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The objective of this study is to identify motivational factors that enable nurses to remain in their 

profession. The choice for the topic is based on the alarming suggestions from previous studies 

regarding shortages of nurses due to different reasons. The shortages are link to the inability of 

most countries to effectively implement strategies that will directly resolve the crisis. Given the sig-

nificance of the healthcare industries in most economy, there is urgent need to keep it sustainable 

so that it should be able to cater for the existing and future health challenges worldwide. 

 

The scope of the study is limited to relevant literature from the Metropolia University of applied sci-

ence online databases.  It is a descriptive literature review study that seeks to enhance the percep-

tion of motivational strategies to retain nurses at work. To accomplish this, the author begins by 

formulating a research question; examine the methodology, findings of selected articles in order to 

produce meaningful results. 

 

The outcome of the study reveals that strategies that motivate nurses to remain in the profession 

are characterized by their workplace organisation, educational training and work environment. The 

results recommend that, institutions have to adopt a holistic training mechanism that takes into ac-

count the socio-cultural and religious traits of both patients and nurses to be able to guarantee ho-

listic care. In addition, the results indicate that a collegial and inclusive management approach be 

implemented. It emphasises the need for constant encouragement and recognition of nurses input 

and career development opportunities. For clarity purpose, the author classified the results in two 

main categories, important and less important. However, these are grouped and explained in four 

sub headings. 
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1 Introduction 

In several decades of nursing studies, workplace motivation strategies have 

been a recurrent research theme about measures that must be taken to en-

hance nursing practice and encourage retention of nurses, both at their work-

places and in the profession. One of the main reasons for this has been the 

constant shortages of nurses in the health sector due to job mobility and gen-

eral dissastisfaction with work (Flinkman et al. 2008). 

 

The consequences of this challenge include a toll on the capacity of the country 

to effectively manage healthcare problems, and an increase in healthcare cost. 

Like many countries in the world, Finland is one of the Scandinavian countries 

that is experiencing a shortage in the supply of nurses, and also projected to 

suffer from more shortages with approximately 49.7% of the workforce going on 

retirement between 2010 and 2030 (Seitovirta et al. 2017).  

 

However, this study has taken into account a wide range of research literature 

that examines the nursing profession and workplace practices from across the 

globe, including Finland to establish the kind of measures that may be consid-

ered appropriate enough to better the situation of nurses and encourage them 

to stay in the profession. In analysing the data leading to the results of this 

study, the author takes into consideration the cultural and ethnic diversity factor 

that now characterises the Finnish healthcare industry and many others. As a 

matter of fact, the population of Finland is increasingly becoming more culturally 

and ethnically diverse predominantly with people from Muslim countries, a phe-

nomenon that is causing an increase in the cultural diversity of patients and 

healthcare personnel (Begum & Seppänen 2017).  
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In general, the author examines challenges from previous studies and the ap-

proaches to enhance nurse retention in the profession. Challenges of public 

healthcare nurses and midwives were not considered. The study is focus on 

Registered/practicing nurses within the working age group, that is, those still 

due in active service. This is based on the assumption that Regis-

tered/practicising nurses are the bulk of those involve in general nursing prac-

tice. 

 

A descriptive literature review approach was used to identify and highlight prob-

able factors that will help retain nurses in the profession and then determines 

motivational approaches that may generate solutions for these challenges in 

order to encourage retention of nurses in the healthcare sector. 

 

1.2. Purpose and Research Question of the study   

Significantly, the study intends to determine measures that will stress the impor-

tance of effective and efficient implementation of healthcare occupational poli-

cies that would attract and most importantly, retain nurses in the healthcare pro-

fession. To go about this, a research question was formulated that reads below:  

 

What measures can be taken to induce nurses desire to remain in the profes-

sion? 
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2. Background of the study 

There are reports indicating that though there is global nursing shortage, many 

nurses, especially young ones, are the most eager to leave the profession. Al-

though it is not exactly possible to quantify the extent of the shortage; there are 

reports that provide good enough estimates to suggest the extent of the prob-

lem. 

2.1. The situation in Finland  

Finland like all other countries has been experiencing a rise in the number of 

nurses from abroad in the last twenty years (Wesolowska et al. 2018). This is 

definitely an indicator of the dire need of healthcare personnel in the country. 

 

Attström  et al. (2014) study on ‘mapping and Analysing Bottle-neck Vacancies 

in EU Labour Markets’ identifies the healthcare sector in Finland, including so-

cial services and education (special needs education teachers and practical 

nurses), as the main sectors with bottleneck vacancies. Yet the same study re-

ports further that, as much as “20,000 qualified practical nurses” were working 

in other occupations. In spite of these, there are growing concerns that a large 

proportion of the workforce in the Finnish healthcare sector will retire by 2025 

(Attström et al. 2014). For these and many other reasons, a smaller sized co-

hort will not be sufficient to close employment gaps especially given the fact that 

occupations in the healthcare sector do not attract men (ibid). 

 

In addition, Attström et al. (2014) recall there is acute demand for qualified Reg-

istered nurses, practical nurses and doctors. They state that there were only 

992 applicants for 7,828 open vacancies for nurses in 2013 in Finland. The 

situation was not different for practical nurses. Only 2,858 practical nurses ap-

plied for 8,293 new vacancies in the same year (ibid). The situation of nurse 

shortages, for example is attributed to the demanding nature of the profession 

which is causing most to abandon their career.  
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2.2. The situation in other nations  

Almost all nations are experiencing shortages of nurses with extreme rise of 

nursing vacancies with no sign to end soon (Nelson 2004).  In the United 

States, McDermid et al. (2012) reveal that forty-eight thousand registered 

nurses were employed as staff in faculty of nursing in 1980. However, only 

30,000 were left in 1988. The rate of vacancy was nearly 7.9 per 100 by the 

year 2006- 2007 and later rose to 8.8 % in 2007 – 2008.  

Consequently, nurse shortage presents challenges in terms of healthcare cost, 

and the ability and quality of care given to patients. Medlyn (2000) asserts that 

the national supply of registered nurses in Arizona State alone will fall nearly 

below requirement in 2020, fewer student are said to pursue a career in the 

nursing field. 

The situation is worse in developing countries as revealed by Okeke (2008) that 

the ratio of nurses to patients in the early 2000s stood at 1:30 thus raising major 

concern for the Lagos state government of Nigeria due to the rise of mortality 

rate for exposed women and children. The high patient to nurse ratios affect 

nurses negatively ranging from increase emotional stress and physical exhaus-

tion (Malatji et al. 2017).  

 

The situation in Australia is complicated as 14 percent of the nurses retires 

every five years with an estimate of 90 000 nurses to retire in 2020. Further re-

search reveal that one in five nurses worked forty-five or more hours in seven 

days while forty-nine percent working part time with only seventy percent of 

those qualified works as nurse (Davis 2008). The case is critical amongst men-

tal health nurses in China with 3.77 psychiatric nurses per 100,000, far below 

average compared to countries with upper middle-income (Jiang F et al. 2019). 
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Given the importance of the healthcare sector in the economic system of every 

country, there is a need to keep the sector as sustainable as possible so that it 

should be able to cater for the numerous existing and future health challenges 

of the population. While this is being considered, it is important to note that a 

greater fraction of nursing care hours provided is related to improved care.   

However, considering the changing consumer demographics, the retention of 

adequate number of nurses is a call for concern to meet ongoing and antici-

pated demands (Mills et al. 2016). Added to this is the fact that, nurses consti-

tute the largest professional group in the healthcare sector (ibid). Consequently, 

encouraging nursing practice by supporting nurses in diverse ways will improve 

on recruitment rates and increase their retention period in the profession. These 

measures will certainly influence valuable outcomes for sustaining a vibrant and 

selfless nursing workforce that in turn will positively affect patient outcomes.  

Notwithstanding, the considerations in this study are diverse. The author takes 

into account the fact that the world is seemly more ethnically and culturally di-

verse, due to a rise in cultural diversity of both patients and health care profes-

sionals (Wesołowska et al. 2018). As a matter of fact, the cross cultural compe-

tence concept and well-being study by Wesolowska et al. (2018) among regis-

tered natives and foreign-born nurses in Finland asserts that “foreign-born phy-

sicians and nurses accounted for more than 30% and 40%, respectively, of the 

health care workforce and some countries in Europe” (p.2) in the year 2010 and 

2011 alone. 

 

However, special considerations were made as earlier announced in analysing 

data for this study. Underpinning this decision is the fact that the study, in part, 

seeks to understand the cultural difficulties that are influencing nurses (both 

natives and foreign-born) to leave the profession. This perspective has to do 

with the fact that inevitable conflicts and clashes that have impacts on health-

care outcomes often come to the fore when cultures interact (Jenko and Moffitt 

2006). Therefore, the solution to such difficulties would include great satisfac-
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tion and other rewards that would accrue from culturally competent care from 

the host country’s perspective (Sitzman & Eichelberger 2017).  

 

Therefore, to achieve the goal of this study, there is primarily the challenge to 

understand to an acceptable extent those forces that provoke nurses to either 

abandon or remain in the profession. According to Mills et al. (2016), the neces-

sary input on this kind of challenge is the need to tackle factors that cause attri-

tion, and implement strategies that will enhance retention rates and workforce 

sustainability.  The studies centre on strategies and solutions toward increasing 

retention levels of nurses in the profession. In the chapter below, the author ex-

amines from different angles, the challenges that are established as some of 

the reasons causing shortages in the field of nursing. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 

7 

 

3. Challenges  

This chapter explores previous studies on the challenges that enable shortages 

in the nursing profession in Finland and elsewhere. The author examines these 

challenges within specific study areas that are considered as vital instruments in 

sustaining the aspirations of nurses and determining their retention rate in the 

profession. The essence is to guide the author on what motivation strategies to 

concentrate on. During this exercise, it was noted that effective understanding 

of the problem is necessary for the implementation of best strategies.    

 

To elaborate on previous studies, Alilu et al. (2016)  in their study, “Towards an 

understanding of clinical nurses challenges that leads intention to leave” exam-

ine amongst others the impression that majority nurses leave the profession 

due to being abused and the absence of professional dependence, respect and 

recognition. The data for their study is collected from distinct hospitals affiliated 

with renounced Medical science institutions in Iran (Tabriz and Uremia Unive-

sity). The objective of their study was to research on challenges faced by Ira-

nian nurses with the intention to propose solution to common professional attri-

tion rate. Their findings reveals four main  divisions;  limited  professional oppor-

tunities, acrimonious place of work , stress from work and ethical issues posing 

a risk to quality and safety of care and nurse retention.  

 

Other study by Bryant (2017) reveals there is a widening gap between supply 

and demand of nurses at the national level in the united state. The goal was to 

broaden understanding and analyses Registered nurses retention by examining 

some of the issue at the regional level as well as encourage the use of consis-

tent tools to be use to assess Registered nurses’ satisfaction. The major 

framework used were the concept embodied in the recently developed Revised 

Cases-Fink Nurse retention Survey (RCFNRS) and the corresponding study by 

Buffington et al. Six categories were identify to attract nurses to stay or leave 

the profession including recognition, mentorship, stressors (salary and benefit), 

scheduling flexibility and  professional nursing role (ibid). Within this category 
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are issues that have to do with management support and recognition of nurses’ 

contribution to the growth of the institution, opportunities for learning, participa-

tion in decision making, etc. As such they restrict nurses from exercising their 

skills to maximum potential, thereby leave them with no option than quitting or 

change profession.  

 

Inadequate nurse staffing is a global concern for almost all countries; especially 

for Sub Saharan African countries where there is a considerable exodus of 

nurses to the Western world as a result of the push and pull factors (Dolvo 

2007). In the case of Finland, long working shifts and heavy workloads had 

been related to both errors and near errors in hospitals (Tervo-Heikkinen et al. 

2008).  

 

Bartzak. (2010) in his study, “Professional Work Ethic: Strategies To Motivate 

Bedside Nurses to Deliver High-Quality Patient Care” indicates there is no ex-

tensive  study which effectively evaluates how bedside nursing care achieves 

and recognizes factors that add to nursing care excellence. However, there is 

reason to suggest that patient to nurse ratio is a determining factor to care ex-

cellence. On the other hand, the author holds the view that the nurses’ satisfac-

tion level with regards to dispensing care services has a direct correlation with 

care excellence as suggest by MacDonald et al. (2019). This has an intrinsic 

correlation between patient to nurse ratio and quality of services rendered, 

which is partly determined by the burnout rate of the nurse. Quoting from a 

good number of scholars, MacDonald and colleagues define burnout as “an 

emotional state of exhaustion originating from interpersonal interactions, feel-

ings of low personal achievement and uselessness of oneself” (p. 35). From 

their empirical survey study, “A Path Model of Workplace Solidarity, Satisfac-

tion, Burnout, and Motivation”, they established that “job satisfaction mediates 

the relationships between solidarity-motivation and solidarity-burnout” (p. 31). 

Therefore, without support garnered from past experiences, employees in their 

early careers are more vulnerable to burnouts. 
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Additionally, in their empirical study explaining the intention of young Finnish 

nurses to leave the profession, Flinkman et al.(2008), amongst others, estab-

lished that personal burnout and dissatisfaction caused by work schedules and 

high quantitative work demands (incoherent with salary) were mostly responsi-

ble for their intentions to leave the profession. On a general basis, the research 

identified nurses between 21 and 40 years of age as most eager to leave the 

profession. Burnout/stress, work-related exhaustion and job strain arising from 

mainly inadequate staffing, leading to high patient-nurse ratios, and lack of sup-

port are reported to play a significant role in the decision of nurses to change 

careers. The overall consequence of this as established in the study is that 

there is too much responsibility and thus, insufficient time for patient care. This 

phenomenon definitely incites conscientious nurses versed with the ethics of 

the profession and consequently, persuades them to leave. Besides, dissatis-

faction with salary compared to work load emerged as the most important rea-

son for the intent to leave their career.  

 

In addition, McFarland & Eipperle (2008) points out one significant factor that 

may affect nurses desire to leave the profession. It is characterise by assign-

ments and workload, management attitude/style and the gap between academic 

learning and clinical performance. As a matter of fact, they present it as the 

combination of all the actions that take place with respect to situations in the 

work environment, leading to the way people express themselves, interprete 

things, and relate with one another. 
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4. Material and Methodology  

This study uses a descriptive literature review approach that depends on quali-

tative and quantitative literature research studies to determine measures that 

can encourage nurses to stay in their profession. 

4.1. Research Design 

Steward (2004) defines a review as an academic exercise that “attempt to arrive 

at some conclusions about a body of evidence through a process of synthesis 

and analysis” (p. 495). However, he identifies that, the aim of a descriptive lit-

erature review is to fulfil a clear purpose.  That is, to provide answers to a re-

search questions through the synthesis of the body of proof, discourse and 

methodologies used in the studies reviewed. As a procedure in academic re-

search, Webster & Watson (2002) describes the review of relevant existing lit-

erature as absolutely necessary for knowledge creation and development. Pau-

tasso (2013) supports this argument with the claim that even though scientists 

mainly gain recognition through primary researches, “timely literature reviews” 

have a potential for new “synthetic insights” that attract a lot of attention in the 

academia (p. 1). Therefore, an effective review should be able to facilitate the-

ory development, determine new areas for research, and narrow the gap be-

tween studies; in order to create a firm foundation for the advancement of 

knowledge (Webster & Watson 2002). However, there is great need for art and 

skill in the procedure that defines a review study. This is required to make sure 

that the world of evidence of a review study should make sense to the academic 

community and induce further inquiries on the subject (Steward 2004). For this 

reason, there is a need to define the particular type of literature review (descrip-

tive) that underpins this study. 
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4.2. Descriptive literature review 

A descriptive literature review examines the methodology, findings, and inter-

pretable pattern of existing studies in order to produce meaningful results 

(Gupta et al. 2019; Pautasso 2013; Yang & Tate 2012). Yang & Tate (2012) 

emphasize that the results of this type of review is obtained through some quan-

tification process, including frequency analysis - the number of times that the 

subject under study occurs in the reviewed studies, the time of publication, the 

methodology of research used, and the outcome of the study. Besides, most 

outstanding in this literature review method is the nature of its application. It 

aims at searching, filtering, and classifying studies in order to obtain an out-

come that is illustrative of the prevailing circumstances of the topic, subject or 

phenomenon under study (Gupta et al. 2019; Yang &Tate 2012). They maintain 

that in the process, the researcher conducts a comprehensive search in order to 

collect as many studies as possible that are relevant to the topic. Worthy of note 

is the fact that the researcher treats each selected study as a data record, iden-

tifies trends and patterns amongst the lot, and organises them in a structured 

account of evidence for the study. Given the plethora of existing studies on this 

subject, and considering the similarities in the nature and circumstances of the 

healthcare sector in the western world, the author found a descriptive literature 

review approach as most appropriate for the study. Even though the evidence 

of existing studies might be informed by different methodological and theoretical 

perspectives, the author still found it necessary to consider the findings of each 

of these studies as important towards establishing measures that could be used 

to motivate nurses to stay in the profession. In the section that follows, the au-

thor describes the procedure for conducting the descriptive review of this study.  
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4.3. Scope of literature search 

Searching for relevant articles is a fundamental stage in the process of a de-

scriptive review study. It recognize other relevant studies, assesses their stan-

dard and sum up their outcome through a research procedure (Bettany-Saltikov 

& Fernandez 2010). A descriptive literature review study is one of such. The 

search process aims at literature that should be able to describe and contextu-

alise the research question and its approach, enable a clear understanding of 

existing evidence, and identify how they match the essence of the current study 

(Steward 2004). Therefore, in seeking to answer the research question of this 

study, the author sourced existing data from the Metropolia University of Ap-

plied Science online databases from where their results were examined to en-

hance the perception of motivational measures to retain nurses in the profes-

sion.  

 

Prior to data collection, a research question was formulated with the aid of the 

PICO concept (the population, the intervention, the comparative intervention 

and the measured outcomes) components. However, given that this review 

study is related more to the experiences of nurses, aims at identifying factors 

that can support them to stay in the profession, and more on the human re-

source management aspects of the chosen population. The author succeeded 

in separating the research question into parts according to PICO. The intention 

was to ease the process of figuring out the types of studies related to the re-

search question of this study (see table I below) 
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Table I: Breakdown of the Research Question using the PICO components 

 

 

 
4.4. Data collection methods 

All articles reviewed for the study are published in the English language, in ad-

vanced peer-review journals. They are amongst those published between 2008 

and 2019. They include those that have explored the experiences of practic-

ing/registered nurses in Finland and elsewhere, those that have explored the 

experiences of nurses with international background and those that have dealt 

with the human resource management of nurses. Notwithstanding, for reasons 

relating to governance measures peculiar to Finland, the author also explored 

documents on the regulatory framework designed to monitor and regulate the 

behaviour and operation of the healthcare sector in Finland. This necessitates 

the importance to make mention of the three categories of nurses in the Finnish 

health sector. They include the Registered/practicing nurses, public healthcare 

nurses and midwives. However, the review study does not include public 

healthcare nurses and midwives.  

 

 

 

 

 

 

 

P (Population) I (Intervention) 
 

C (Comparative 
Intervention) 
 

O (Outcomes) 
 

Practicing 

Nurses (PN) 

Registered 

Nurses 

(RNs) 

Measures to 

enhance reten-

tion in the pro-

fession 

Not applicable Factors that in-

duce nurses 

desire to remain 

in the profession 
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4.4. Inclusion and Exclusion criteria 

Table II: Inclusion and exclusion criteria of the study 

 

Inclusion criteria Exclusion criteria 

Practicing nurses within the 

working age bracket. 

Public healthcare nurses 

and midwives. 

Measures to enhance re-

tention in the profession. 

Papers that do not focus on 

enhancing retention in the 

profession.  

Identification of factors that 

can support nurses in 

Finland and elsewhere to 

retain their profession. 

Factors that push nurses to 

other careers. 

Peer reviewed studies- 

qualitative and quantitative. 

Papers that are non-

research and non peer-

reviewed. 

 

Articles published 2008 – 

2019 

 Articles prior to 2008 

Only articles published in 

the English Language 

Articles published in other 

Languages  

 

The exclusion of public healthcare nurses and midwives is simply based on the 

assumption that they form special categories of nurses who have very little to 

do with general nursing practice, work mostly on their own and in specific situa-

tions with doctors and other health care professionals. Even though factors that 

push nurses to other careers can justify certain measures to help retain them in 

the profession, the author chose to focus on the general feelings and situations 

of nurses in the profession. This is because the essence of the study is to de-

termine measures that can be put in place to retain them in the profession. 

 

Selecting articles for the study was done through a comprehensive search using 

key words such as Registered/Practical nurse, retention, strategies,  motivation, 

workplace, career from the Metropolia University of Applied science e-resources 

including EBSCO, CINAHL, ScienceDirect and Proquest from 2008 to 2019. 

The process begins with the author reviewing and identifying abstracts of arti-

cles related to the topic or relevant to answer the research question. With the 
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key words, a total of eleven articles met the inclusion criteria as in appendix 1. 

These articles were critically examined, and their findings were analyzed using 

both the qualitative deductive content and comparative models of analyses. 

 

4.5. Analysis methods 

The author used the thematic analytical approach to identify, analyse and report 

patterns (themes) within the chosen publications (Braun & Clarke 2006). The 

author employed the deductive approach on the basis that an interpretive un-

derstanding of the effectiveness of the results under the chosen themes could 

only be attainable by way of uncovering or deconstructing” their meanings 

(Thorne 2000, p. 68) with respect to context. On this basis, the findings of re-

viewed studies were read very closely, taking into consideration all aspects of 

the challenges that nurses face in the execution of their professional duties 

based on other reviewed studies. This was done to systematically reduce the 

complexity of the findings from selected publications, and transform them to a 

pattern that can enable suitable explanations relating to the context of the study 

(Glaser & Laudel 2019). This procedure is a reflection of the idea that, explora-

tion of case study fact is based on the style of the researcher’s conscientious 

thinking, backed by adequate demonstration of evidence and careful considera-

tion of alternative explanations (Morris 2006). By this approach, the author was 

able to identify and extract relevant information concerning probable measures 

that can be put in place to enhance the desires of nurses to remain in the pro-

fession. Consequently, the descriptive patterns generated from existing studies 

enabled understanding of factors that would inform the nature of measures to 

be taken in order to encourage nurse and enhance their retention rate in the 

healthcare sector in general. 
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5. Results of the study 

In this section, the author discusses the results of the study based on the find-

ings of the selected articles illustrated in appendix 1. In addition, the author 

deemed it most appropriate to classify the results in two main categories; impor-

tant and less important, those factors that would determine the motivation and 

retention of nurses in the profession. Worth noting is the fact that the attributes 

of these factors could be grouped and explained under fewer headings. For ex-

ample, the attributes under workplace organisation and professional nursing 

practice could be grouped and explained under the factor heading of profes-

sional nursing practice environment. However, the author chose to expand them 

under more headings for the sake of better distinctive clarity. The strategies that 

emanate from these factors are explained based on practical research results 

and studies by experts in the field of nursing education. 

Table III 

Important 

Factors Characteristics 

Workplace organisation. Appreciative, good, staffing and resource adequacy, supportive 

and participatory management, flexible work schedules, opportuni-

ties for development, peer interaction, etc. 

Professional practice 

environment. 

Safety, opportunities for development, recognition of 

Achievements, being heard (nurse participation in hospital affairs), 

team building, positive relationships with management, doctors and 

nurses 

Nursing education and 

training. 

Holistic care including education, individualised and quality of care, 

communication, self‑help, complementary treatment etc. 

Professional nursing 

practice. 

Autonomy, ability to influence care, challenging work. 

Less Important 

Factor Characteristics 

Work life/home life Time off, shift work and child care. 

External influences Community support and acceptance for self and family, department 

of health support/vision and public expectations. 

Work load 

 

Work fewer extra hours, number of patients per nurse, Adequate 

staffs 
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5.1. Workplace organisation 

A well organised workplace should take advantage and provide meaningful so-

lutions given that its primary essence is generally to increase satisfaction levels 

of all parties involved within the entire organisational setup. With respect to 

nursing practice, Pillay (2009) has determined that nurses seek for opportunities 

to optimise the essence of their practice with respect to professional demands 

and other expectation. As such, organisation of the workplace is a strong indica-

tor for retaining them in their current profession.  

 

Nowrouzia et al. (2016) corroborated this assertion by revealing that staff de-

velopment is most valued among nurses between 46 and 56 years of age. In 

addition, they suggest that nurses with longer work experience (14 – 22.5 

years) who work an extra of 1 or 0 hour of overtime a week are expected to stay 

in the profession than their counterpart who do not. 

 

Pillay (2009) found out that,  to boost nurses desire to stay longer in the profes-

sion, there is need for the workplace organisational setup to encourage free 

communication and participation in decision making as opposed to seemingly 

top-down autocratic cultures. For instance, regular and open communication is 

a tool that would enable appropriate leadership, and promote a supportive work 

context in accordance with the needs of professional nurses. In accordance with 

this assertion, Twigg & McCullough (2014) found out that change and team 

growth in a nurses’ workplace is achievable when leaders are reachable and 

responsive to their staff. Through this measure, communication builds trust and 

respect between leaders and team members, which eventually translate into 

concerns for staff need with a positive outcome on organizational commitment. 

With respect to nurses’ participation in decision making, there is an increase in 

job satisfaction rate when their contributions to the organisation are valued 

(ibid). This depends on the level of their empowerment, which is a function of 

how involved and supported they are, the access they have to different oppor-

tunities, resources and power within their organisation.  The more their con-
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cerns and contributions are considered towards organizational change process-

es, the longer they would like to stay in their workplace or profession.  

 

Twigg & McCullough (2014) further assert that organisational support for nurses 

in practice is an important requirement of workplace organisation. They advise 

that, this kind of support is achievable if the role of nurses is adequately defined 

in an organisation. The support is more productive if rendered in conjunction 

with providing them with educational opportunities in areas such as critical 

thinking and evidence-based practice. However, this would be incomplete if at-

tributes that lead to professional development are not complemented with the 

right number of required staff per work shift who possess the right skills, includ-

ing other resources that would minimise job demands in order to improve quality 

care and job satisfaction for nurses, factors which all constitute vital compo-

nents of a retentive strategy. More specifically, they suggest from the evidence 

of their study that a basic framework for autonomous practice is built when 

healthcare organisations factor-in evidence of nursing research studies and evi-

dence-based practice into all their nursing and decision making actions.  

 

Corroborating this fact is the result from the study of Henderson et al. (2013), 

which ascertains that good organisation of nursing work is one that enables 

nurses to engage holistically (across a broad range of activities) with patients, in 

order to support their overall wellbeing. They deplore the fact instead of focus-

ing on achieving officially compulsory results, contemporary nursing practice 

framework has been characterised by focusing on getting the job done, which 

concentrates mainly on the outcome, so that the work appears to be complete 

and portray an organised environment. They advice to not only focus on visible 

tasks, but on other aspects of the health care endeavour that account for the 

general wellbeing of patients is one that supports nurses’ understanding of pa-

tients as individuals and, definitely, increases their job satisfaction levels, which 

in turn, reduces turnover rate. This relates to the fact that nurses get more moti-

vated when involved in tasks requiring a combination of different skills and tal-

ents for a variety of different activities, especially when their involvement offers 
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them greater variety in both the patients they met and the procedures they work 

with.  

 

In addition, contemporary nursing management place overwhelming burdens of 

service requirements on nurses (Henderson et al. 2013). The pressure trickles 

down to nurses from unit managers who are tasked with the responsibility to 

encourage efficiency and maintain high quality service. Unfortunately, this ap-

proach to management often facilitates the neglect of workplace needs of 

nurses, a phenomenon that eventually becomes a pervasive legitimate device, 

which exacerbates negative nursing influence. Henderson et al (2013) advise 

that in as much as targets are important, there is a higher need to instil in 

nurses a sense of purpose and worth given that it is their services and actions 

that account for targets. They will more likely engage in work, provide optimum 

services and care, and retain longer in the workplace/profession if treated with 

utmost consideration. Therefore, in order to encourage and motivate nurses to 

retain longer in the profession/workplace, managers are advised to develop 

constructive relationships that should improve the work organisation and envi-

ronment, and ultimately, increase staff satisfaction (ibid).     

 

5.2. Professional practice environment 

With regards to this heading and the challenges of nurses revealed so far, it is 

clear that factors like management abilities and leadership, learning and career 

opportunities, doctor/nurse relationship, nursing foundation for quality care and 

nurses involvement in the affairs of the hospital are fundamental in determining 

the level of turnover of nurses in their workplaces and profession. Conse-

quently, adequate measures must be taken to ensure that the characteristics of 

each of these factors are properly managed in order to enable a sustainable 

and enabling practice environment for nurses. This is to assert that these fac-

tors are also strong determinants of the level of job satisfaction, organizational 

commitment and level of engagement of nurses in their profession and organi-

sations. Consequently, one major strategy to retain nurses is to invest ade-

quately toward improving nursing work environment.  
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According to Adzei & Atinga (2012) on the importance of financial and non-

financial incentives as motivating strategy of health workers in a district hospital 

in Ghana, nurses pursue career and development prospects, including retrain-

ing as potential motivation steps. Besides, Twigg & McCullough (2014) empha-

sise the need for health employers to obligate themselves with the responsibility 

to develop mechanisms that would enhance the practice environment of nurses 

in order to accommodate their needs and values, so as to enhance retention 

levels.  

 

The one way of achieving this goal is to support nurses to have access to avail-

able resources and power within the institution.  In addition, involving nurses in 

decision making procedures, and opening up avenues for positive relationship 

between management and nurses on the one hand, and between all categories 

of workers at the organisation. For instance, they determined that inadequate 

representation or consideration of the input of nurses in policy decisions is a 

fundamental blunder in the process of instituting desirable changes. Moreover, 

that adequate discussion with nurses regarding changes to the health care sys-

tem, in addition with proper communication regarding such changes are a better 

way to engineer high retention and reduced turnover rate of nurses. This proce-

dure eliminates the element of surprise and powerlessness that would hit 

nurses if major changes were simply announced to them. It gives them the 

sense of responsibility, engagement and commitment to the job with regard to 

the changes that they participated to put in place.     

  

Due to challenges that come with technological advancements and changing 

medical procedures, there is a need and desire by nurses to effectively engage 

in continuing nursing education. The most important variables to complement 

the desires of nurses are adequate time and financial resources. These vari-

ables facilitate learning and other educational activities, including conference 

attendances, for the sake of new knowledge and skill acquisition for their pro-

fessional development (Adzei & Atinga 2012). There is therefore the need for an 
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active policy to facilitate the combination of working and studying. In the event 

where they lack the time and resources to afford for refresher courses in order 

to update their knowledge and skills, they will most likely become less produc-

tive, less motivated and willing to leave the profession. Besides, when nurses 

connect and reconnect in meetings/conferences with colleagues and profes-

sionals from other places who have an idea of what they do, express their love 

for it and above all interested in what they do, they get energised and motivated 

by the knowledge and experiences that they share. Consequently, they would 

want to remain in the profession for as long as they fill comfortable and confi-

dent with the services that they render to their patients (Hildebrandt 2012).  

 

Additionally, the findings of Van den Heede et al. (2013) on the importance of 

nurse practice environment, nurse staffing and nurse education vis-à-vis their 

intention to leave the hospital, corroborate the findings of Adzei & Atinga (2012) 

relating to the impact that continuous learning may have on the nurse’s decision 

on whether to stay or leave. Their findings suggest that health centres charac-

terize by a flat organisation structure with a collaborative management style, 

organized education programs and professional opportunities for nurses will 

create better opportunities that would enhance the desire of nurses to retain 

their profession or current workplaces. A participatory management style allows 

for cooperation and collaboration between top management and nurses. It is of 

strategic importance for top management to make frequent rounds in nursing 

units, talk and listen to them, take note of their questions and concerns, and 

provide immediate responses where necessary. This interactive leadership ap-

proach translates to structural empowerment of nurses as they get more in-

volved in hospital affairs. This approach is characterised by mixed meetings 

between top management and nursing staff (with nurses being represented in 

committees and/or working groups) wherein concerns are shared, solutions 

sought and concerned parties are quick to get updates on what is happening 

within the hospital. 
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5.3. Nursing education and training 

According to nursing care and education research, culturally competent nursing 

education is the key to holistic care, and includes the right education, individual-

ised and quality care, communication, self‑help, complementary treatment etc., 

which constitute another key element of nursing job satisfaction and rate of 

turnover in the profession (Morton-Miller 2013; Gebru & Willman 2010). Conse-

quently, strategies used in the classroom and the clinical setting are the basis of 

the desired outcome of job satisfaction and turnover rate in increasingly diverse 

communities. These include the capacity of nurses to base nursing actions on 

knowledge of the patient, and be able to adopt different strategies for approach-

ing patients, their spouses, parents or other family members.  

 

For instance, this has to do with the ability to effectively communicate with the 

patient and/or their spouses, and other family members, and how to make their 

hospital stay as comfortable and memorable as possible. The effectiveness of 

these actions would normally emanate from an inviting attitude with attributes 

such as empathy, understanding circumstances and being able to apply alterna-

tive explanations (Gebru & Willman 2010). These enable an understanding rela-

tionship between nurses and patients, given that individuals could have different 

perspectives from nurses. The outcome is an increase in the possibility of find-

ing other potential solutions for getting satisfactory results. In other words, the 

ability of the nurse to enhance relationship with patients determines their job 

satisfaction level, as well as the intention to retain in the profession. In the event 

where they lack the knowledge and ability to inculcate an inviting attitude, they 

eventually become frustrated without solutions to enhance their relationship with 

patients. The outcome is therefore bound to be unpleasant for both parties. 

There is therefore need for a knowledge driven attitude to nursing actions based 

on the knowledge of the patient. For example, this could depend on the rela-

tionship/experiences of the patient with the medical service in their country of 

origin, compared to where they are being attended.  

From this point of view of education program, Morton-Miller (2013) stresses the 

need to assess the demographic profile of nursing students in a diverse com-

munity so as to determine the right curriculum to target the learning needs of 
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the students. In this regard, Morton-Miller (2013) suggests though it may appear 

challenging, cultural and educational background as well as age, ethnicity, gen-

der and sexual orientation should be considered in this action. For instance, if 

large number of students forms a cohort from a specific cultural background, 

therefore valuable information about their culture will add value in understand-

ing the backgrounds of the students and therefore, facilitate a decision on the 

right curriculum in terms of evidence-based teaching and learning methods for 

the particular cohort. The essence is to enable the students to adapt to or adopt 

new perspectives that are relative to their intended practice environment or 

clinical setting. Without the required skills, the rate of turnover will continue to 

rise. 

 

In addition to the requirement of developing nursing education curriculum with 

respect to cultural identity of student cohorts, it is equally important to assist 

faculty members to be aware of the concept of diversity. It includes the use of 

experts to facilitate the realisation of the goal of enhancing cultural competence 

as a tool to reduce the turnover rate of nurses in the profession. As a pragmatic 

solution to enhance the outcome of this action, Morton-Miller (2013) suggests 

the involvement of students and faculty members from different cultures from 

both nursing and other academic disciplines. Their perspectives can be sought 

as a measure to enhance and broaden the understanding of nursing education 

faculty members. Furthermore, these perspectives will need to be translated 

into a measure of stabilizing cultural sensitivity with the actual details involved in 

the range of theoretical knowledge and learning skill that are required for nurses 

of the particular community. Similarly, in a study to advance the theoretical 

proposition of cultural competence development in nursing from a constructive 

perspective, Garneau and Pepin (2015) recommend clinical immersion in a cul-

turally diverse context as the start point for developing cultural competence. It 

involves doing training in a culturally diverse environment over a more homoge-

nous setting in order to foster a more rapid learning pace. 
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5.4. Professional nursing practice   

Up to date nursing practice is one that meets, at least, the minimum standards 

of professional practice requirement, and largely dependent on effective organ-

isational learning. Professional nursing practice models that are meaningful and 

effective do not only form the foundation of quality care, but enhances the job 

satisfaction and retention level of nurses in the profession (Twigg & McCullough 

2014). In a study aimed at addressing procedural employment practices and 

poor team relationships, Henderson et al. (2013) found out that effective organ-

isational learning is key element of many best nursing practice frameworks that 

encourage high quality patient care, nursing excellence and innovations in pro-

fessional nursing practice in the USA. Particularly, they highlight the importance 

of the Magnet Recognition Program, which recognises and promotes evidence 

in practice. They advise that nursing practice frameworks should have, and ex-

hibit a culture of democracy and innovation, with emphasis on transformational 

leadership and support for staff to enable them explore good practice capable of 

initiating change. Among other advantages, this procedure is one that gives 

nurses the opportunity to exercise their desired professional freedom and 

autonomy toward job satisfaction, a major determinant of their retention level in 

the profession. 

 

Autonomy is said to an important element of effective professional practice 

within the nursing profession. It is a vital element of nurses’ job satisfaction that 

is linked to patient safety. It enables the professional development of nurses 

and creates for them opportunities to practice holistically within the value sys-

tem of their profession (Pillay 2009). In explicit terms, and in accordance with 

other researchers, Twigg & McCullough (2014) define it (autonomy) in between 

as follows: 

 

‘‘. . . the freedom to act on what you know in the best interests of 

the patient . . . to make independent clinical decisions in the nursing 

sphere of practice and interdependent decisions in those spheres 

where nursing overlaps with other disciplines. . . It often exceeds 
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standard practice, is facilitated through evidence-based practice, 

includes being held accountable in a constructive, positive manner 

and nurse manager support.’’ (p. 89, 2014). 

 

Therefore, in order to enhance professional nursing practice and increase reten-

tion level of nurses in the profession, they suggest that nurse autonomy should 

be encouraged through a variety of ways. For instance, they advice manage-

ment to support frequent staff demonstration at conferences, promote work-

shops on clinical autonomy, encourage integrative evidence-based practice 

teams, provide critical thinking courses and discuss meaning of autonomous 

practice at the unit level. Besides, they suggest that nursing rounds be encour-

aged as they may provide a forum for sharing knowledge and building collegial 

relationships. More importantly, such rounds could facilitate evidence into prac-

tice, improve autonomy and decision making, thus enhance patient care and 

nurses’ work satisfaction; and consequently, increase retention level of nurses 

on the job. 

 

In addition, nursing practices and the structures defining them are generally the 

basis on which conception of care is built within the usual practice framework. 

However, within the practice framework are structural constraints that the 

nurses will have to deal with. There is for instance varying differences between 

nurses and patients that dictate the need for nurses to consider them in the 

course of the exercise of their duties while providing care to the patients. 

Garneau and Pepin (2015) particularly, suggest the need to factor-in the idea of 

cultural awareness in current nursing practice frameworks. They insist of the 

essence for nurses to be able to find common ground with patients and, ulti-

mately, take into consideration these differences in the relationship they build 

with them. This constitutes the act of establishing relationship of trust, which is 

built upon the premise of genuine communication. This aspect of nursing prac-

tice facilitates provision of care, which in turns enhances the job satisfaction 

level of care givers/nurses. 
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This dimension of cultural competence is achievable within the framework of an 

in-depth understanding of the patient’s environment and socio-political dimen-

sion of care, including the organisational practices and policies in the practice 

environment (ibid). It warrants that nurses are able to redefine their conception 

of care and expand the boundaries of their nursing practice to address certain 

structural constraints based on the understanding that their current practices 

and structures defining them are as a mere result of dominant perspective. This 

approach gives room for the provision of context-sensitive care. Therefore, 

within this framework, Garneau and Pepin (2015) have determined that suffi-

cient time is vital resource at the disposal of nurses for the provision of good-

quality care to patients. Enough time will allow nurses the opportunity to do in-

depth evaluation (of the patients) that is crucial for informed clinical judgement 

and sufficient intervention. For instance, it is very time consuming (requiring 

patience) having to explore the needs of a patient in another language. Conse-

quently, nurses will get frustrated in settings where work schedules, priorities of 

organisational processes makes it difficult for them to have required time with 

patients.    
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6. Discussion and Conclusion 

The objective of the study is to research factors that will induce nurses to stay in 

the profession for as long as possible. However, most of the findings revolve 

around their general feelings attached to their profession. This in essence de-

termines that practical measures should be emphasized with moral responsibili-

ties from the management as cited by Twigg & McCullough (2014). They high-

lighted that team building among nurses is achievable when leaders are reach-

able and responsive to their staff. With this attribute, it will go a long way to build 

trust and respect between leaders and team members which may subsequently 

translate into concerns for staff needs with a positive outcome on organizational 

dedication, growth and development.  

 

In addition, when the services of nurses at the workplace are valued, they are 

satisfied and turn to stay positive at work. The more their concerns and efforts 

are considered towards organisational change processes, the longer they would 

likely stay in their workplace or profession. As Henderson et al (2013) advised, 

there is a higher need to instil a sense of purpose and worth in nurses given 

that it is their services and actions that account for targets. For example, they 

determined that adequate performance and active contributions of nurses in 

policy and decision should be fundamental as this will enable desirable 

changes. Also, capacity building for nurses increases knowledge of patients, 

and the ability to adopt different strategies to approaching patients and their 

family.  

 

Endorsement and frequent staff presentation at conferences, promote work-

shops on clinical autonomy, encourage interdisciplinary evidence-based prac-

tice teams, provide critical thinking courses and discuss meaning of autono-

mous practice at the unit level. A well coordinated workplace should promote 

and provide meaningful solutions to some of these problems given that its pri-

mary substance generally is to increase satisfaction levels of the workforce 

within the entire organisational machinery. 
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Accordingly, nurses will be successful in contexts where work agendas and pri-

orities of organisational procedures gives them enough time with patients and 

career development.   

 

6.1. Trustworthiness   

The research topic was internally approved by a competent assigned represen-

tative from Metropolia University of applied sciences who ensures the study 

measures that is intended. In addressing trustworthiness Shenton Andrew 

(2004) present credibility as an equivalent concept that deals with the question 

of how congruent is the findings with reality. A well established methodology 

was chosen and specific procedures such as formulation of research question 

using the PICO component. All articles reviewed reflect the experiences of reg-

istered/practical nurses in Finland and abroad with diverse background. A prac-

tical pattern of descriptive knowledge was produced from existing studies ena-

bling understanding and proposed measures to be taken to encourage nurses 

and increase their retention rate in the healthcare sector. 

 

6.2. Ethical Considerations 

6.2.1. Personal data consideration 

Research with human participants often requires the processing of the partici-

pants’ personal data (TENK 2019). In this light, given that this study is literature 

based, the researcher considered and consulted only studies that were pub-

lished through a system endowed with adequate ethical review measures. This 

explains why all the articles reviewed were sourced from recommended elec-

tronic database, indicating that the personal data involved were processed fol-

lowing required ethical standards. This means that the personal data involved in 

this study were processed in line with the European Union’s General Data Pro-

tection Regulation (2016/679) (GDPR).  
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In addition, though the author did not directly engage participants, he consid-

ered the principles of trust, informed consent and confidentiality in the literature 

chosen for this study. For instance, all reviewed literature on issues concerning 

the motivation of nurses was carefully sourced with the consideration of these 

principles. Additionally, reviewed literature was intentionally retrieved from Finn-

ish data sources that have demonstrated high respect for integrity and good 

conduct of research.  This indicates that the findings of this thesis are informed 

by studies whose results were, in turn, informed by data collected within the 

framework of well defined research conducts. This refers to voluntary involve-

ment of participants with rights to withdraw without unnecessary due process, 

including rights of information to content of the research regarding issues such 

as its purpose, and the processing and preservation of the research data (ibid) 

 

6.3. Limitations and recommendations for future research 

 

Despite the bulk of available materials relating to the core of the study, there is 

a huge gap in the study related to male nurses. Male nurses have not been 

studied sufficiently because few men are in the profession. Most of the samples 

have been convenience samples, restricting general findings, thus analyses by 

gender has been limited. 

 

In addition, there is a need for longitudinal studies that examine the changes 

that take place in the lives and needs of nurses throughout their career. Reports 

of such studies in different country and culture would be of help to notify global 

policies in nursing recruitment and retention. Longitudinal studies may respond 

to questions not able to be resolved by cross-sectional designs. 
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6.4.  Conclusion 

The organisation of the workplace is a strong indicator for retaining nurses in 

their current position. One way of achieving this is to support nurses to have 

access to available resources and power within the institution. Also, the ability 

of the nurse to enhance relationship with patients determines their job satisfac-

tion level, as well as the intention to remain in the profession. Therefore, in or-

der to encourage and motivate nurses to remain in their profession/workplace, 

managers are advised to develop constructive relationships that should improve 

the work organisation and environment, and ultimately, increase staff satisfac-

tion. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 

31 

 

References  

 

Adzei, F.A. & Atinga, R.A. 2012, "Motivation and retention of health workers in 

Ghana's district hospitals", Journal of Health Organization and Manage-

ment, vol. 26, no. 4, pp. 467-485.  

 

Alilu, L., Zamanzadeh, V., Fooladi, M.M., Valizadeh, L. & Habibzadeh, H. 2016, 

"Towards an understanding of clinical nurses challenges that leads intention to 

leave", Acta Paulista de Enfermagem, vol. 29, no. 5, pp. 534-541. 

 

Attström K, Niedlich S, Sandvliet K, Kuhn HM,  Beavor E 2014, Mapping and 

Analysing Bottleneck Vacancies in EU Labour Markets: Overview report Final. 

 

Bartzak, P.J. 2010, "Professional Work Ethic: Strategies To Motivate Bedside 

Nurses to Deliver High-Quality Patient Care", Medsurg Nursing, vol. 19, no. 2, 

pp. 85-89. 

 

Begum, S. & Seppänen, M. 2017, "Islamic Values in Elderly Care in Finland: 

The Perspective of Muslim Women Caregivers", Journal of International 

Women's Studies, vol. 18, no. 2, pp. 59-73. 

 

Bettany-Saltikov, J. & Fernandes, T. 2010, "Learning how to undertake a sys-

tematic review: part 1", Nursing Standard (through 2013), vol. 24, no. 50, pp. 

47-55; quiz 56. 

 

Braun, V. & Clarke, V. 2006, "Using thematic analysis in psychol-

ogy", Qualitative Research in Psychology, vol. 3, no. 2, pp. 77-101. 

 

Bryant, D.L. 2017, Nurse Retention Indicators in Professional Nursing Practice, 

Edgewood College. 

 



 

 

 

32 

 

Davis, K. 2008, Australia faces major nurse shortage, Sydney. Available at Pro-

quest (Accessed 5 April 2020) 

 

Dovlo, D. 2007, "Migration of Nurses from Sub-Saharan Africa: A Review of Is-

sues and Challenges", Health services research, vol. 42, no. 3, pp. 1373-1388. 

 

Finnish National Board on Research Integrity TENK guidelines 2019 

https://www.tenk.fi/en/ethical-review-in-finland 

 

Flinkman, M., Laine, M., Leino-Kilpi, H., Hasselhorn, H. & Salanterä, S. 2008, 

"Explaining young registered Finnish nurses' intention to leave the profession: A 

questionnaire survey", International journal of nursing studies, vol. 45, no. 5, pp. 

727 – 739. 

 

Garneau, A.B. & Pepin, J. 2015, "A constructivist theoretical proposition of cul-

tural competence development in nursing", Nurse education today, vol. 35, no. 

11, pp. 1062. 

 

Gebru K and Willman A 2010, ‘Education to promote culturally competent nurs-

ing care-a content analysis of student responses’, Nurse Education Today, 

30(1), pp. 54–60. 

 

Glaser, J. & Laudel, G. 2019, "The Discovery of Causal Mechanisms: Extractive 

Qualitative Content Analysis as a Tool for Process Tracing", Forum : Qualitative 

Social Research, vol. 20, no. 3. 

 

Gupta, P., Chauhan, S. & Jaiswal, M.P. 2019, "Classification of Smart City Re-

search - a Descriptive Literature Review and Future Research 

Agenda", Information Systems Frontiers, vol. 21, no. 3, pp. 661-685. 

 

Henderson, A., Schoonbeek, S. and Auditore, A. 2013 ‘Processes to Engage 

and Motivate Staff’, Nursing Management - UK, 20(8), pp. 18–25.  

https://www.tenk.fi/en/ethical-review-in-finland


 

 

 

33 

 

 

Hildebrandt, Lori, RN, BN,M.N., C.O.N.(c) 2012, "Providing Grief Resolution as 

an Oncology Nurse Retention Strategy: A Literature Review", Clinical journal of 

oncology nursing, vol. 16, no. 6, pp. 601-606. 

 

Jenko M and Moffitt SR 2006, ‘Transcultural nursing principles’, Journal of Hos-

pice & Palliative Nursing, 8(3), pp. 172–180.  

 

Jiang, F., Zhou, H., Rakofsky, J., Hu, L., Liu, T., Wu, S., Liu, H., Liu, Y. & Tang, 

Y. 2019, "Intention to leave and associated factors among psychiatric nurses in 

China: A nationwide cross-sectional study", International journal of nursing stud-

ies, vol. 94, pp. 159. 

 

MacDonald, P., Kelly, S. & Christen, S. 2019, "A Path Model of Workplace Soli-

darity, Satisfaction, Burnout, and Motivation", International Journal of Business 

Communication, vol. 56, no. 1, pp. 31-49. 

 

Malatji, M., Ally, H. & Makhene, A. 2017, "Nurses experiences regarding staffing 

patterns in the surgical wards of a private hospital in Gauteng South Af-

rica", Health S A, vol. 22, pp. 325-332. 

 

McDermid, F., Peters, K., Jackson, D. & Daly, J. 2012, "Factors contributing to 

the shortage of nurse faculty: A review of the literature", Nurse education to-

day, vol. 32, no. 5, pp. 565. 

 

McFarland, M.M. & Eipperle, M.K. 2008, "Culture care theory: A proposed prac-

tice theory guide for nurse practitioners in primary care settings", Contemporary 

Nurse : a Journal for the Australian Nursing Profession, vol. 28, no. 1, pp. 48-

63. 

 

Medlyn, B. 2000, Aging Population, Stress Are Factors That Compound Nurse 

Shortage Nurse Need Will Worsen, Phoenix, Ariz. 



 

 

 

34 

 

 

Mills, J., Chamberlain-Salaun, J., Harrison, H., Yates, K. & OShea, A. 2016, 

"Retaining early career registered nurses: a case study", BMC Nursing, vol. 15, 

PP 1- 6. 

 

Morris, M. 2006, "Case Study Research: Design and Methods. 3rd ed", The 

Modern Language Journal, vol. 90, no. 1, pp. 140-141. 

 

Morton-Miller, A. R. (2013) ‘Cultural competence in nursing education: practic-

ing what we preach’, Teaching & Learning in Nursing, 8(3), pp. 91–95.  

 

Nelson, R. 2004, "The nurse poachers", The Lancet, vol. 364, no. 9447, pp. 

1743-4. 

 

Nowrouzi, B. et al. (2016) ‘An examination of retention factors among registered 

nurses in Northeastern Ontario, Canada: Nurses intent to stay in their current 

position’, Work, 54(1), pp. 51–58. doi: 10.3233/WOR-162267. 

 

Okeke, J.O. 2008, Shortage of health professionals: A study of recruitment and 

retention factors that impact rural hospitals in Lagos state, Nigeria, University of 

Phoenix. 

 

Pautasso, M. 2013, "Ten Simple Rules for Writing a Literature Review: 

e1003149", PLoS Computational Biology, vol. 9, no. 7, pp. e1003149. 

 

Pillay, R. 2009, "Retention strategies for professional nurses in South Af-

rica", Leadership in Health Services, vol. 22, no. 1, pp. 39-57. 

 

Seitovirta, J., Vehvilainen-Julkunen, K., Mitronen, L., De Gieter, S. & Kvist, T. 

2017, "Attention to nurses' rewarding - an interview study of registered nurses 

working in primary and private healthcare in Finland", Journal of Clinical Nurs-

ing, vol. 26, no. 7-8, pp. 1042-1052. 



 

 

 

35 

 

 

Shenton, Andrew, 2004, Strategies for Ensuring Trustworthiness in Qualitative 

Research Projects. Education for Information. 22. 63-75. 10.3233/EFI-2004-

22201. 

 

Sitzman, K. and Eichelberger 2017, ‘Understanding the Work of Nurse Theo-

rists: A Creative Beginning, Third Edition’, Research & Theory for Nursing Prac-

tice, 31(4), pp. 402–404.  

 

Steward, B. 2004,  Writing a Literature Review, The British Journal of Occupa-

tional Therapy, vol. 67, no. 11, pp. 495-500. 

 

Tervo-Heikkinen, T., Partanen, P., PhD., Vehviläinen-Julkunen, K., PhD & La-

aksonen, K., M.N.Sc 2008, "Working conditions of Finnish registered nurses: a 

national survey", Vard i Norden, vol. 28, no. 1, pp. 8-12,17. 

 

Thorne, Sally. (2000). Data Analysis in Qualitative Research. Evidence Based 

Nursing. 3. 68-70. 10.1136/ebn.3.3.68. 

 

Twigg, D. & McCullough, K. 2014, "Nurse retention: A review of strategies to 

create and enhance positive practice environments in clinical set-

tings", International journal of nursing studies, vol. 51, no. 1, pp. 85 - 92 

 

Webster, J. & Watson, R.T. 2002, "Analyzing the past to prepare for the future: 

Writing a literature review", MIS Quarterly, vol. 26, no. 2, pp. 11. 

 

Wesołowska K, ⨯ LH, Elovainio M, Aalto A, Anu-Marja Kaihlanen, Heponiemi T. 

2018, "The association between cross-cultural competence and well-being 

among registered native and foreign-born nurses in Finland", PLoS One, vol. 

13, no. 12. 

 

 



 

 

 

36 

 

Van den Heede, K., Florquin, M., Bruyneel, L., Aiken, L., Diya, L., Lesaffre, E. & 

Sermeus, W. 2013, "Effective strategies for nurse retention in acute hospitals: A 

mixed method study", International journal of nursing studies, vol. 50, no. 2, pp. 

185 - 194 

 

.Yang, H. & Tate, M. 2012, "A Descriptive Literature Review and Classification 

of Cloud Computing Research", Communications of the Association for Informa-

tion Systems, vol. 31, pp. 35. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 

37 

 

Appendixes  

Apendix 1: Summary of Selected Articles  
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PROQUEST 

Adzei, F.A. 

& Atinga, 

R.A. 

Motivation and 

retention of health 

workers in Ghana’s 

district hospitals 

It seek to undertake 

a systematic review 

to consolidate exist-

ing empirical evi-

dence on the impact 

of financial and non 

financial incentives 

on motivation and 

retention of health 

workers in Ghana’s 

district hospitals. 

Quantitative design 

with a sample of 285 

health workers from ten 

district hospitals in four 

regions of Ghana 

2012 Financial incentives significantly influence 

motivation and intention to remain in the district 

hospital. However, other factors includes leader-

ship skill and supervision, opportunities for 

carrier development and availability of infrastruc-

ture and resources 

 

Pillay, R. Retention strate-

gies for profes-

sional nurses in 

South Africa 

The study aims to 

determine what the 

future work plans of 

professional nurses 

in South Africa are 

and to determine 

appropriate, contex-

tually relevant strate-

gies to retain nurses 

in the most needed 

sector. 

 

 

 

 

 

 

 

 

 

 

Cross sectional survey 

of professional nurses 

2009 The most important result  is related to employ-

ment, e.g. full-time, permanent position with 

adequate salary and benefits, Others includes  

workplace organization, whether nurses are 

being appreciated, supportive and participatory 

management through opportunities for develop-

ment and peer interaction. Working environment 

such as work safety, resources, relationships 

with  management, doctors and colleagues . 
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Adzei, F.A. 

& Atinga, 

R.A 

Motivation and 

retention of health 

workers in Ghana's 

district hospitals 

To consolidate 

existing empirical 

evidence on the 

impact of financial 

and non-financial 

incentives on motiva-

tion and retention of 

health workers in 

Ghana’s district 

hospitals. 

The study employed a 

purely quantitative 

design with a sample of 

285 health workers 

from ten district hospi-

tals in four regions of 

Ghana. A stepwise 

regression model was 

used in the analysis 

2012 The study found that financial incentives signifi-

cantly influence motivation and intention to 

remain in the district hospital. Further, of the four 

factor model of the non-financial incentives, only 

three (leadership skill and supervision, opportu-

nities for continuing professional development 

and availability of infrastructure and resources) 

were predictors of motivation and retention 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Van den 

Heede et al  

 

 

 

 

 

Effective strategies 

for nurse retention 

to acute hospital: A 

mix method study 

To examine the 

impact of nursing 

practice environment, 

nurse staffing and 

nurse education on 

nurse reported 

intention to leave the 

hospital, 

To provide under-

standing of which 

best practice in the 

organization of 

nursing care are 

being implemented to 

provide sound 

practice environ-

ments and to retain 

nurses. 

Mix Method study 

 

 

 

2013 Intention to leave 

Patient to nurse staffing 

Nurse work environment 

 

Retention strategies 

Participative management style 

Structured education program  

Carrier opportunities for nurse. 

Garneau B 

A. & Pepin, 

J. 

A constructivist 

theoretical proposi-

tion of cultural 

competence 

development in 

nursing 

To bring the different 

realities together with 

the aim to provide 

effective care in a  

culturally diverse 

context. 

A semi structured 

interview was conduct-

ed each of the partici-

pant  

2015 The outcome reveals that interactions between  

nurses and their environment both contribute 

significantly to cultural competence develop-

ment. In addition cultural comptence could be 

used not only to guide initial and continuing 

nursing education, but also  to help redifined 

quality of care in a culturally diverse context.  
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SCIENCEDIRECT 

 Morton-

Miller, A.R 

Cultural compe-

tence in nursing 

education: practic-

ing what we 

preach 

To offer a beginning  

approach that nurs-

ing programs and 

individual faculty 

members can employ 

in their journey to 

become culturally 

competent educa-

tors. 

Interview process 

sample included 11 

student volunteers who 

were currently enrolled 

in or had recently 

graduated from the 

nursing program , had 

immigrated to the 

United state 

2013 Results were grouped under individual and 

instutional commintment 

On the institutiona level, resources should be 

made available to assist diverse students to 

gain the necessary skills to be succesfull in 

competitive admission selections, hiring 

practices. 

Assessing the demographic profile (age, 

ethnicity, gender, sexual orientation, cultural 

and educatinal background. 

 

Twigg D & 

McCullough 

K , 

 

 

Nurse retention: A 

review of strate-

gies to create and 

enhance positive 

practice environ-

ments in clinical 

settings 

To critically reviews  

strategies identified 

in selected literature 

that support retention 

of nurses by the 

creation and en-

hancement of  

positive practice 

environment in the 

clinical setting  

Literature review study 

 

 

 

 

 

 

 

 

 

 

2014 The results indicates that creating positive 

practice environment may enable nurses to stay 

at work. Few articles Thirty-nine papers reported 

strategies for creating a positive practice envi-

ronment. Only two articles reported on a pre-test 

post-test evaluation of the proposed strategy. 

Strategies included: empowering work environ-

ment, shared governance structure, autonomy, 

professional development, leadership support, 

adequate numbers and skill mix and collegial 

relationships within the healthcare team 
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Gebru, K., &  

Willman, A., 

Education to 

promote culturally 

competent nursing 

care – A content 

analysis of student 

responses 

To describe and 

analyse the outcome 

of a three year study 

program from a 

student perspective 

for the purpose of 

promoting culturally 

congruent nursing 

care  

Student were asked to 

complete question-

naires that included 

cases with open-ended 

questions at the 

begining and ened of 3 

year program.  

2010 The result found were grouped in four catego-

ries, 

-
 

An inviting attitude  an inviting 

attitude linked to the fact that student 

found different strategies for 

approaching the patient and his or 

her relatives 

 

-
 

A non-inviting attitude  

Which implied that  students became 

frustrated with the situation and had 

more difficulty finding solutions that 

would enhance the relationship 

 

-
 

A knowledge driven attitude linked to 

how students found it important to 

base nursing actions on knowledge 

of the patient 

 

-
 

A non-knowledge-driven attitude 

meant that the students’ responses 

indicated that they did not consider 

knowledge to be the foundation of 

their nursing actions 
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EBSCO 

Hildebrandt, 

L. 

Providing Grief 

Resolution as an 

Oncology Nurse 

Retention Strategy: 

A Literature Re-

view 

Literature review 

study 

To encourage oncology 

nurses to participate in 

grief resolution by 

identifying literature 

supported coping 

strategies for nurses to 

adopt.  

2012 Seven selected articles for this study suggested 

creating a mutually supportive work environment 

is one way to optimize care to patients.   

 

Practicing varieties of grief resolution strategies 

will improved job satisfaction, hence reduce the 

risk and incidence of burnout.  

 

Eleven articles identified subject relating to 

debriefing with colleagues. This pertains to the 

fact that increased staff retention is possible if 

nurses are given the opportunity to psychological 

wellness, through a peer supported routine by 

sharing their experiences with colleagues as 

they may relate to similar experience.  

 

Nine articles indicates subjects matter regarding 

more education  such as strategies on how to 

enhance nurse to cope and how to best care for 

patients at end of life . 

 

Lastly, four articles emphasise pertained to 

altering patient-care assignments. It tells that 

experience of grief may be worsened by nurses’ 

repeated exposure to death. That is, if particular 

nurses have shared a special relationship with 

dying patients. In such a case, limiting the 

number of deaths oncology nurses are exposed 

to by altering patient assignments, so that nurses 

do not provide  End of Life care to multiple 

patients simultaneously is an option.  

Henderson, 

A., 

Schoonbee

k, S. and 

Auditore, A 

Processes to 

engage and 

motivate staff. 

 

Interview  The objective is to offer 

a beginning approach 

that nursing program 

and individual faculty 

members can employ 

in their journey to 

become culturally 

competent educators. 

2013 Through the use of transformational leadership 

technigues that focus to address procedural 

employment practices and poor team relation-

ships  

 Through the support from nurse educators in the 

nursing practice development unit Staff engage-

ment in activities that will improved their work 

relationhips as well as professional and clinical 

development  

 

 

 

CINAHL 

Nowrouzi, 

B. et al 

An examination of 

retention factors 

among registered 

nurses in Northern 

Ontario, Canada: 

Nurses intent to 

stay in their current 

position. 

To examine factors 

related to the reten-

tion of registered 

nurses in North-

eastern Ontario, 

Canada 

Cross sectional survey  2016 A total of 29.8% response rate were completed; 

46  to 56 (95%) age group responded positive on 

the importance of staff development 

Northeastern Ontario lifestyle 

Working 0 to 1 hour of overtime per week were 

significant factors in staying in their current 

position for the next 5 years  
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