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Abstract 

The current seminar paper aims to research and point out the causes of high rates of nurse 

turnover and offer nurse retention strategies that can be assimilated in the rural healthcare 

organization. The topic's introduction portrays offering an excellent summary of the relevant 

supportive information about the issue of nurse retention and nurse turnover conditions. The 

background of the problem explains the rationale related to the problem analysis undertaking. 

The paper's conceptual framework appeals to portray the concepts of the theories and the 

strategies for the leaders to facilitate considerable organizational change in the healthcare 

environment leading to the solution of the issue such as Leadership Motivated Excellence 

Theory (LMX-T). Besides, the organizational overview portrays the plan to be utilized by the 

organizations to address the prevailing problem. Moreover, the literature review summarizes the 

pertinent literature associated with the problem under consideration. Analysis of the literature 

ascertains to effectively portray a synthesis, comparison, and contrast of nurse shortages in the 

healthcare environment. Furthermore, the implementation plan uses a combination of McKinsey 

7S Model and Kotter’s Change Theory to daft new means of transforming the healthcare 

leadership and thus enhancing nurse retention. From the combination of the two theories, a four 

step mechanism is developed for addressing the plight of nurse retention in healthcare 

environment. The four stages include; (1) assessing the need for change, (2) planning change, (3) 

implementing change, and (4) sustaining change. Each stage offers specific guidelines in the 

process of transforming the prevailing leadership in the healthcare environment. Besides, the 

transformed leadership is equipped with abilities to identify the causes of high rates of turnover 

among the nurses.  
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Nurse Retention Strategy 

Formulation of a proper nurse retention strategy accrues significant levels of necessity 

due to the considerable global challenges facing healthcare sectors arising from substantial 

shortages of nurses (Nurdiana et al., 2019). From the WHO worldwide nurse turnover figures, 

the rate of nurse shortages in the healthcare sector deteriorates rapidly. The escalating issues 

related to health concerns consider magnifying the general care (Efendi et al., 2019).  

In achieving universal healthcare equitability, the workforce's efficient capacity is needed 

(Collard et al., 2020). The healthcare workforce's sufficiency portrays the quality of meeting the 

globally defined epidemiological challenges and changing care demands. World Health 

Organization (WHO) shows a prediction of the critical requirement of nurses and social staff in 

the healthcare sector by the year 2030 (Putra et al., 2020). From the projections of the WHO, 

employment of 40 million people will help solve nurse shortages in the healthcare sector. In most 

countries, professionally educated nurses constitute the workforce's largest healthcare sector 

(Hariyati & Nurdiana, 2018). The professional nursing workforce is about half of the global 

workforce in the healthcare sector, thus leading to their imperative input in determining the 

healthcare quality in the world. In 2014, WHO portrayed a shortage of 9 million nurses in the 

healthcare sector to manifest (Tee & Scammell, 2018). With the inclusion of the 40 million new 

nurses in the workforce, WHO indicated the projection of the shortage of 7.6 million nurses 

would divulge in the year 2030 (Armstrong et al., 2017). The problem correlated with the nurse 

shortages predicted by WHO relate exceptionally to Africa and some parts of Asia (Jackson, 

2020).   

From the WHO estimations in 2018, a population of 21 million nurses exists globally 

(Dewanto, 2018). The number of nurses grows significantly despite the predicaments brought by 
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the 2008 financial crisis that impacted a considerable number of countries in the world (Hill et 

al., 2020). Among the world's nations, the distribution of nurses ranges from 3 million nurses in 

large world countries such as China, India, and the U.S. to under 5000 nurses in smaller 

countries such as Jamaica, Iceland, and Guinea (Zhang, 2017). From the WHO's research, many 

states have limited data about the trends, types, and distribution of the nursing workforce and 

other medical practitioners' information. The plight associated with nurse shortage achieves 

consideration in the contexts of global healthcare systems variations, the economy's capacity, the 

overall size of the population, and other essential healthcare professional requirements (Kline, 

2018). The issues affect the nature of nurse distribution mechanisms in the world. Besides, an 

effective nurse distribution methodology portrays to correlate effectively with the healthcare 

sector's proper organization. Thus, leadership in the healthcare sector shows the nature of the 

nurses' distribution by impacting nurse retention (Colwell, 2019). The aspect of nurse retention 

also constitutes the criteria tailored to offer a solution to the predicament correlated with nurses' 

shortage in the healthcare workforce.   

When considering workforce shortages globally, several factors are critical in addressing 

the problem (Razak et al., 2018). Firstly, a population of 90% of nurses in the total workforce is 

women (Razak et al., 2018). In regions such as the U.S., where there are multiple campaigns for 

the inclusion of men in the nursing workforce, the population of men in the nursing sector is less 

than 10%. Secondly, several nurses earn less than ordinary working people (Brooks, 2017). 

Considerable evidence indicates that male nurses make more than female nurses on an average 

basis (Razak et al., 2018). The nurses from minority ethnicity earn less compared to the nurses 

from the majority ethnicity (Phillips et al., 2017). The third aspects indicate the majority of the 

nurses to achieve employment within the hospital settings despite the significant approaches by 
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the international policies in primary healthcare (P.H.C.) strengthening. Lastly, most nurses are 

salaried employees but in some countries they are independent and self-employed professionals 

(Trotman, 2018). 

The stability of the healthcare workforce is influenced from the nursing unit. 

Accordingly, a stable nursing system portrays positive healthcare outcomes—most of the 

healthcare working population are nurses (Brinegar, 2017). Thus, the solution to healthcare 

predicaments correlated with nurses’ shortages is of paramount concern in the healthcare setting. 

The application of effective mechanisms linked with nurse retention strategies enhances the 

plight of nursing shortages in healthcare (Pelletier, 2019). As a result of nurse retention's 

escalated necessity in the society, effectiveness in the healthcare workforce enhances efficiency 

and induces the proper healthcare provision methodology (Nantsupawat et al., 2017). The 

seminar paper ascertains to identify the reasons for high rates of nurse turnover ad provide 

strategies for curbing the problem and thus enhancing nurse retention in healthcare environment. 

Background 

Historical Context 

From the dawn of the Golden Age in the 1800s, nursing services achieved a broader 

medical care demand due to identification of significance of nursing in the quality of care 

(Taunton et al., 2020). Medical care integration resulted in the specializations of care 

practitioners in pharmacy, X-ray, lab technician, and therapy (Taunton et al., 2020). Previously, 

nursing was poorly valuated because of its history associated with “female” vocation. At the turn 

of the 20th century, the medical model introduced nursing education. During this period, the 

nursing perspective changed from the "female" vocation to providing comfort to hopeless 
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patients and the dying ones (Armstrong, 2017). Thus, the nursing sector advanced and 

assimilated efficient mechanisms of professionalism. The application of science to medicine and 

nursing has resulted in an increment of demand correlated with nurses' technical and intellectual 

skills. The nursing education resulted in the nurses' technical mastery and strategies of disease 

management. Accordingly, the integrated skills of nurses in the healthcare sector have induced 

the extreme requirement of nurses (Brinegar et al., 2017). Currently, the population of nurses is 

more than half of the healthcare workforce. The increased rate of illness in the 21st century has, 

in turn, resulted in a considerable requirement of nurses. Furthermore, the high demand for 

nurses constitutes the aspect associated with nurse shortages (Collard et al., 2020).   

Evolution 

Before the 20th century, the feature of nursing achieved visualization as female vocation 

phenomena (Colwell, 2019). At the turn of the 20th century, nursing education was introduced by 

the medical model, leading to the change of the ideology showing nursing as the "female" 

vocation. In turn, the demand for nursing increased significantly. The rapid increase of nursing 

services also manifested due to nurses' technical skills arising from education (Collard, 2020). 

The nursing sector gained value over time and thus leading to considerable demand for their 

services that, in turn, induced shortages. The primary hospitals opened nurse training schools to 

supplement their working staff (Dewanto et al., 2018). 

In the 21st century, the field of nursing is well organized and efficiently coordinated 

(Efendi et al., 2019). A significant number of nursing schools have translated into many nurses in 

the healthcare sector (Efendi et al., 2019). The 21st century shows an extensive increase in the 

rate of illness among people. The rapid growth in the nature of disease contraction, in turn, 

induces an increase in the nursing services in an attempt to manage the conditions (Hariyati, 
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2018). Moreover, the high demand for nurses in the 21st century has prompted extensive 

recruitment of nurses in the healthcare sector. Similarly, significant rates of retention assimilate 

necessitation to enhance the solution to the problem of nurse shortages (Hill et al., 2020).   

Technical Details 

To assess the costs related to nursing turnover rates, a study by (Brinegar 2017) 

compared the data from four countries (Australia, U.S., New Zealand, and Canada). The results 

of the study were standardized in the U.S. dollars. From the survey, Australia reported higher 

turnover costs of $48790 (Jackson, 2020). The higher prices were due to the rapid rate of 

termination (constituted 50% of the indirect costs) and values in a temporary replacement 

(comprised of 90% of the direct costs). In the U.S., Canada, and New Zealand, the turnover costs 

were $20561, 26652, and 23711, respectively (Kline, 2018). The turnover rates also ascertained 

to vary across the countries. The following results achieved presentation in the study; 44.3%, 

26.8%, 19.9%, and 15.1% in New Zealand, U.S., Canada, and Australia. Consequently, the study 

concluded that the proportion associated with turnover costs was attributed to the aspect of 

temporary replacement and thus showing the necessity of nurse retention (Zhang et al., 2017).  

Gaps in Practice and Possible Causes 

The theory-practice gap is paramount in the nursing sector. Consequently, the gap 

emerges from nurses' struggle to integrate the knowledge attained from the academic 

environment to the clinical practice in the real-world setting (Kline, 2018). The nursing practice 

portrays to evolve from the traditional custom to an evidence-based profession. Despite the 

advancement, a disconnection exists between actual practice and the proposed best practice. 

From the suggestions of (Collard, 2020), the problem show clinical exercise to have sub-standard 
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patient care compared to the available scientific evidence. Moreover, the theory-practice gap 

ascertains to show recognizable disparities in the staff (Tee et al., 2018). 

Integrating relevant knowledge in nursing education constitutes a solution to the theory-

practice gap. Besides, the nursing workplace's existing technological and technical skills should 

achieve adoption in the education systems (Taunton et al., 2020). Thus, a significant tracking of 

the nature of education and the aspects available in the real-world should accrue manifestation 

effectively. In this way, the education systems will be relevant to the actual nursing practice. 

Moreover, the relevance of the education system and nursing practice will, in turn, translate into 

low rates of turnover (Razak, 2018). 

Problem Statement 

In the healthcare system, a contingent variation of nurses enhance in the entire healthcare 

system. The "hard" criterion correlated with the workforce's vacancies necessitated the 

application of unique problem solution mechanisms (Armstrong et al., 2017). The financial 

pressures ascertain to worsen the employment and the retention mechanisms of the nurses in the 

healthcare workforce. However, despite the significant challenges, some countries have inclined 

practical approaches that, in turn, facilitate the process of nurse retention in the healthcare 

workforce (Armstrong et al., 2017). For instance, the National Health Service (N.H.S.) of the 

U.K. accrues positive outcomes in retaining the nursing workforce due to the governmental 

approaches to promote the healthcare workforce. The plight associated with healthcare 

leadership, in turn, leads to the problem of nurse retention in the workforce. Besides, nurse 

retention challenges facilitate the imperfect nature of healthcare services in the affected countries 

(Brinegar, 2017). The problem associated with nurse retention impacts the developing countries 

globally, especially in the regions of Africa and some parts of Asia. Thus the application of 
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several strategies energizes the process associated with the solution of the nursing predicaments 

in the world (Brooks, 2017). 

The staff planning projections ascertains to offer a definition correlated with nursing 

shortages in society (Collard et al., 2020). The estimations establish the gap associated with the 

number of required nurses and the available workforce. From the research and definition 

endeavors of the WHO, nurse shortages correlate with the number of nurses per head of the 

general population targets (Colwell et al., 2019). The target described in this case inclines the 12 

infectious diseases, maternal and birth healthcare, and non-communicable health specifically 

meant to translate into Sustainable Development Goals. The study results enhanced by utilizing 

the national data, which estimated a 7.6 million shortfall in the global workforce by the year 

2030 (Dewanto, 2018). However, the shortfall indicated a disproportionate impact on regions of 

Africa and low-income countries in the world. Many healthcare systems portray to constitute 

earnmarks for their healthcare systems established to be beyond the minimum targets associated 

with creating the appropriate nature of nurse retention and the national level staffing planning 

projections (Efendi et al., 2019). In the high-income O.E.C.D. Member countries, only five 

countries out of the 31 member countries, offered a modeled demand concerning the healthcare 

nurse supply in 2025. The five countries (Canada, Australia, U.K., and Ireland) inclined a 

prediction of nurses' shortages while the U.S. offered a forecast of the surplus concerning the 

qualified nurses (Hariyati et al., 2018).   

The trend related to the problem of nurse shortages proposes the inclusion of effective 

mechanisms of nurse retention. Consequently, the average cost associated with the turnover 

establishes to range from $37700 to $58400 for registered nurses (RN) (Hariyati et al., 2018). 

The data correlated with turnover cost correspond with the nurse recruitments and retention firm 
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offering the N.S.I. Nursing Solutions. The figure examined constituted the data from the year 

2011 to 2015. The R.N. turnover induced a range of hospital losses that ranged from $5.2 million 

to $8.1 million (Hill et al., 2020). However, each R.N. turnover percentage saved the hospitals an 

additional amount of $373200. The figures associated with R.N. Retention and the nurse 

shortages incorporated a malicious insinuation about the trending aspects related to various 

features in the healthcare sector (Jackson et al., 2020). The U.S. hospitals reported a vacancy rate 

of 10% and more. The R.N. vacancy rate in 2016 attained 8.5% consideration, which inclined a 

representation of a 1.3% increase compared with the previous year. Thus, the hospital should tilt 

a particular focus to implement a nurse retention strategy to improve the available figures (Kline, 

2018). Accordingly, 84.8% of the world healthcare organizations view the aspect associated with 

retention as the key strategic imperative in facilitating the reduction of nurse shortages. The 

retention methodology should thus veer towards the operational practice criteria concerning the 

available mechanisms for reducing nurse shortages (Nantsupawat et al., 2017). Besides, 51.5% 

of healthcare centers show a formal methodology of retaining the available healthcare workforce. 

Nurse retention strategies achieve effective perception by top-performing organizations. 

Thus, the exceptional quality of care depends on the hospital leaders' capabilities in retaining 

experienced R.N.  in the hospital workforce. However, from 2011 to 2020, 55% of nurses in the 

U.S. have attained their retirement age (Brooks, 2017). Accordingly, the phenomenon has 

heightened recognition of the need for hospitals to assimilate effective retention strategies. Seven 

cases of publicly recognized hospitals included exceptional means of nurse retention in their 

program. The organizations displayed the aspect correlated with the mix of the retention 

strategies and thus inclining as the top-performing organizations (Nantsupawat et al., 2017). 
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Therefore, nurse retention attains a positive definition criterion from high-performing healthcare 

organizations (Pelletier, 2019). 

Importance of the Problem 

Nurses are the most valuable resources in the healthcare environment, thus displaying 

their retention as a remarkable phenomenon in ensuring the effectiveness care (Tee et al., 2018). 

However, the growing shortage of nursing staff creates considerable challenges in the healthcare 

sector. Thus, nurse retention shows a positive impact on facilitating effectiveness in healthcare 

organizations (Phillips, 2017). Integrating nature correlated with nurse retention and leadership 

in the healthcare setting constitutes a remarkable influence. The manner of employee 

sensitization and organization of various healthcare system units seems to include a favorable 

implication in facilitating nurse retention (Putra et al., 2020). 

The turnover of nurses inclines as a global concern in the healthcare organizations in 

contexts associated with safety, the effect on quality, and the nature of the work environment. 

Accordingly, healthcare organizations constitute multidisciplinary organizations containing 

customers and employees at multiple levels (Zhang et al., 2017). The nurse managers' 

effectiveness ascertains to play a significant role in facilitating the aspect associated with nurse 

retention in healthcare organizations. Nurse retention portrays to be directly proportional to the 

quality of patient care. The factors correlated with nurse retention accrue a definition describing 

three determining factors (Trotman, 2018). The three determining factors are role oriented, 

organizational, and personal. The varied nature of nurse retention's critical factors shows the 

multifactorial nature of nurse retention. The plight of nurse shortage illustrates many individuals 

to be a condition experienced worldwide (Zhang et al., 2017). The problem has a severe impact 

on integrating quality care provision in healthcare organizations. Therefore, the nurse retention 
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strategy necessitates sufficient identification of the problems inducing the plight. By identifying 

the factors triggering nurse retention, healthcare organizations' management attains the capacity 

to integrate mitigating approaches, thus resulting in an effective methodology of controlling the 

problem of nurse shortages in the hospital setting (Pelletier et al., 2019). 

Furthermore, the mitigating factors should be inclined to enhance job satisfaction in the 

work environment, thus inducing the elimination of the primary cause correlated with the 

turnover rates of nurses. Job satisfaction achieves a significant linkage with the nature of nurse 

empowerment in the work environment. The empowered nurses display the aspect associated 

with substantial performance levels in the workplace setting (Nurdiana et al., 2019). Nurse 

Management and leadership constitute capacities for inclining effective work performance in the 

execution of various workplace tasks. Thus, a significant need for reshuffling leadership schemes 

in the healthcare sector accrues necessitation (Brinegar, 2017). The methodology of leadership 

shaping should increase the efficiency associated with the nature of work facilitation in the 

nursing work environment.   

Hospitals and other healthcare facilities suffer from the high rate of staff turnover; 

considering the hospitals in the U.S., the turnover rate accrues association with the nurse inclines 

averages of 14.2% and 19.1% surgical nurses (Putra et al., 2020). The high levels correlated with 

the percentage of nurse turnover divulge to induce an aspect associated with recognizing the 

nursing staff significant problems in work execution in the societal setting. Consequently, 57 

countries have portrayed a notable feature related to the difficulties arising from nurse retention. 

From the global perspective, the nurse turnover rates attained reporting in 2020 are as follows; 

12% in England and 16% to 44.3% among the European countries (Coyne et al., 2020). In 
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Canada, the turnover is approximated to have a value of 17.1% (Putra et al., 2020). From a 

global perspective, most developed countries have a moderate turnover rate of 13% - 25% range.  

Consequently, the global perspective's turnover range veers from the categorization of 

medium – to – high criterion (Armstrong et al., 2017). Besides, healthcare organizations 

assimilate establishment to spend additional amounts of money, replacing the nurses ascertained 

to leave their work environment by identifying the nature of turnover. Healthcare professionals 

in various levels of professionalism inclines strategies specifically meant to translate into 

rectification of the essence linked with the dismal results related to the rate of turnover in the 

healthcare sector (Brooks, 2017). 

Problem Intervention 

The consequences of nurse shortages constitute significant levels of magnitude, thus 

necessitating international attention in facilitating the correction mechanisms (Collard et al., 

2020). Most countries have ascertained to determine the nature associated with the problem of 

nurse retention in their countries by performing supply-demand gap projections. The developed 

economies that have attempted to assess the impact of nurse shortages evident in their countries 

include; Australia, the U.K., Canada, and the U.S.  U.S. (Colwell et al., 2019). The negative 

implications correlated with the shortages in the nursing workforce attain well documentation in 

less developed countries. Nurse turnover seems to constitute many individuals in organizational 

and societal settings with essential antecedents. The remarkable number is indicated by WHO to 

have causal and correlational influence concerning nurse retention existing models appeals 

significantly and thus insinuating an overlap from the broader human resource nature correlated 

with the aspect of overlapping (Dewanto, 2018). The pressing issue associated with the 

development of interventions specifically meant to translate into the correction of nurse 
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retention's plight inclines as the primary concern for the nurse managers and the human resource 

managers (Efendi et al., 2019). The interventions seem to accrue gearing towards addressing the 

issues associated with reducing turnover and increasing nurse retention. In the year 2000, a 

significant policy of initiatives appeared to accrue inclination in enhancing nurse retention in the 

societal setting.  

Moreover, in the recent nursing retention methodology, many strategies appear to attain 

application in inclining a transformational impact concerning nurse retention (Hariyati et al., 

2018). The appraisal guidelines correlated with the nurse retention aspect cuts down the nurse 

turnover rate in workplace environments. Furthermore, the adopted strategies tilted towards 

enhancing the elements of retention establish to effectively promote the aspects available in 

various intervention programs specifically meant to play down the significant factors associated 

with the nature of nurses' character in the societal setting (Hariyati et al., 2018). 

Consequently, effective management of the aspects associated with the human resource 

translates into exceptional nurse retention conceptualizations in promoting effectiveness group 

practices (Hill et al., 2020). The reported strategies promoting nurses' retention in the workplace 

setting ascertain to correlate with the performance-based reward system. The system establishes 

to encourage the nurses' motivational aspects and promote the effectiveness related to work 

execution in the workplace setting (Kline, 2018). Similarly, retention of the resources inclines as 

the additional means of promoting the aspects of retention. Moreover, the efficient retention 

strategy should consider the nature of the literature-based human resource and the nurses' roles in 

the work environment (Nantsupawat et al., 2017). The preliminary review undertaking 

concerning the management of the potential assessment promotes effectively the feature 

associated with nursing size reviews. Moreover, the inclination of significant motivational 
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factors achieves consideration to enhance the reduction of turnover rate associated with adults in 

the societal setting (Nurdiana et al., 2019). 

Purpose of the Project 

The purpose of the current seminar presents a research on the causes of high rates of 

nurse turnover and provides effective retention strategies that can attain implementation in rural 

healthcare programs. Besides, the project offers an excellent overview correlated with the nurse 

shortage implications to economic growth and the causes of the significant turnover of nurses 

(Nurdiana et al., 2019). The leadership strategies incline as the determining factor correlated with 

the nature of retention in the societal setting. Thus, the transformation of various leadership 

methodologies establishes the determining factor in facilitating remarkable retention in the 

workplace environment. In integrating transformational healthcare leadership, considering the 

nature associated with the triggering factors for high turnover rates achieve considerable analysis 

in the societal setting (Pelletier et al., 2019). The exceptional methodologies of analysis of the 

prevailing features inducing low retention of the nurses incline in establishing the alternative 

approaches promoting the analytical impact of the effective retention programs (Phillips, 2017). 

The current seminar paper offers much evaluation of the importance associated with the 

incorporation of the nurse retention strategy (Putra et al., 2020). Accordingly, the nurse retention 

strategy appears to facilitate the effective integration of various approaches tailored to enhance 

efficient means of eliminating the healthcare environment's high turnover rate. Moreover, the 

high rate of turnover inclines significantly to the problems prompting quality reduction. The 

reduced quality in the workplace setting ascertains to correlate with reduced healthcare outcomes 

(Razak, 2018). Thus, efficient administration means to attain capacities in proposing effective 

nurse retention measures through healthcare leadership. Accordingly, the paper will address the 
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solutions correlated with the aspects of retention in the societal setting. As one of the answers, 

the report presents the nurse retention strategy element in the acute care rural community 

hospitals (Tee et al., 2018). The approach strategy shows significant outcomes in inclining 

effectual elimination of the predicaments associated with nurse retention in the societal setting. 

The overall rate of nurse turnover in the healthcare environment ascertains the reduction by 

integrating distinctive aspects of nurse retention strategy in the community based acute care 

hospitals.  

Moreover, the paper seeks to propose a change that will induce the healthcare system's 

transformation and improve quality in the hospital setting (Trotman, 2018). The proposed 

changes ascertain enhance a strategy termed as a new strategy for growth and integration of the 

healthcare outcomes. Furthermore, in portray associated with the nature of the healthcare 

environment's adjustment, an implementation plan related to integrating the new strategy 

manifests significantly. The implementation plan features the aspects correlated with leadership 

integration in the healthcare sector (Zhang et al., 2017). 

Theoretical Framework 

Leadership-Motivated Excellence Theory (LMX-T) 

In enhancing nurse retention, the seminar paper has addressed the significance associated 

with the Leadership-Motivated Excellence Theory (LMX-T) (Kester, 2020). The theory is an 

extension of the original member exchange theory (LMX), which attained the labeling of LMX-

T. The LMX theory proposes a method in which leaders assimilate the development of the 

differential relationship with the staff to integrate the nature of interactions and thus improve role 

expectations (Shinners et al., 2017). The quality associated with the resource and reward also 
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accrues inclination in the theory requirements. However, the nature of employee rewards 

assimilated by the theory mandate appears to influence the mechanism correlated with the 

varying quality in nurse and leadership management relationships. Concerning the LMX-T 

theory dictates, the administration constitutes the capacity to implement a unique alliance with 

the capable employees in influencing the exceptional address of shared problems in the 

organizational setting (Evans, 2018). In the event, an alliance attains formation between the 

subordinates and the organization's managers, the excellent means of performance in the 

organization deems to emerge. Moreover, an alliance appears to enhance the mechanism of 

problem solutions in the organization. Also, the organization constitutes the capacities of solving 

such problems effectively and their initiation or even device a plan that can prevent similar 

problems from emerging in the future (Nascimento, 2019). Consequently, the aspect is possible 

due to the existence of the problem-solving mechanism in the theory criteria. Moreover, LMX-T 

theory portrays to increase the nature associated with communication in the healthcare 

organization. The feature of communication increases nurses' job satisfaction in the organization 

and thus inducing a productive team in the process of taking care of the patients (Mollohan, 

2016).  

In the LMX-T theory, the responsibility associated with managing employees inclines to 

be of paramount importance. The theory dictates to integrate the nature of management and thus 

results in the employees who have competent managers in the field of nursing (Land, 2020). 

From the nature of the theory, the managers' position in the workplace appears to be of two parts: 

business unit technical administration regarding the mission of the organizations and the direct 

reports leadership criteria (Clapp et al., 2020). In the current healthcare management system, 

managers appear to be more competent in the technical part than the top part concerning the 
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healthcare environment's mandate. Consequently, employee engagement appears to enhance 

rapidly, thus inducing the phenomenon correlated with productivity improvement in the nursing 

unit (Joes, 2019). 

The theory dictates the LMX-T portrays three remarkable aspects in enhancing efficacy 

in developing the new leaders in the workplace setting. The three proposed tactics from the 

theory dictate include; (a) changing the nature of the rewards, (b) enhancing the nature of the 

skills, and (c) recognizing the feature associated with effective model behaviors and thus 

enhancing its integration in the healthcare environment (Lengerich, 2017). To realize the 

qualities defined in the tactics, the refined nature of leadership proposes effective assimilation, 

thus inducing remarkable leadership enhancement in the healthcare sector. The motivational 

aspect proposed in theory dictates that it appears to enhance the nature correlated with promoting 

an evaluative aspect in ensuring effective work execution techniques in the healthcare sector 

(Scammell et al., 2016). LMX-T theory proposes effectiveness criteria in enhancing remarkable 

leadership member exchange in the process of inducing significant output in the nursing sector. 

Accordingly, the leadership exchange methodology appeared to enhance the exceptional 

retention of nurses in the healthcare sector. Moreover, the theory proposed the aspect correlated 

with informing the employees of the possible changes that will take place in the future. The 

process facilitated the approach of enhancing the retention of the employees in the healthcare 

sector (Hill et al., 2020). Employee retention enhances from the feature portraying the nursing 

unit members to be aware of the guidelines associated with the nature of their job in the future 

and thus coming up with a remarkable conclusion of preparing their mindset with the eminent 

future changes in the healthcare sector (Ulep et al., 2018). 
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Besides addressing the aspect of nurse shortages in the healthcare setting, the theory 

proposed the criteria of addressing various factors leading to the emergence of the aspect 

correlated with nurse shortages in the healthcare environment (Mooring, 2016). The theory 

dictated the fact of addressing the nurse shortage problem from its roots instead of looking at the 

mere outlook of the problem without ascertaining the possible emergence roots of the 

predicaments (Wunnenberg et al., 2020). Thus, in the process of addressing the plight correlated 

with nurse shortages, the possible causes of the problem attained consideration in the current 

seminar paper as follows; 

Nurse Faculty Shortage 

In 2012, nursing faculty schools appeared to turn away the qualified applicants who 

included 79,659 individuals resulting in significant problems in the nursing sector (Blay, 2020). 

The reasons for the decision appeared to constitute; (a) faculty limited number, (b) space of the 

classrooms, (c) limited clinical sites for the students, (d) constraints associated with the nature of 

budgeting, (e) the issue correlated with clinical preceptors (Aluwihare‐Samaranayake, 2018). A 

considerable number of nursing personnel portray to be part of the aging RNs population. Thus, 

without the new workforce coming from the faculty, the nursing team portrays the capacities of 

declining considerably in the healthcare setting. Therefore, the nursing sectors portray the 

minimum capabilities of expanding to meet the healthcare sector's demands (Blay, 2020). 

Moreover, the students' clinical sites appear to be among the factors that ascertain to affect the 

aspect associated with the nature of nursing shortages in the healthcare environment. Because 

most hospitals are to be under the problems related to nursing shortages, a limited staff deems to 

be available for enhancing the training of the RN students (Echoles et al., 2016). Accordingly, 

more RN students with limited knowledge in enhancing facilitation of the clinical mandate 
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establish not being at a position of solving the plight correlated with nurse shortages in the 

healthcare setting (Farahani, 2016). 

The factor related to lack of confidence in the nurse faculty deems to afflict multiple 

solutions to the problems related with nurse shortages. In the event the nursing faculty shows to 

lack confidence, the nursing students portray to be affected to a large extent (Nguyen et al., 

2019). Thus, the nursing students appear to necessitate a faculty team with multiple confidence 

levels in enhancing the realization of many levels of motivation to the students. Besides, 

confidence in teaching will help the students connect the faculty teachings with the actual 

practice in the field of nursing (Lyon et al., 2020). Moreover, the healthcare landscape portrays 

to be changing periodically. Thus, a significant nursing sector with exceptional confidence levels 

is required in teaching the nitty-gritty related to the changing healthcare setting to the nursing 

students. In this way, the nursing students will be aware of the mandate associated with 

executing their jobs in the healthcare setting. In the event of employment, the students deem to 

execute their jobs effectively in the nursing environment (Staples, 2018). 

Shortage of Nurses 

According to the Bureau Labor Statistics, projections between the years 2014 and 2022 

indicate the fact that 1.2 million vacancies will be available in the nursing sector in the year 2030 

(Kester et al., 2020). The nature of the scarcity appeared to be twice compared to introducing the 

Medicare and Medicaid programs in the U.S. The baby boomer generation appeared to create 

additional problems in the healthcare environment about the nature of aging care (Eckerson, 

2018). The problems emerges because displaying the RNs to constitute the largest unit in the 

healthcare workforce. The RNs form approximately three million nurses in the U.S., establishing 

the nursing sector to be more than half compared to the total healthcare workforce (Schroyer et 
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al., 2020). The shortage appears to arise due to the significant number of the aging population 

and chronic diseases among the patients. Similarly, the nursing schools' limited capacity appears 

to intensify the problem correlated with nurse shortages in the healthcare environment—patients 

who have chronic illness display to necessitate nursing services considerably (Lakshman et al., 

2016). Thus, the nursing services' increased demand ascertains to intensify the problem 

associated with the nursing shortages ion the healthcare setting. 

The aging population of patients portrays to be one of the elements influencing the aspect 

correlated with nurse shortages in the healthcare setting. Besides, aging ascertains to be 

dominant in the healthcare workforce, which tends to afflict work facilitation in the healthcare 

setting (Kirkham, 2016). The aging population in the workforce constitutes limited capacities in 

executing tasks in the healthcare setting. Similarly, the older nurses display to retire from the 

workplace environment, reducing the number of available nurses to attend to the patient's 

predicaments. Thus, the limited capacities in job execution appear to magnify the plight of nurse 

shortages in the healthcare environment (Chicca et al., 2019). Approximately a population of one 

million nurses portrays to be over the age of 50 years in the U.S. In the next 10 to 15 years, a 

higher number of retirements among the nurses is portrayed to enhance in the U.S., thus 

afflicting considerable aspects of workforce sustainability (Blay, 2020). Therefore, a significant 

need for nurses' employment enhances the establishment of the replacement of the retired 

workforce in the healthcare setting (Pillai et al., 2018). The inability to facilitate the supply of 

nurses in the healthcare setting promotes the problem correlated with effectual healthcare 

enhancement. Thus, a considerable requirement for the healthcare workforce's recruitment and 

maintenance facilitates to maintain sustainability in the nursing unit. In improving the nursing 

unit's recruitment and retention, the capacities for the facilitation of exceptional strategies for 
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maintenance appear to enhance effectiveness (Lusiyana et al., 2019). Moreover, the proposed 

strategies should seek to effectively match the demand and the supply of nurses in the healthcare 

sector. 

Nursing shortages worsen the patient safety by reducing the workforce necessary for 

providing patient care. In healthcare, higher nurse ratios display to be necessary to enhance the 

management of infections correlated with the urinary tract and surgical infections, thus 

demanding an increased rate of nurse admissions (Lyons et al., 2019). However, this aspect is 

said to be associated with significant problems, leading to an extensive gravity associated with 

the plight of nurse shortages in the healthcare environment. The correlation exists in the 

healthcare sector between the workload and the quality of care established to enhance a 

definition of nature related to nursing's feature in an effective manner of work facilitation 

(Weaver, 2019). The fabulous insinuation emerges, displaying the healthcare workforce to 

incline limited output due to the considerable workload in the healthcare environment. The 

nurses with more patients display to have fewer resources to enhance the rate of work execution, 

thus insinuating the aspect associated with providing the limited quality of quality in terms of the 

services offered to the patients in the healthcare setting (Jackson et al., 2016). Therefore, the 

administrators in the hospital environment should view the nature correlated with the workload 

of the RNs. However, this kind of aspect portrays difficulties in the process of execution, thus 

inducing considerable limitation in output determination among the nurses in the healthcare 

environment. The difficulties emerge as a result of the significant financial constraints facing the 

healthcare sector. Moreover, the financial constraints ascertain to intensify the span associated 

with the job complexity among the nurses and the managers in the hospital setting (Cramer et al., 

2018). The job complexities appear to control the limit related to the success of the nature of 
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work facilitation and output, leading to the decrement of job satisfaction among the nurses and 

employee performance. 

Nursing Turnover 

Workplace and nurse turnover refers to the rate at which the organization loses or gains 

its employees. The turnover refers to the capacity in which the employee stays in the workplace 

setting. In the U.S., the calculation of the employee turnover costs attains facilitation annually 

(Stimpfel et al., 2020). The two types of turnover portray to facilitate in the workplace setting; 

the voluntary and the involuntary employee turnover. Consequently, each type of turn displays to 

have its causes and implications in the workplace setting. In exploring the nature of nurse 

turnover, it is necessary to understand the underlying causes of employee turnover in the 

workplace environment (Hardy, 2019). Cognition of the aspects associate with nurse turnover 

appears to be significant due to the prevailing problems of nurse shortage and high turnover rates 

in healthcare organizations. Nursing turnover costs in any hospital setting establish to range from 

$10000 to $88000 as per each nurse's requirements (Blay, 2020). High rates of turnover among 

the staff are deemed voluntary, thus leaving the aspect associated with primary employment in 

the nurse position and thus inclining to the percentage of 12% to 50% in any place of the world 

(Heale et al., 2018). The company portrays considerable means of getting involved in the 

decisions associated with nurse turnover in the workplace setting. Understanding the causes 

leading the employee leaving the workplace setting ascertains to be essential for the management 

to reduce the high costs of turnover in the nursing sector (Dalby et al., 2020). 

Labor costs associated with developed countries such as Canada, U.S., and Australia 

portray the healthcare sector to be affected by the high rates of employee turnover. The nature of 

employee turnover ascertains to be the primary causative factor in inducing significant employee 
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shortages in the workplace environment (Scammell et al., 2019). The U.S. had the highest 

turnover rate, which was of 41%, followed by Canada with a rate of 32.9%. However, the 

WHO's data ascertained that the high rates of turnover are a problem to the international 

community as opposed to the significant focus on the plight of the U.S. In the year 2014, 

Australia displayed a rate of 1.4% turnover every month, which induced significant problems in 

the healthcare sector (Murray et al., 2016). Similarly, the common issues associated with the 

high rates of nurse turnover are dominant around the world, thus afflicting a vast number of 

countries. The problems associated with the high turnover rates show the varied nature of 

implications due to the differences in the labor markets' norms in different countries (Labrague, 

2020). The nature of the effects arising from the high rates of nurse turnover shows significantly 

correlated with implanting exceptional interventions tailored to facilitate the process of nurse 

retention in the healthcare setting (Holland et al., 2019). 

Despite the numerous approaches to solve the problem, nurse shortages still display 

dominance in the world set-up. In the process of aiding the mechanism of improving the nature 

associated with the significant rate of nurse turnover, senior nursing leaders are necessitated to 

assimilate extraordinary measures specifically meant to induce monitoring, development, and 

implementation of the nurse retention strategies in the healthcare environment (Thompson et al., 

2019). Given the gravity associate with the plight of nurse retention, a remarkable aspect has 

been established that there is no particular strategy that contains the capacities of solving all the 

problems associated with the high rates of nurse turnover. Thus, in addressing nurse turnover's 

predicament, the hospital management accrues the requirement to assimilate a comprehensive 

approach constituting various measures (Hopson et al., 2018). In this way, the hospital setting 

will be able to address various issues associated with the aspect of nurse retention in the 
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healthcare environment and thus promote a motivational aspect to the employees. Moreover, the 

feature associated with nurse retention achieves exceptional advancement in the workplace 

setting due to the increment of job satisfaction arising from the workplace setting's managerial 

impact (Heywood et al., 2018). 

Job Satisfaction 

The low rate of job satisfaction among the employee is one of the core reasons inducing 

the plight correlated with the high rate of nurse turnover in the workplace setting (Mester, 2018). 

The decreased nature associated with job satisfaction portrays considerable inefficiency among 

the employees, leading to low-quality output. The nature correlated with the inferior quality 

output relate effectively with an employee quitting their job (Maryniak et al., 2017). Besides, the 

nurses in the healthcare environment shows high workloads to induce the aspect associated with 

limited job satisfaction and the incompetency in the process related to the facilitation of job 

execution. Moreover, the high rates of employee turnover ascertain to reduce the morale of the 

employees, leading to the diminished rate of employee engagement in the process correlated with 

facilitation of the aspect associated with job execution (Oloruntola-Coates, 2020). Organization 

leadership constitutes a significant role in facilitating the plight solution correlate with low rates 

of nurse satisfaction in the workplace environment. The organizational leaders have the mandate 

of increasing the aspects related to employee motivation to increase employee satisfaction. 

Consequently, the organization employees can reduce employee workload in an attempt to 

increase the rate of turnover among the employees in the workplace setting (Uthaman et al., 

2016). 

The remarkable strategy associated with nurse satisfaction improvement identifies the 

factors associated with the nurses' lives both inside and outside of the nurse environment (Baker, 
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2016). The healthcare leaders constitute the mandate of using the strategy associated with work-

life balance to facilitate retention and engagement of the employees in the workplace 

environment. The approach associated with the utilization of the mechanism of work-life balance 

is regarded vital in enhancing the methodology of employee retention in the workplace 

environment (Rikhotso et al., 2019). Moreover, the work-life balance approach indicates the 

capacities associated with integrating the nature correlated with employee motivation in the 

workplace environment. Increasing the aspect associated with employee retention offers the 

capacities of translating into a solution to the plight correlated with nurse shortages in the 

workplace setting (Aamir et al., 2016). 

The aspects of employees leaving the workplace environment ascertain negatively affect 

the organization in terms of overall expenditure. A significant number of nurses have been 

established to leave the organization in the event where their values and beliefs are not inclining 

with the organization's mode of practice (Addor et al., 2017). In nurse turnover, the hospitals are 

incapable of handling the nurse requirements effectively, thus leading to significant challenges in 

enhancing the provision of quality services in the workplace environment. The low morale in the 

workplace setting also enhances as a result of the loss of individuals and organization capacities 

of work execution in the workplace setting (Brook, 2019). However, the adoption of exceptional 

nursing ratios and teams in facilitating work execution portrays a mandate for excellent work 

facilitation in the workplace environment. Accordingly, the enhanced methodology of work 

facilitation in the healthcare setting appeals to effectively integrate the capacities associated with 

the rate of nurse turnover and job satisfaction in the workplace environment (Lee et al., 2018). 

The increased rate of job satisfaction appeals to positively impact patient care capacities and thus 

lead to remarkable work execution in the healthcare environment. 
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Organizational Overview 

The rural hospitals are affected most from the problem of nurse shortages. The plight of 

nurse shortage appears to afflict the nature-related with the quality of care offered in the 

healthcare environment (Li et al., 2018). Besides, the rural hospitals constitutes minimal 

resources that can be applied for enhancing the quality of services in the organization. Thus, the 

low-quality services and equipment available in the rural hospital deem to translate into a lack of 

job satisfaction among the nurses (Coyne, 2020). The limited capacities of satisfaction translate 

into an escalated level of turnover among the nurse employee in the hospital setting. The high 

turnover rate constitutes the capacities of translating into nurse shortages and thus afflicting the 

healthcare setting considerably (Washeya et al., 2018). 

The management of rural hospitals portrays a lack of practical training concerning the 

aspects of employee maintenance (Fisher et al., 2016). Thus, low employee coordination 

methodologies translate into a limited capacity associated with employee engagement in the 

workplace setting. The leaders establish to lack the aspects crucial in integrating exceptional 

employee coordination in the workplace environment (Wei et al., 2018). Consequently, the 

limited nature of employee coordination deems to translate into poor service delivery in the 

healthcare environment. Besides, the reduced morale towards work facilitation deems to induce 

the aspect correlated with limited job satisfaction among the employee, leading to a considerable 

number of the employees leaving the workplace setting (Neeley et al., 2017). Furthermore, the 

employee deems to have limited motives towards the work environment's efficiency and thus 

visualizing the nature of their job to constitute minimal impact on the aspects of improving the 

quality of human life (Pine, 2018). The limited nature of job efficacy in the healthcare setting 
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among the employee appears to translate into significant rates of employee turnover in the 

workplace environment. 

The high rate of nurse turnover appears to affect the hospitals, patients, the nurses 

themselves, and the country leadership. The hospital management has the mandate of ensuring 

the effectiveness of the hospital's services in terms of improving the healthcare outcome. The 

high rate of nurse turnover display affects the capacities of the leaders, ensuring excellent service 

delivery (Kossivi et al., 2016). The available workforce cannot effectively manage all the patient 

requirements despite the leaders' attempt to facilitate effective coordination in the workplace 

environment. Consequently, the nurse unit accrue a considerable work overload in inclining 

exceptional service delivery in the workplace (Heaslip et al., 2017). The work overload 

ascertains to be directly proportional to poor service delivery in offering clinical aid to the 

infirmities of the patients in the healthcare setting. The patients appeared to be affected 

considerably with inadequate quality services from the nurses' limited capacity in the workplace 

environment (McCay et al., 2018). Moreover, some patients were established to constitute no 

nurses to attend to their problems. Thus, the nurse unit appeared to fail considerably in their job 

execution concerning improving the quality of care administered to the patients. Furthermore, 

poor patient care translated into the low quality of life among the societal setting of patients 

(Wakerman et al., 2019).   

The nurses also to be affected by their actions of quitting their job. Most nurses leave 

their place of work to find more satisfactory and lucrative work (Gensimore et al., 2020). 

Sometimes the real appeal to being different and thus leading to the nurses being unemployed. 

The nature of unemployment portrays to deprive the nurses of the nurses' income, which they 

can utilize to achieve a decent life in the societal setting (Baik et al., 2019). Besides, the nurses 
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and their families deem to live a life of struggling due to limited finances to support their 

families. Moreover, the aspect associated with struggling shows to manifest considerably in 

several places of the world, thus establishing a considerable percentage of the number correlated 

with nurse turnover (Kester et al., 2018). Furthermore, the unemployed nurses' dismal life 

conditions constitute a negative impact on society. The young population in society deems to 

lose the sense of working hard to join the nursing unit. Thus, the aspects reduces the number of 

nurse students joining the nursing career in the societal setting, thus intensifying the problem 

associated with nurse shortages (Clapp et al., 2020). 

Moreover, a particular country's leadership is affected considerably from the limited 

output in terms of performance of the units of leadership arising from the aspect correlated with a 

high rate of nurse turnover (Fray et al., 2017). The country's leadership establishes to offer an 

insinuation of transforming various services of the country, especially the healthcare services. In 

healthcare transformation, the leaders propose integrating a unique mechanism of care provided 

to all individuals in society and enhancing the sustainability of care services. However, the plight 

of nurse services provision and integration establishes the leaders' limited capacities to perform 

their mandate (Kozeny et al., 2019). Thus, the leaders fail in their promises of solving the 

problems facing the residents of the country. The nature of the healthcare services in a particular 

country points to diminishing considerably due to high rates of nurse turnover in the country 

(Ervariawati et al., 2019). 

Consequently, in organizational leaders attempting to address the problems associated 

with nurse shortages, considerable barriers manifest considerably. For instance, the problem of 

nurse shortages necessitates the application of colossal sums of money (Nelson et al., 2017). The 

healthcare centers appear to accrue the dismal allocation of finances from the organizational 
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leaders and thus shows the leaders' limited nature to integrate the mechanisms of service 

delivery. Besides, the limited finances appear to translate into minimal resource availability to 

transform job execution in the nurses' workplace setting (Kort et al., 2018). Therefore, poor 

patient care and the limited resources reduce the morale of nurses towards work and thus leading 

to high turnover rates. Similarly, the hospitals are affected by the predicament associated with 

limited capacities of the leader's leadership skills to facilitate the nurses' engagement in the 

workplace environment (Xu et al., 2016). The limited nature of nurse engagement portrays the 

aspect related to minimal outcomes in the workplace setting. The leaders translate to fail to 

ensure patient-nurse coordination in the process of integrating the healthcare outcomes. The 

limited nature associated with patient-nurse coordination translates into a poor relationship in 

delivering healthcare services, leading to the facilitation of low-quality services in the workplace 

setting (Huston et al., 2018). 

Consequently, the problem needs to be addressed effectively to ensure exceptional output 

in the workplace setting. To address the process of nurse shortages and the limited rate of nurse 

retention, the aspect associated with determining the reasons related to the high rates of 

employee turnover in the workplace environment appears to be significant (Faraz, 2016). 

Moreover, the means integrated for the solution of nurse turnover should seek to integrate the 

nature and the level of employee satisfaction in the workplace setting. By increasing the nature 

associated with satisfaction, nurses display to be able to execute their tasks (Woodworth et al., 

2016). The motivated nurses improve the healthcare outcomes in terms of quality and 

sustainability of healthcare services. Furthermore, the healthcare environment's improved 

outcomes reduce pressure on the leaders in work facilitation significantly. Thus, through the 

reduction of pressure, the leaders can concentrate on expanding the diversity of healthcare 
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services and thus leading to the provision of healthcare services to all individuals of the 

community (Bittner et al., 2017). In this manner, the leaders will be able to integrate the 

healthcare services in their respective countries. 

In the process of implementing the program, major sponsors include; the government 

agencies, community-based association leaders, and the human rights association. The 

government agencies support implementation of the project out of the desire to transform the 

lives of the nurses in the community. Besides, the community based association has an utmost 

desire to ensure equitability and fairness in the society. Thus, the associations work to eliminate 

injustices in the healthcare setting leading to high rates of employee turnover and thus supporting 

implementation of the project. Moreover, the human rights associations have the mandate of 

ensuring the workplace conditions are favorable for the workers in the society. Therefore, the 

human rights associations seek to transform the lives of healthcare workers in the society. 

However, the threats such as lack of funds for implementation challenges the mechanism 

associated with integration of the program. It is important to address such problem because the 

aspect of change is necessary to revert the current conditions of high rates of nurse turnover in 

the workplace environment.  

In an organization, work satisfaction enhances retention of employees. Thus, high levels 

of nurse satisfaction lead to effective retention whereas low levels of satisfaction leads to poor 

retention abilities. The low rate of job satisfaction among the employee is one of the core reasons 

inducing the plight correlated with the high rate of nurse turnover in the workplace setting 

(Mester, 2018). The decreased nature associated with job satisfaction portrays considerable 

inefficiency among the employees, leading to low-quality output. The nature correlated with the 

inferior quality output relate effectively with an employee quitting their job (Maryniak et al., 
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2017). Besides, the nurses in the healthcare environment shows high workloads to induce the 

aspect associated with limited job satisfaction and the incompetency in the process related to the 

facilitation of job execution. Moreover, the high rates of employee turnover ascertain to reduce 

the morale of the employees, leading to the diminished rate of employee engagement in the 

process correlated with facilitation of the aspect associated with job execution (Oloruntola-

Coates, 2020). Organization leadership constitutes a significant role in facilitating the plight 

solution correlate with low rates of nurse satisfaction in the workplace environment. The 

organizational leaders have the mandate of increasing the aspects related to employee motivation 

to increase employee satisfaction. 

The rate of turnover in an organization affects the quality of healthcare services offered in 

an organization. Consequently, the quality of care services is a major determinant of patient 

safety in the process of treatment. Nursing shortages worsen the patient safety by reducing the 

workforce necessary for providing patient care. In healthcare, higher nurse ratios display to be 

necessary to enhance the management of infections correlated with the urinary tract and surgical 

infections, thus demanding an increased rate of nurse admissions (Lyons et al., 2019). However, 

this aspect is said to be associated with significant problems, leading to an extensive gravity 

associated with the plight of nurse shortages in the healthcare environment. The correlation 

exists in the healthcare sector between the workload and the quality of care established to 

enhance a definition of nature related to nursing's feature in an effective manner of work 

facilitation (Weaver, 2019). The fabulous insinuation emerges, displaying the healthcare 

workforce to incline limited output due to the considerable workload in the healthcare 

environment. The nurses with more patients display to have fewer resources to enhance the rate 

of work execution, thus insinuating the aspect associated with providing the limited quality of 
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quality in terms of the services offered to the patients in the healthcare setting (Jackson et al., 

2016). 

Literature Review 

Nurse Shortages 

Efendi et al., (2019) affirms that nurse retention is identified globally as a crucial 

workforce issue afflicting a considerable number of countries. The healthcare workforce, 

especially the nurses, is vital in facilitating the healthcare system (Efendi, et al., 2019). The lack 

of a competent healthcare workforce ascertains to afflict considerably the individual 

requirements in healthcare aid in the societal setting. Thus, in facilitating sustainability in 

healthcare provision, the application of remarkable strategies for improving healthcare outcomes 

appears to be necessitated. A considerable number of healthcare organizations in the world 

display to experience the plight associated with the sustainability of the healthcare workforce in 

the societal setting (Efendi, et al., 2019). The WHO estimated a global shortage of 7.6 million 

nurses by the year 2030. Thus, the aspect associated with nurse retention has been portrayed as 

critical in enhancing the sustainability of healthcare services globally. Accordingly, the hospital 

setting's leadership achieves considerable mandate in the process of effectively integrating 

exceptional means of work facilitation in an attempt to efficiently create coordination in the 

healthcare settings to improve healthcare outcomes (Efendi, et al., 2019). However, essential 

factors establish to contribute considerably to the global shortage of nurses. These factors 

include; burnout, aging population, competition between career and family responsibilities, 

influencing environmental health situations, and violence in healthcare settings. Accordingly, in 

addressing the plight of nurse shortages, the leaders should attempt to address the factors 
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inducing nurse shortages in the healthcare environment (Efendi, et al., 2019). Furthermore, 

increasing nursing graduates should accrue considerable integration in attempting to address 

various issues associated with nurse shortages (Efendi, et al., 2019). Thus, leaders should attempt 

to increase the intake of nurse students attempting to address the issues correlated with nurse 

shortages in the workplace setting. 

Efendi et al., (2019) shows workplace and nurse turnover to refer to the rate at which the 

organization loses or gains its employees. Similarly, Efendi et al., (2019) defines turnover as the 

capacity in which the employee stays in the workplace setting. In the U.S., the calculation of the 

employee turnover costs attains facilitation annually. The two types of turnover portray to 

facilitate in the workplace setting; the voluntary and the involuntary employee turnover. 

Consequently, each type of turn displays to have its causes and implications in the workplace 

setting. In exploring the nature of nurse turnover, it is necessary to understand the underlying 

causes of employee turnover in the workplace environment. Cognition of the aspects associate 

with nurse turnover appears to be significant due to the prevailing problems of nurse shortage 

and high turnover rates in healthcare organizations. Nursing turnover costs in any hospital setting 

establish to range from $10000 to $88000 as per each nurse's requirements. High rates of 

turnover among the staff are deemed voluntary, thus leaving the aspect associated with primary 

employment in the nurse position and thus inclining to the percentage of 12% to 50% in any 

place of the world. The company portrays considerable means of getting involved in the 

decisions associated with nurse turnover in the workplace setting. Understanding the causes 

leading the employee leaving the workplace setting ascertains to be essential for the management 

to reduce the high costs of turnover in the nursing sector. 
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Nurse Retention Concepts  

Brooks, (2017) proposed an analysis tailored to enhance examining the concepts 

associated with nurse retention by effectively providing a great definition associated with 

attributes, antecedents, and the consequences of the defined problems. The research methodology 

output divulged by Brooks, (2017) affirmed the fact associated with increased awareness to 

effectively induce profitable outcomes in the process of facilitating nurse retention in healthcare 

settings. The initiatives termed to be evidence-based in enhancing recruitment and retention of 

the nurses appeared to effectively facilitate the mechanisms associated with nurse retention in the 

healthcare setting. Accordingly, the proposed methodologies appeared to effectively address the 

current and projected shortages in the workplace setting. In inclining nurse retention's unique 

methodologies, the study suggested by Brooks, (2017) effectively facilitate exceptional means of 

employee retention in the workplace setting. Effective nurse retention strategies appeared to veer 

towards integrating the nurses' capacities in the healthcare environment associated with the 

provision of high-quality services at the extremely affordable prices in the healthcare setting. 

Besides, in integrating effective response associated with the nurse shortages in the healthcare 

environment, the WHO offered effective insinuations to the countries in effectively integrating 

the healthcare services in the societal setting. For instance, the WHO affirmed the aspect 

associated with addressing the economic dynamics and the sociocultural features correlated with 

the nature of healthcare in the community setting. Furthermore, a comprehensive new employee 

retention approach effectively enhances the capacities associated with employee retention in the 

workplace setting. The professional aspect related to decision-making to efficiently integrate 

employee retreat appeared to enhance the aspect associated with the improvement of employee 

job satisfaction and thus improving retention mechanisms in the workplace environment. 
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Brooks, (2017) suggests that the aging population of patients portrays to be one of the 

elements influencing the aspect correlated with nurse shortages in the healthcare setting. Besides, 

aging ascertains to be dominant in the healthcare workforce, which tends to afflict work 

facilitation in the healthcare setting. The aging population in the workforce constitutes limited 

capacities in executing tasks in the healthcare setting. Similarly, the older nurses display to retire 

from the workplace environment, reducing the number of available nurses to attend to the 

patient's predicaments. Thus, the limited capacities in job execution appear to magnify the plight 

of nurse shortages in the healthcare environment. Approximately a population of one million 

nurses portrays to be over the age of 50 years in the U.S. In the next 10 to 15 years, a higher 

number of retirements among the nurses is portrayed to enhance in the U.S., thus afflicting 

considerable aspects of workforce sustainability. Therefore, a significant need for nurses' 

employment enhances the establishment of the replacement of the retired workforce in the 

healthcare setting. The inability to facilitate the supply of nurses in the healthcare setting 

promotes the problem correlated with effectual healthcare enhancement. Thus, a considerable 

requirement for the healthcare workforce's recruitment and maintenance facilitates to maintain 

sustainability in the nursing unit. In improving the nursing unit's recruitment and retention, the 

capacities for the facilitation of exceptional strategies for maintenance appear to enhance 

effectiveness. Moreover, the proposed strategies should seek to effectively match the demand 

and the supply of nurses in the healthcare sector. 

Threat of Nurse Shortage to Country Economies 

Colwell, (2019) indicated that the plight associated with nurse shortages threatens the 

U.S. healthcare sector to a large extent. Therefore, to solve the problem, the country's healthcare 

leaders have to develop exceptional strategies for enhancing the process of nurse retention in the 
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country (Colwell, 2019). Accordingly, the formulated strategies should focus on improving job 

satisfaction among the nurses and increasing their enthusiasm for job execution. The motivating 

aspects of executing their mandate will, in turn, result in the nurses offering high-quality services 

in their attempts to deliver nursing care to the patients in the hospital setting. Consequently, 

Colwell, (2019) indicated that the application of the leadership motivated-theory in the process 

of inducing transformation in the nursing sector constitutes maximum capacity to facilitate the 

realization of the positive outcome in terms of change-facilitation (Colwell, 2019). The theory 

constitutes unique mechanisms that will improve the employee motivational aspects and thus 

translate into realizing the exceptional mindset towards job execution. The transformed nature of 

thinking appears to facilitate nurse retention in the healthcare workforce. Furthermore, the theory 

displays a positive impact on enhancing the level of nurse satisfaction in the healthcare 

environment (Colwell, 2019). Thus, satisfied nurses appear to have a positive perspective 

towards their work and thus enhance effective work execution, which translates into the high 

quality that improves the healthcare and patient outcomes in the process of treatment facilitation. 

The leadership motivated theory ascertains to highlight the mandate of the leaders to enhance 

work execution in the healthcare setting (Colwell, 2019). For instance, the theory dictates the 

leaders to incorporate the mandate of coaching nurses, guiding nurses, and mentoring the nurses 

to offer healthcare services in the hospital setting. To realize maximum outcomes, the theory 

appears to dictate the fact that leaders must set the goals effectively for the nurses, which will 

lead to the provision of high-quality services in the process of care delivery (Colwell, 2019). The 

goals highlighted should be geared towards enhancing the nurses' satisfaction scores in the 

process of quality care in the hospital environment. 
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Importance of Nurse Retention in Healthcare 

Tang and Hudson-(2019) dictated that the retention of the nurses in the healthcare sector 

is paramount in ensuring the transformation of the care services and thus safeguarding the nature 

associated with the quality of services offered in the healthcare setting (Tang & Hudson, 2019). 

The paper suggests the methodology of assimilating the decrees portrayed in the evidence-based 

practice to ensure effective nurse retention in the healthcare environment. The evidence-based 

practice display constitutes the best means of practice, which constitutes the capacities of leading 

into the transformation of the healthcare sector and thus leading to a positive impact in the 

healthcare setting (Tang & Hudson, 2019). The evidence-based practice divulges the 

methodologies that can be applied by the nurse unit in the process of increasing job satisfaction 

in the work environment. The capacities correlated with job satisfaction have the capabilities of 

effectively leading to the reduction of the rate of nurse turnover in the healthcare unit, leading to 

a positive outcome in the process of inclining transformation of the nurse unit in the hospital 

setting (Tang & Hudson, 2019). Consequently, the methodology proposed by the evidence-based 

practice appears to focus effectively on the available compensation units to integrate exceptional 

outcomes in terms of transforming the quality of care services provided in the nursing sector. 

The addressed compensation issues about the methodology include; autonomy, communication, 

and recognition (Tang & Hudson, 2019). Accordingly, the addressed aspects appear to be 

paramount in translating into nurse retention in the healthcare setting. Remarkable addresses of 

the factors contain the capacities of effectively increasing the nature correlated with the nurses' 

satisfaction in the healthcare setting and thus leading to retention of the members of the nurse 

unit. Retention of qualified nurses in the nurse unit, in turn, portrays the capacities of increasing 

significantly the quality of services offered by nurses in the healthcare sector (Tang & Hudson, 
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2019). The special service delivery also constitutes considerable capacities of increasing 

healthcare outcomes in the nursing sector. 

Nurse Retention Projection 

Mills et al., (2017) indicated that the competency associated with the healthcare sector 

depended on the viable healthcare professional workforce. The projections performed in 

Australia indicated that the nurse unit's demand in the year 2030 would exceed the nurses' supply 

to a large extent (Mills et al., 2017). Accordingly, the status quo indicates considerable nurse 

shortages in the healthcare sector, thus resulting in the affliction of the quality correlated with 

healthcare services. The article indicated that the endeavors associated with retaining nurses’ 

display to be an ongoing problem in Australia and other places of the world. The study proposes 

the nurses' training of the remarkable aspects and qualities to constitute a transformative impact 

in facilitating nurse retention in the workforce (Mills et al., 2017). For instance, the nurses 

should be trained on resilience, nurse self-concept, and the practice environment. The nurse 

resilience aspect will facilitate the nurses' capacity to serve in the nursing unit without losing 

hope in the process of care delivery. Thus, the feature facilitates the nurses' capacities to cope 

with challenges that may arise in the healthcare sector. The nurse self-concept will, in turn, 

enhance the level of confidence of the nurses in the process of care services in the nursing unit 

(Mills et al., 2017). The methodology contains the capabilities of improving nurses' perspective 

towards the level of significance associated with their job. Furthermore, the nurses' training 

concerning the practice environment establishes to constitute the capacities of improving the 

nurses' knowledge concerning the nature of the nursing job in the healthcare setting. By the 

nurses being aware of the practice environment, they appear to be prepared psychologically in 

terms of the nature associated with the pros and cons of their work environment and thus coping 
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up effectively in work execution (Mills et al., 2017). Additionally, the aspects that enhanced 

significantly the factors associated with nurse satisfaction in the healthcare environment. The 

aspect correlated with nurse satisfaction deems to have a positive outcome in improving the 

quality of the healthcare services in the nursing unit. 

Mills et al., (2017) indicated the trend related to the problem of nurse shortages proposes 

the inclusion of effective mechanisms of nurse retention. Consequently, the average cost 

associated with the turnover establishes to range from $37700 to $58400 for registered nurses 

(RN). The data correlated with turnover cost correspond with the nurse recruitments and 

retention firm offering the N.S.I. Nursing Solutions. The figure examined constituted the data 

from the year 2011 to 2015. The R.N. turnover induced a range of hospital losses that ranged 

from $5.2 million to $8.1 million. However, each R.N. turnover percentage saved the hospitals 

an additional amount of $373200. The figures associated with R.N. Retention and the nurse 

shortages incorporated a malicious insinuation about the trending aspects related to various 

features in the healthcare sector. The U.S. hospitals reported a vacancy rate of 10% and more. 

The R.N. vacancy rate in 2016 attained 8.5% consideration, which inclined a representation of a 

1.3% increase compared with the previous year. Thus, the hospital should tilt a particular focus 

to implement a nurse retention strategy to improve the available figures. Accordingly, 84.8% of 

the world healthcare organizations view the aspect associated with retention as the key strategic 

imperative in facilitating the reduction of nurse shortages. The retention methodology should 

thus veer towards the operational practice criteria concerning the available mechanisms for 

reducing nurse shortages. Besides, 51.5% of healthcare centers show a formal methodology of 

retaining the available healthcare workforce. 
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Mandate of Stakeholders in Nurse Retention 

Trotman, (2018) proposed that nurse managers and stakeholders play a significant 

mandate in integrating nature correlated with the aspect of retention of the nurses in the 

healthcare setting. The article indicates the purpose of staff education is to increase the aspect 

associated with identifying the evidence-based practices to ensure the transformation of the 

healthcare services in the sector of nursing (Trotman, 2018). By identifying the evidence-based 

best practices, the managers constitute the mandate of increasing the quality of the nurses' 

services in the healthcare sector. In integrating evidence-based best practice, the article proposed 

the aspect correlated with inclination of the practice-based questions to translate into positive 

outcomes in ensuring the integration of the healthcare services (Trotman, 2018). Thus, the 

evidence-based best practices should incline towards inducing the distinctive culture of retention 

in the healthcare setting and translating into a positive impact in facilitating employee retention 

in the healthcare sector. The education programs facilitating the nurses' retention programs deem 

to effectively increase the aspect correlated with the retention of the nurses in the healthcare 

environment. Four themes ascertain to have majored in enhancing nurse retention, including 

relationship and communication, professional development, organizational structures, and the 

culture of the work environment. The themes ascertain to facilitate retention of the nurses in the 

healthcare environment by reducing the rate of turnover among the nurses in the nursing unit 

(Trotman, 2018). The retention aspect increases significantly due to the increase of the aspect 

correlated with satisfaction in the healthcare environment. Accordingly, the feature of 

satisfaction translates into the provision of high-quality services by the nurses, thus leading to the 

transformation of the healthcare outcomes in the hospital setting. Furthermore, evidence-based 

methodologies enable managers in the nursing sector to develop remarkable strategies that will 
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translate into employee engagement in the healthcare sector (Trotman, 2018). The aspect 

correlated with employee engagement constitutes the capabilities of increasing significantly the 

features associated with job satisfaction, which is directly proportional to employee retention in 

the workplace environment. 

Relationship of Nurse Retention and Healthcare Outcomes 

Zambas et al., (2020) suggests in the research the fact that improving healthcare 

outcomes a considerable input in terms of enhancing indigenous nurse presence is necessitated. 

Thus, a unique mechanism should be assimilated to increase the retention of nurse students and 

the intake in an attempt to increase the number of graduate nurses (Zambas et al., 2020). For 

instance, New Zealand carried out considerable undertakings to facilitate the identification of the 

indigenous population in the nursing unit and the non-indigenous population. The sole purpose 

of identification of the indigenous population inclined towards ensuring effective priority 

administration. Thus, New Zealand has ensured the practical application of the efforts to aid in 

improving healthcare outcomes in the country (Zambas et al., 2020). The healthcare setting 

appears to constitute a significant number of requirements in terms of leadership aid. Thus, 

identifying the essential and indigenous population promotes effectively integrating the 

healthcare unit in the societal setting. From the global perspective, the indigenous nurse students 

appear to be less likely to complete the tertiary studies than non-indigenous students. The aspect 

deems to affect the healthcare outcomes of the afflicted countries negatively (Zambas et al., 

2020). Through the inclination of the special programs in the healthcare environment by the 

governmental administrations, the jurisdictions can effectively evaluate how to solve the plight 

arising from the issues correlated with indigenous and non-indigenous students in the healthcare 

sector. Accordingly, the process inclines towards improving the healthcare sector's outcome and 
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thus translating into significant job satisfaction among the nurses. The practical means correlated 

with job satisfaction deem to result in the aspect correlated with improvement of nurse retention 

in the healthcare environment (Zambas et al., 2020). Furthermore, the nurses' increased retention 

ascertains to increase the quality of healthcare services by reducing the workload per nurse in the 

process of care facilitation. The reduced workload deems to integrate significantly the manner 

associated with patient satisfaction in the healthcare setting. The significant levels of patient 

satisfaction imply that the healthcare organizations will be apple to assimilate the insinuation that 

they have achieved the required mandate in integrating the healthcare outcomes among the 

patients (Zambas et al., 2020). 

Analysis of the Literature  

Nurse Shortages 

The articles in the literature review present that nurse shortages are a dominant problem 

in the healthcare sector from a global perspective (Knestrick et al., 2016). The problem 

correlated with nurse shortages deems to attain facilitation from outlining the rapid rate of nurse 

turnover in the healthcare sector. The turnover ascertains to result from the significant rate of 

dissatisfaction of the nurses in the healthcare setting. Job satisfaction deems to determine the 

nature associated with the manner of job execution. The satisfied employees portray to facilitate 

their jobs effectively and due to their increased rate of work facilitation (Crimlisk et al., 2017). 

Thus, the limited nature of satisfaction in the healthcare sector translates into minimal work 

facilitation, leading to poor quality service delivery by the nurses working in the healthcare units. 

The low-quality services ascertain to impact the employees negatively in the healthcare sector. 

Accordingly, the less quality of service delivery translates into poor employee outcomes in the 
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workplace setting. The nature of societal service decreased considerably and afflicts the 

remarkable aspect of societal standards (Fiske et al., 2018). Moreover, the community's low-

quality services ascertain to induce limited outcomes in society, leading to a lack of achievement 

of the governmental and societal directives in the healthcare setting. 

Nurse Retention Concepts  

The WHO has attempted to portray the gravity associated with the plight of nurse 

shortages in the world (Smith-Wacholz, 2019). Accordingly, the WHO has facilitated remarkable 

projection based on the current trends to show the nature-related plight of nurse shortages in the 

societal setting. From the projections, the WHO indicates the fact that by the year 2030, the 

nurse unit will experience a shortage of 7.6 million nurses’ worldwide (Walker et al., 2018). The 

projections indicate that nurse shortage plight will be double compared with the current situation 

in the healthcare setting. Thus, the WHO ascertains to urge the government and other relevant 

authorities in the process of developing effective strategies in the process of integrating the 

healthcare environment (Kautz et al., 2017). For instance, the WHO proposes an increment of 

nurse student intake in the world's countries in the process of solving the plight associated with 

nurse shortages in the healthcare environment. The high intake of nurse students will aid in the 

process of replacing the nurses leaving the healthcare sector as well as offering input for the 

nurse unit that will, in turn, translate into the provision of remarkable healthcare services. In 

increasing the number of nurse students, the WHO indicated the aspect correlated with providing 

the necessary funding to promote outstanding nurse education in the healthcare environment 

(Slate et al., 2018). Exceptional nurse education deems to constitute the aspect correlated with 

highly qualified nurses in the healthcare sector to facilitate multiple work execution in the 

healthcare unit. The efficiency of nurse education also can increase the quality associated with 
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the healthcare services offered in hospitals (Aamir et al., 2016). The high-quality services 

constitute the mandate of inducing achievement of the healthcare outcomes in the nursing unit. 

The outcomes facilitate to emerge from the mechanism tailored to enhance change of 

organizational characteristics in the nursing workplace setting. Organizational leadership 

constitutes the capacities of influencing the motivational aspects among the nurses. Thus, nurses 

in the workplace will portray minimal levels of turnover and thus enhancing the solution of the 

plight of nurse shortages.  

Threat of Nurse Shortage to Country Economies 

The healthcare leaders ascertain to constitute the capacities correlated with 

transformation associated with the nature of the nursing unit's healthcare services. The literature 

review displayed the application of theories for the transformation of care services to play a 

significant role in inducing a remarkable change (Addor et al., 2017). For instance, the theory 

related to evidence-based practice deems to offer a significant input in ensuring the integration of 

the healthcare services in the societal setting. The evidence-based practice appears to transform 

the aspect associated with the effective integration of service delivery in the healthcare setting 

(Baik, 2019). The nurses can assimilate the best means of practice by utilizing the methodology 

correlated with the evidence-based practice in the healthcare unit. Besides, the manner associated 

with management integration also achieves exceptional display in the evidence-based 

methodology of practice. The feature of self-evaluation also deems to be significant ion 

evidence-based practice. Thus, the nurses can evaluate the efficacy correlated with their services 

and the possible units of integration. Through evaluation, nurses can adopt the best modes of 

practice in service delivery in the healthcare environment (Baker et al., 2016). The theory has the 

capacities to translate into the aspect associated with nurse satisfaction in the healthcare 
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environment, which deems to be paramount in reducing the rate associated with nurse turnover. 

Accordingly, reducing nurse turnover will enhance the process associated with lowering the 

magnitude of nurse shortages in the healthcare sector. 

Importance of Nurse Retention in Healthcare 

Despite the various approaches to solving the plight associated with nurse turnover, the 

problem still appears significant in the healthcare sector. Thus, the managers and the nursing unit 

leaders are necessitated to come up with a new approach to addressing the issues facing the 

nurses in the workplace environment (Brook, 2019). The addressing mechanism should incline 

towards facilitating identifying the possible causes inducing the considerable magnitude 

associated with the plight of nurse shortages in the healthcare unit. Thus, the divulged strategies 

should focus on addressing the roots of the problem instead of reacting to the outcome of the 

problem. For instance, the developed strategy should ascertain the aspect causing the plight of 

nurse shortage in the healthcare environment. And if the answer turns out to be nurse 

dissatisfaction, the strategy should incline towards establishing the factors underlying the 

problem correlated with nurse shortages in the healthcare environment (Echoles et al., 2016). 

Through the solution of the problem by addressing the root cause, the strategy constitutes the 

mandate of effectively advancing the healthcare services in the societal setting. Moreover, the 

strategy should also highlight the best means for effectively utilizing funds in the healthcare 

environment to advance the healthcare services in the nursing unit. Finances ascertain to play a 

vital role in ensuring the quality of care services in the healthcare environment (Chicca et al., 

2019). Proper allocation of the finances has a unique mandate in transforming the care service 

delivery by ensuring adequate resource availability. Low finances allocation displays the 

capacities of resulting in minimal outcomes in terms of resource availability and the manner of 



  50 

staff motivation towards work. Limited resources also portray the mandate correlated with the 

effective integration of the services in the healthcare environment (Colwell et al., 2019). 

Nurse Retention Projection 

The literature review ascertains considerable relevance to my topic through the effectual 

display of the information correlated with my topic mandate. The literature review ascertains to 

show the plight facing the healthcare unit and the aspects leading to the nurse shortage in the 

healthcare environment. The literature suggests that the rapid rate correlated with nurse turnover 

in the healthcare environment translates into facilitation of the considerable impact in the nurse 

environment. From the literature, it is evident that the rapid rate of nurse turnover constitutes the 

nursing unit's problems, leading to nurses' low capabilities in the nursing unit. The rapid rate of 

nurse turnover leads to considerable workload in the nurse environment, thus leading to limited 

capacities to provide quality services in the process of work execution in the healthcare sector 

(Efendi et al., 2019). Besides, the limited work facilitation rate ascertains to be coupled with the 

inadequate quality service provision in the nurse working unit. The study displays the aspect 

associated with leadership integration to constitute a significant impact in facilitating the 

transformation of the healthcare services in the healthcare sector. In addressing various problems 

in the care environment, the literature affirmed the application of exceptional theories and 

strategies to constitute a transformation impact in ensuring the transformation of the care 

services in service delivery in the healthcare environment (Nguyen et al., 2019). The literature 

review showed the fact that leadership integration is associated with a significant aspect of 

ensuring the facilitation of the nature of care delivery in the healthcare environment. 
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Mandate of Stakeholders in Nurse Retention 

The literature's findings portray the gravity of the plight of nurse shortage in the 

healthcare environment. All the reviewed articles concurred that the plight of nurse retention is 

significant in the healthcare environment and needs an immediate address to promote healthcare 

services in the societal setting (Kline et al., 2018). The literature showed the high rate of nurse 

turnover to constitute the aspect associated with nurse shortages in the healthcare environment. 

The literature ascertained to portray similar results associated with the projections showing the 

gravity associated with the problem of nurse shortages in the healthcare environment.  For 

example, the literature deduced that the problem correlated with nursing deems to worsen with 

time. In the year 2030, the literature review portrayed that the nursing unit will accrue a shortage 

of 7.6 million nurses and thus doubling the current problem in the healthcare environment. 

However, the literature review seemed to contradict the best means of practice in the healthcare 

sector that will induce the top transformation of the healthcare sector (Fiske et al., 2018). 

Accordingly, some of the articles proposed assimilation of the evidence-based practice to 

constitute a transformative impact in the healthcare sector. Yet, some studies ascertain to show 

the aspect associated with integrating the nature of leadership by applying the leadership-change 

theory to constitute considerable capacities of transforming the healthcare sector. The disparities 

show the different approaches associated with addressing the problem of nurse shortages by 

different scholars (Dalby et al., 2020). However, the combination of the different approaches in 

solving the problem correlated with healthcare disparities portrays a significant impact in 

enhancing remarkable capacities of tackling the plight of nurse shortages in the healthcare sector. 

Moreover, in integrating healthcare services, exceptional application of the strategies correlated 



  52 

with the dictates of the theories seems to facilitate exceptional integration of the nature 

associated with the healthcare services in the societal setting (Jackson, 2016). 

Relationship of Nurse Retention and Healthcare Outcomes 

Despite the proposals presented in integrating healthcare services, minimal outcomes in 

terms of the transformation of the healthcare services emerge, thus associating the healthcare 

facilities with the significant rates of nurse turnover in the healthcare environment (Armstrong et 

al., 2017). The aspect related to nurse turnover constitutes the capacities correlated with the 

deterioration of the healthcare sector. To improve the healthcare sector's effectiveness, 

exceptional strategies must be applied to transforming the care services in the healthcare 

environment. To transform the healthcare environment, the proposed theories for the facilitation 

of the healthcare services should be considered (Bittner, 2017). Similarly, the suggested 

methodologies associated with a change in leadership should also be considered to enhance the 

exceptional integration of the nursing services and thus improve the aspect associated with nurse 

retention in the healthcare environment. 

Implementation Plan 

The proposed implementation plan in the current seminar paper combined the aspects 

proposed by Kotter's Change Management Theory and McKinsey Model. Kotter’s Change 

Theory is divided into eight stages that focus on the principle related with people’s response to 

change (Baker et al., 2016). The eight stages include; increasing urgency, building a team, 

getting a correct vision, facilitating communication, getting things moving, focusing on short 

term goals, enhancing persistence, and incorporating change. Similarly, McKinsey’s theory 

assimilated a seven model mechanism that was specifically meant to promote change in an 
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organization. The stages in McKinsey 7 S Model include;- strategy, structure, systems, shared 

values, style, staff, and skills. The theories attained inclination to the management sector to 

facilitate exceptional address of various issues associated with numerous inclusions of 

managerial change aspects in facilitating the outstanding implementation of various aspects 

correlated with the healthcare unit's nursing sector (Baik et al., 2019). The implementation plan 

attained organization in four distinct phases, which include; (1) assessing the need for change, 

(2) planning change, (3) implementing change, and (4) sustaining change. 

Assessing the Need for Change 

The process of assessing the need for change appears to constitute a considerable impact 

on transforming the nature of the healthcare sector. For instance, needs assessment ascertains the 

magnitude of the nature associated with change that can be assimilated in the healthcare sector. 

Besides, the needs for change assessment establish to offer the real nature of the predicament 

correlated with the healthcare services in the societal setting (Baker et al., 2016). The healthcare 

unit deems to depend on the methodology of conducting a quasi-experimental undertaking in 

displaying the magnitude associated with the nature of the healthcare environment and thus 

showing the capacities correlated with the assimilation of the transformation approaches of 

integrating the healthcare sector. Moreover, the need for change ascertains the reality correlated 

with epidemiological and managerial challenges in the healthcare sector (Hopson, 2018). The 

type of models applied in the healthcare system also establishes a significant impact in the 

healthcare environment, thus necessitating a change in the healthcare sector. In an event the 

traditional model for facilitation of the organizational mandate is identified, the need for change 

ascertains to portray the necessity for integrating the nature of care provision in the hospital to 

assimilate the patient-centered hospital model. Similarly, the methodology will facilitate the 
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process associated with identifying the unusual approach in integrating the quality of care 

services in the organizational setting to facilitate the process of addressing the patient 

requirements (Heywood et al., 2018). Furthermore, the nature in which the organization attains 

affliction from the adopted methodologies of quality analysis ascertains to attain determination in 

facilitating the significant inclusion of exceptional service delivery through utilization of the 

needs assessment methodology. 

Planning Change 

After identifying the necessity associated with the change in the healthcare unit to 

integrate healthcare services, the change plan deems to be necessary for integrating the nature 

associated with nurse retention in the healthcare setting. In the change plan, various factors 

should be considered, such as; the nurse requirements, patient requirements, resources available, 

and the quality of care available (Dewanto et al., 2018). By considering the factors, the neutral 

ground correlated with the nature of the healthcare services should be identified and thus 

facilitate effectively the mechanism that can translate into change with minimal overstretching in 

the nursing unit and thus facilitate sustainability. Sustainability of change appears to be 

significant in facilitating exceptional adjustments of the healthcare services' necessities to 

translate into the change of healthcare provision methodologies. If the approach suggested is not 

sustainable, the aspects of failure of the proposed approach manifest (Scammell, 2016). 

Moreover, failure worsens the current status, which necessitated attempts for rectification. The 

worsening criteria emerge from the fact that it outlines the investment of funds in attempting to 

transform the extent of quality in the healthcare service provider. To avoid these kinds of 

predicaments, it is necessary to apply effective means of planning to induce unprecedented 

healthcare environment changes. Furthermore, planning constitutes the capacities of translating 
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into the development of mutually beneficial models to enhance the effective integration of 

various units to transform healthcare services. Moreover, the mutually beneficial undertaking 

will, in turn, lead to capacities of increasing the outcome correlated with healthcare services and 

thus facilitating nurse satisfaction (Xu et al., 2016). The satisfied nurse will accrue a significant 

level of retention and avoid nurse shortages in the healthcare workforce. 

 Implementing Change 

In facilitating the implementation of change in the healthcare environment, which will, in 

turn, result in the facilitation transformation of the healthcare services ascertained to be 

procedural. The first step involves preparation for the change. Nurse leaders should gather all the 

relevant information crucial for realizing the aspect of change in the healthcare setting (Baik, 

2019). From the collected information, healthcare leaders should then ascertain to analyze the 

vulnerabilities and the strengths of adopting such a change in the healthcare setting. The feature 

constitutes capacities correlated with anticipating the nature associated with the trends that will 

follow in nurse retention if all the strategies achieve efficient assimilation. The second step 

incorporates the features associated with explaining the nurse unit's changes in the healthcare 

environment. This kind of approach will aid in sensitizing the nurses in an attempt to inform 

them of the possible changes tailored to address their needs and thus promote the extent of their 

satisfaction in the healthcare environment (Holland et al., 2019). Through an explanation of the 

change, leaders in the nursing unit can involve the nurses in clarifying the long-term value 

associated with the aspect of change in the healthcare environment. The third step of 

implementation inclines towards acknowledging the loss suffered due to the plight of nurse 

shortages in the healthcare unit. Through acknowledgment, the leaders attain the capacities of 

implementing unique response mechanisms. The last stage in implementation inclines towards 
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launching the identified plan, thus facilitating effectively the aspect correlated with the 

transformation of healthcare services in the nurse unit. Besides, after implementing the plan 

meant to transform the nurse unit and the healthcare services in the field of nursing, the leaders 

should consider the aspect associated with the nursing unit's ongoing problems and the possible 

means of transforming the status quo displayed in the nursing sector (Blay et al., 2020). 

Sustaining Change 

The process of sustaining change min the nurse unit tailored to overcome the aspect 

correlated with nurse shortages incline towards promoting the feature related to overcoming 

resistance. In overcoming resistance, the organization accrues necessitation to identify various 

issues in the healthcare environment and the possible procedures of overcoming the stated issues 

(Baker et al., 2016). In enhancing sustainability, the healthcare unit leaders are necessitated to 

effectively assimilate distinctive approaches tailored to identify the resistance and thus enhance 

the nature of understanding associated with the resistance. The leaders should ascertain to 

perpetuate communication of the need to assimilate specific healthcare settings changes. The 

process of correlated with the communication of the need for changes should facilitate the 

procedure of determining the current plight in the healthcare environment and thus manifest the 

effectual inclining management of the plight (Labrague et al., 2020). The leaders should also 

enhance the process associated with the nurses' involvement in facilitating remarkable change in 

the nurse unit. In the event nurses are involved in enhancing management of the issues facing 

them, unprecedented changes constitute capacities of being realized in the healthcare 

environment. Besides, the positive outcome portrays capacities for realization and thus inclining 

remarkable change in the nurse unit. Consequently, the nurses should also create opportunities 

for the nurses to facilitate the useful inclusion of the aspects of change in the healthcare 
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environment and thus facilitate the transformation of the nurse unit as a whole (Fray et al., 2017). 

Moreover, supportive aspects correlated with change in the healthcare environment ascertain to 

induce formidable capacities for transforming the healthcare setting. In enhancing the efficiency 

of the supportive measures, the nursing unit is necessitated to be flexible and patient in the 

process of change assimilation. 

Conclusion 

Nurse shortages ascertain to be an ongoing problem in the healthcare sector. The problem 

arises from high rates of nurse turnover in the healthcare unit arising from various factors, such 

as affecting the nurses' job satisfaction. The plight of nurse shortages deems to worsen 

considerably and lead to challenges in the healthcare sector. From the projections of the WHO as 

well as the individual county estimation, in the year 2030, there will be a shortage of 7.6 million 

nurses in the healthcare sector. Accordingly, the feature ascertains to result in considerable 

challenges associated with the quality of healthcare services and patient outcomes. The 

phenomenon ascertains to necessitate applying the practical approaches in translating into the 

transformation of the aspect in the healthcare environment. For instance, leadership integration 

deems as a remarkable criterion in effectively transforming remarkable aspects in the healthcare 

sector that will result in appropriate changes that will effectively facilitate the capacities of the 

healthcare sector. Moreover, in implementing proposed changes through the influence of 

designated approaches, the leaders are necessitated to assimilate the idea of incorporating nurses 

in the process of creating the response mechanisms. The nurses ascertain to understand their 

plight better compared and thus facilitate the formulation of essential healthcare sector 

mechanisms. Furthermore, the leaders should aspire to follow the dictated guidelines for 

transformation faithfully and thus inducing changes effectively in the healthcare environment. 
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By adhering to the theoretical guidelines portraying the pathway for change acquisition, the 

healthcare environment leaders attain the exceptional capacities in the process of inducing 

unprecedented changes in the healthcare environment and thus promoting the aspect of nurse 

retention. Effective implementation of the plan deem necessary in the process ensuring 

organizational change and thus enhancing capacities of nurse retention. Application of the 

combination of Kotter’s Change Theory and McKinsey Model enhances the process of drafting 

applicable measures in the process of facilitating effectual integration of the nursing work 

environment. The resultant methodology constituted the following steps; assessing the need for 

change, planning change, implementing change, and sustaining change. The approach seems to 

work effectively for the sole purpose of enhancing organization change for the solution of 

nursing issues. From this seminar paper, it clear that proper plan implementation is necessary for 

solving problems leading to high levels of nurse turnover. Accordingly, an effective 

implementation plan has the capacities of providing a solution to the problems causing high rates 

of nurse turnover in the workplace environment. Moreover, reduced rate of nurse turnover offers 

a solution to the problem of nurse shortages in healthcare environment.  
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