Boomers (Age 55-73 0
y (Ag ) 39% 0 38% a0
B Generation X (Age 39-54)
m Millennials (Age 23-38)
37% 33% 33% 32%

Statewide Honolulu Hawai 6 iMaui Kauadi

Figure 21.Di stri buti on of the Statef6s Residenti al Popul ati on and RN:

0% 5% 10% 15% 20% 25% 30% 35%

TWO or More Races —
Black ==
American Indian/Alaska Native 4
Chinese ==
FIlelnX [ )
Japanese - | —
Korean ==
Other Asian ~—
Native Hawaiian I —
Samoan ™
Other Pacific Islander =~ =
Some Other Race -

M State Population O Statewide RN Workforce
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Table 13. Demographic Characteristicsof t h e S tRadidenfiasPopulation and RNs.

Gender Population Statewide  Honolulu Ha wa | Maui
Males 49.7% 13.2% 13.9% 11.5% | 11.8% 8.2%
Females 50.3% 86.2% 85.6% 88.0% | 88.0% | 91.2%
Other/Prefer Not to Say -- 0.6% 0.5% * *k **
Population Statewide = Honolulu
Median Age in Years 39.2 44.0 44.0 46.0 45.0 45.0
20-24 Years 7.2% 1.5% 1.4% 13% | 2.2% 1.5%
25-34 Years 15.4% 23.8% 24.3% 21.2% | 20.8% | 21.2%
35-44 Years 12.6% 25.9% 26.3% 23.6% | 25.5% | 25.9%
45-54 Years 12.2% 23.6% 24.1% 23.1% | 22.6% | 20.1%
55-59 Years 6.3% 9.0% 8.7% 10.4% | 10.4% | 10.4%
60-64 Years 5.5% 9.6% 8.9% 11.7% | 12.4% | 11.6%
65-74 Years 9.4% 6.1% 5.6% 8.2% | 5.8% 8.5%
75 and Older Years 10.8% 0.5% 0.5% * * **
Generation Population Statewide  Honolulu
Millennials (Age 23 -38) - 36.8% 37.6% 33.2% | 33.1% | 32.0%
Generation X (Age 39 -54) -- 38.5% 39.0% 36.6% | 38.4% | 37.1%
Baby Boomers (Age 55 -73) - 24.7% 23.4% 30.3% | 28.5% | 30.9%
Population Statewide  Honolulu
Two or More Races 22.5% 19.7% 18.8% 25.6% | 20.7% | 19.5%
White 20.8% 27.7% 22.7% 42.6% | 41.1% | 38.0%
Black 2.1% 0.9% 0.9% o * 0.0%
American Indian/Alaska Native 0.1% 0.3% 0.2% ** | 0.0% *x
Chinese 5.1% 2.6% 3.4% o * 0.0%
Filipinx 15.5% 32.9% 36.2% 18.0% | 27.1% | 33.6%
Japanese 13.8% 10.4% 12.0% 73% | 53% 5.1%
Korean 2.6% 1.4% 1.7% > * 0.0%
Other Asian 6.2% 1.4% 1.6% 0.9% * *
Native Hawaiian 5.2% 1.5% 1.3% 22% | 2.4% *x
Samoan 1.2% 0.2% 0.3% 0.0% | 0.0% 0.0%
Other Pacific Islander 3.5% 0.3% 0.5% 0.0% * 0.0%
Some Other Race 1.4% 0.6% 0.5% 1.0% | 0.9% **
Native Hawaiian Ancestry ‘ Population ‘ Statewide = Honolulu Hawa ‘ Maui Kaua
Hispanic/Latinx Ancestry ‘ Poulatlon ‘ Statewide = Honolulu Hawa M Ka_ua
Hispanic/Latinx of Any Race 9.9% 7.7% 7.3% 10.1% | 7.1% 8.9%
Note Popul ation data for the State of Hawai 6i ar e fr om(UnitbdeStatdsnCensisc an Com

Bureau, 2018)
IRepresents the proportion of individuals of Native Hawaiian ancestry iombination with any other ethnic or racial group. Census data also
include persons of Other Pacific Islander ancestry.
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RN EMPLOYMENE. PRIMARY RRACTICECHARACTERISTICS
RN Employment Key Findings At -a-Glance

W 94% are employed in a position that requires #ir nursing license. 4% report that their primary position
prefers or is enhanced by their RN license but does not require it.
W 82% hold one licenseelevant position. Honolulu County has the highest proportion (19%) of RNs
employed in multiple positions.
W 22% hold no fullime nursing positions and work on a partime or per diem basis only. In Maui and
K a u &dunties, 30% of RNs hold no fultime RN positions.
W RNs work for an average of 39 hours across all of their positions in a typical week. They warkaverage
of 37 hours in a typical week in their primary position.
W 2% report that they work as travel nurses.
W 9% o f the statebds RNs are employed by nursing st

proportion (7%) of agency RNsinthevor kf or ce whil e Kauadéi County has

Table 14. Employment Characteristics of RNs.

Relation of License to Primary Position ‘ Statewide  Honolulu Hawa ‘ VETR ‘ Ka_ua‘
License is Required 94.3% 94.3% 95.0% | 96.5% | 94.0%
License is Preferred or Enhances Job Performance 4.4% 4.5% 43% | 2.8% 4.4%
Not Reported 1.3% 1.2% 0.7% | 0.7% 1.6%
Number of License -Related Positions Held Statewide  Honolulu

1 Position 82.1% 81.5% 84.5% | 83.5% | 83.4%
2 Positions 14.5% 14.9% 12.9% | 13.0% | 14.7%
3+ Positions 3.5% 3.6% 26% | 3.5% 1.9%
Eull-Time Equivalent Employment Statewide  Honolulu

At Least 1 Full-Time Position 78.1% 80.1% 78.3% | 70.3% | 70.1%
Part-Time or Per Diem Employment Only 21.9% 19.9% 21.7% | 29.7% | 29.9%
Total Hours Worked in a Typical Week in All Positions Statewide  Honolulu

Average Hours Worked per Week 39.0 39.3 38.9 39.1 37.7
19 Hours or Less 4.4% 4.0% 5.0% | 4.2% 8.0%
20-40 Hours 70.0% 70.2% 67.8% | 69.4% | 68.4%
41 Hours or More 25.6% 25.8% 27.2% | 26.4% | 23.6%
Total Hours Worked in a Typical Week in Primary Position Only Statewide = Honolulu

Average Hours Worked per Week 37.0 37.0 37.0 37.0 36.0
19 Hours or Less 4.9% 4.5% 6.3% | 4.6% 8.3%
20-40 Hours 79.2% 80.2% 73.6% | 77.9% | 78.0%
41 Hours or More 15.9% 15.4% 20.1% | 17.5% | 13.7%

Travel Nurses ‘ Statewide Honolulu Hawa ‘ Maui ‘ Kau a‘

Agency Nurses Statewide = Honolulu Hawa | Maui ‘ Kau a‘
Employed through Nursing Staffing Agency 9.2% 9.3% 6.7% | 9.8% | 10.5%
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RN Primary Practice Key Findings At-a-Glance

W 52%of RNs statewidework in acute care hospitals. Hospitals are the most common employment setting
for RNs in all four counties.

W RNs® top five practice specialties:
Adult-Gerontology (13%)

Medical-Surgical (11%)

Emergency/Trauma (6%)

Critical Care (6%)

= =4 =4 =4 =

Administration/Manage ment (6%)
9 Other (17%)
W 67% report being staff nurses.
W 68% report that their primary job function involves providing direct patient care and education.
1 11% report that their primary job function is administrative/managerial.
1 12% report a primary jobfunction of case management4@s) or care coordination (6%).
W 10% report providing care to telehealth patients in a typical week
W 54% deliver care to houseless patients in a typical week.

Figure 22, Di stri buti on odymddiNseting Prpei mary Emp |l

O Acute Care Hospital
B Ambulatory Setting

® Home Health/Hospice
M Post-Acute Facility

m All Other Settings

Figure 23. Distribution of RNs®& Primary Job Function.

O Direct Patient Care
B Admin/Management
B Case Management
B Care Coordination
u Other
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Table 15. Primary Pract ice Setting of RNs.

Primary Practice Setting Statewide  Honolulu Hawa i Maui ‘ Ka_ua‘
Acute Care Hospital 51.9% 52.9% 49.1% | 45.8% | 46.5%
Ambulatory Setting 13.3% 12.3% 14.5% | 19.9% | 16.7%
Community Health Center 13.9% 11.6% 25.0% | 15.9% | 13.5%
Dialysis Clinic 20.5% 20.5% 19.2% | 23.0% | 15.4%
Outpatient Clinic/Urgent Care 39.5% 41.3% 28.8% | 35.4% | 53.8%
Provider's Office 10.7% 10.0% 15.4% | 11.5% 3.8%
Same -Day Surgery Center 15.4% 16.6% 11.5% | 14.2% | 13.5%
Home Health/Hospice 6.6% 5.9% 8.3% | 11.3% 6.4%
Home Health 59.8% 60.2% 55.9% | 62.5% | 70.0%
Hospice 40.2% 39.8% 44.1% | 37.5% | 30.0%
Post-Acute/Long -Term Care 10.8% 11.5% 9.5% | 8.1% | 10.3%
Assisted Living Facility 15.2% 17.3% 44% | 6.5% | 15.6%
Nursing Home/Extended Care Facility 72.9% 68.4% 92.6% | 93.5% | 71.9%
Rehabilitation Hospital 11.9% 14.3% 29% | 0.0% | 12.5%
All Other Settings 17.3% 17.4% 18.6% | 15.0% | 20.2%
College/University 6.3% 6.9% 3.8% | 7.1% 6.3%
Correctional Facility 3.5% 3.6% 3.0% | 3.5% 3.2%
Government/Regulatory Agency 9.6% 11.7% 6.0% | 3.5% 1.6%
Insurance Company 21.0% 21.1% 27.1% | 16.5% | 14.3%
Public Health 6.5% 6.2% 6.8% | 9.4% 7.9%
School Health Room/Clinic 8.4% 7.9% 6.8% | 11.8% | 11.1%
Other, Non -Clinical 13.7% 12.1% 16.5% | 12.9% | 19.0%
Other, Clinical 31.0% 30.5% 30.1% | 35.3% | 36.5%

Note Distributions of individual settings sum to 100% within a given setting type.
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Table 16. Primary Practice Specialty, Job Title, Job Function, and Patient Population of RNs.

Primary Practice Specialty Statewide Honolulu Hawai Maui ‘ Ka_ua‘
Administration/Management 6.0% 5.7% 7.8% 7.7% 5.2%
Adult -Gerontology 12.8%7? 12.8%? | 13.5%? | 13.0%? | 12.3%
Cardiac 3.6% 4.3% 1.3% 2.3% 0.6%
Critical Care 6.3% 6.4%" 5.6% | 7.4% 3.9%
Emergency/Trauma 6.6%* 5.6% | 10.5%3 7.0% | 6.5%
Family Health 1.2% 0.9% 2.7% 1.6% 1.6%
Gastroenterology 1.1% 1.1% 0.6% 1.1% 1.3%
Maternal -Child/Obstetrics 4.7% 4.5% 6.0% 4.7% 5.8%
Medical -Surgical 11.2% 10.7% | 10.4% | 12.69%3 | 13.5%7
Neonatal 1.9% 2.3% 0.3% 0.0% 0.0%
Nephrology/Dialysis 2.8% 2.7% 2.2% 4.5% 2.3%
Nurse Education 1.2% 1.1% 1.4% 1.8% 2.3%
Oncology 2.1% 2.2% 1.7% 1.3% 2.6%
Palliative Care/Hospice 2.1% 1.9% 3.2% 3.1% 2.3%
Pediatrics 4.6% 5.1% 2.4% 3.1% 4.8%
Perioperative/Surgical 5.4% 5.6% 4.6% 5.6% | 6.5%
Psychiatric/Mental Health 3.7% 3.8% 3.9% 3.2% 1.9%
Public/Population Health 2.0% 1.9% 2.7% 2.7% 2.3%
Rehabilitation 1.7% 2.2% 0.4% 0.2% 1.3%
School/Student Health 1.1% 1.0% 1.3% 1.4% 1.0%
Women's Health 1.0% 0.9% 1.2% 0.9% 1.9%
Other 16.9%? 17.3% | 16.3%?! | 14.8%! | 20.3%!?
Primary Practice Position Title Statewide = Honolulu

Staff Nurse 67.0% 66.9% 63.1% | 67.0% | 64.7%
Nurse Manager 8.6% 7.9% 9.9% | 12.6% 9.9%
Nurse Executive 2.0% 1.9% 2.9% 1.7% 2.2%
Nurse Faculty/Educator 2.2% 2.2% 2.4% 3.1% 2.6%
Case Manager 8.0% 8.3% 9.4% 7.0% 5.8%
Other 12.2% 12.8% 12.3% 8.6% | 14.7%
Primary Practice Job Function Statewide  Honolulu

Direct Patient Care & Education 68.2% 68.3% 63.7% | 67.6% | 68.2%
Teaching/Training of Nursing Students or Staff 3.3% 3.4% 3.6% 3.7% 4.1%
Administration/Management 10.5% 10.4% 11.2% | 12.0% | 11.3%
Quality/Practice Improvement 2.4% 2.5% 2.5% 2.3% 3.8%
Case Management 4.1% 4.1% 5.1% 4.5% 2.8%
Care Coordination 5.6% 5.7% 7.9% 4.4% 3.8%
Other 5.9% 5.6% 5.8% 5.6% 6.0%
Types of Patients Treated in Primary Practice 1! Statewide  Honolulu

Disabled 53.8% 51.8% 59.7% | 59.8% | 56.0%
Houseless 53.5% 52.5% 56.1% | 59.3% | 51.2%
Medicare or Medicaid 79.4% 77.8% 86.0% | 85.4% | 81.2%
Opioid Addiction/Dependency 43.4% 41.2% 50.9% | 52.0% | 40.6%
Telehealth 28.9% 29.1% 30.6% | 28.8% | 23.2%
Transgender 11.9% 10.4% 24.3% 9.2% | 10.6%

lindicates the percentage of nurses with a primary job function of direct patierdre and education who reported that they treat each of the listed
patient categories in their primary nursing position.
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RN CERTIFICATIONS
RN Certification Key Findings At-a-Glance

W 32% of RNs statewide hold a national certification in an RN specializatiorThe proportion of certified
RNs does not vary substantively by county.
W The five most common RN specialties statewide are:
1 Acute/Critical Care (19%)
1 Medical-Surgical (14%)
1 Emergency/Trauma (13%)
1 Obstetric/Maternal-Newborn/Neonatal (8%)
1 Other (21%)
W Among the counties, the top 5 certifications are the same except in two counties in which
Obstetric/Maternal-Newborn/Neonatal is not in the top 5:
1 In Honolulu County, fifth most common certification is Perioperative.

1 In Maui County, the fifth most common certification is Nurse Manager/Leader/Executive.

Table 17. National Registered Nurse Certifications Held by RNSs.

Nationally Certified RNs State  Honoluu Hawai Maui ‘ Kau a‘
Type of RN National Certification Held m Honolulu Hawa.i M ‘ Ka_ua‘
Acute/Critical Care 18.7% 19.7% 13.2% | 20.2%! | 14.4%
Ambulatory Care 3.4% 3.8% 1.8% 2.8% 1.0%
Care Coordination or Case Management 6.8% 7.1% 5.9% 5.6% 9.3%
Emergency/Trauma 12.8%* 10.2%* | 19.6%' | 15.2%° | 20.6%?
Gerontology 3.3% 3.3% 3.2% 4.5% 2.1%
Hospice/Palliative Care 2.6% 2.3% 3.7% 3.4% 4.1%
Medical -Surgical 14.39%3 14.9%3 11.4% | 11.8%* | 16.5%3
Nephrology/Dialysis 4.4% 4.6% 3.7% 5.1% 3.1%
Nurse Education 2.4% 2.0% 2.7% 3.9% 4.1%
Nurse Manager/Leader/Executive 5.2% 4.5% 8.7% 9.0% 6.2%
Obstetric/Maternal -Newborn/Neonatal 7.8% 7.2% | 12.8% 6.7% | 10.3%
Orthopedic 1.2% 1.4% 0.9% 0.0% 1.0%
Pediatric 4.2% 4.7% 2.3% 2.8% 3.1%
Perioperative 6.6% 7.3% 4.1% 7.3% 5.2%
Psychiatric/Mental Health 2.8% 3.5% 1.8% 1.1% 0.0%
Rehabilitation 2.8% 3.5% 0.5% 1.1% 0.0%
Research 0.3% 0.3% 0.0% 0.0% 0.0%
Wound Care/Ostomy/Continence 3.0% 2.8% 4.6% 2.8% 3.1%
Other 20.6%?* 21.0%! | 19.6%! | 16.3%? | 27.8%!
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