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•Literature reviewed among four databases: OVID, SAGE Journals, 

Wiley Online Library, Elsevier. Searched for  journal articles that fo-

cused on nursing retention within United Stated.  

 

•Database keywords included: Nursing Retention, Nursing Turnover, 

United States, Registered Nurses 

 

•Data search limitation of publication was between 2015-2022, Within 

United States, Registered Nurses, Peer-Reviewed  

 

•Full text review was performed. Six articles are included in this litera-

ture review 

 

Methodology 

 

•For every Registered Nurse (RN)  that leaves the hospital it can cost 

between $82,000 and $88,000 to replace.  

 

•This can mean that U.S. hospitals face a loss of about $4.2 M to $6.02 

million per year due to RN turnover.  

 

•The exit of RNs due to the pressures of the pandemic and incentives  

of retirement places the issue of Nursing retention at the center of 

healthcare.  

Background 

 

•Examine literature that identifies characteristics that could impact  

RN retention rate.  

 

•Identify indicators of nursing turnover that could be used to guide 

 the creation of hospital policy 

Purpose 

 

Magnet Hospitals Characteristics and Retention 

• Magnet Hospitals have characteristics such as nurse autonomy, organization support, and 

collegial interaction which were found to potentially increase a sense of belonging among 

nurses and increase nurse retention in hospitals.1 

•Magnet hospitals were found to have a higher Newly Licensed Registered Nurse reten-

tion rate compared to non-magnet hospitals.2 

 

 

Job Satisfaction and Retention 

• Job satisfaction noted to have a stronger association to nursing retention. 3,4
 

•Nurses who worked in hospitals were to be less satisfied with their jobs compared to 

nurses working in ambulatory clinics or home health agencies.5 
 
 
 

Network Centrality and Retention   

• Characteristics such as job control, network centrality, team cohesion, support and recog-

nition were in a hospital may be stronger indicators of nursing turnover.6  

• Less nursing staff can contribute to registered nurse turnover. 7 

• Less autonomy and support from management and peers, longer work-hours, fewer 

breaks, and greater expected demands of working even while ill.8 
 

 

 

Newly Graduated Registered Nurses and Retention  

•Newly Graduated RNs (NGRNs) are the largest group in nursing turnover.9  

• Retention of NGRNS in hospitals with strong preceptor support larger compared to re-

tention rate in hospitals with low preceptor support.10 
 

 

Findings  

 

Nursing Profession 

Pinpointing the specific characteristics driving nurses to leave healthcare can 

help retain more nurses and potentially decrease the number of  

patients per nurse.  

Decreasing the number of patients per nurse may help increase safer working 

conditions for nurses.  

 

 

Patients   

By investigating key characteristics that motivate nurses to leave hospitals, 

the retention rate can be decreased.  

This may lead to having more nurses within the hospital setting to provide 

ample services to the public in hospitals.   

 

 

Business of Healthcare   

By researching further the key characteristics motivating nurses to voluntary 

terminate their employment in hospitals, hospital administration can imple-

ment specific plans to retain more nurses in their hospitals and save from the 

additional costs of nursing turnover.   

 

 

Current Issue of Nurse Retention   

Understanding these characteristics can help guide hospital administrators in 

their plans to incentivize more nurses through improvement of work environ-

ment, job satisfactions, or following magnet hospital characteristics. The im-

plementation of new policy might help retain nurses in hospital, the largest 

portion of hospital employees.  

Implications 

 

•Further research can be conducted to continue investigating the impacts of these specific characteristics on nursing turnover on nurses 
within hospitals.  
 

•An emphasis can be placed on newly graduated nurses who contribute the most to the nursing turnover rate.  
 

•Further investigations can also be done within qualitative research interviewing newly registered nursing graduates what  
characteristics motivate them to work in hospitals.  
 

•Quantitative research can be done within business to see if implementing specific plans that have the intent to reduces nurse  
turnover in hospitals would have a negative or positive impact on hospital budget.   

 

Future Research  

  

 Thank you to the CURA Scholars Program for sponsoring this research 

and giving me the opportunity to experience the world of academic re-

search.  Thank you to Dr. Connor for guiding me through the research 

process.  

Acknowledgements  

(Source: Nursing Solutions, Inc. (2021, March). 2021 NSI National Health Care Retention & RN Staffing Report.  



dsfda 

 

1) Reinhardt, León, T. G., & Amatya, A. (2020). Why nurses stay: Analysis of the registered nurse workforce and the relationship to                  

                 work environments. Applied Nursing Research, 55, 151316–. https://doi.org/10.1016/j.apnr.2020.151316  

 

2) Blegen, Spector, N., Lynn, M. R., Barnsteiner, J., & Ulrich, B. T. (2017). Newly Licensed RN Retention: Hospital and Nurse Characteristics.  

                The Journal of Nursing Administration, 47(10), 508–514. https://doi.org/10.1097/NNA.0000000000000523   

 

3) Yarbrough, Martin, P., Alfred, D., & McNeill, C. (2017). Professional values, job satisfaction, career development, and intent to stay.  

                Nursing Ethics, 24(6), 675–685. https://doi.org/10.1177/0969733015623098   

 

4) Han, Trinkoff, A. M., & Gurses, A. P. (2015). Work-related factors, job satisfaction and intent to leave the current job among United States nurs-

es.  

                Journal of Clinical Nursing, 24(21-22), 3224–3232. https://doi.org/10.1111/jocn.12987   

 

5) Han, Trinkoff, A. M., & Gurses, A. P. (2015). Work-related factors, job satisfaction and intent to leave the current job among United States nurs-

es. 

                Journal of Clinical Nursing, 24(21-22), 3224–3232. https://doi.org/10.1111/jocn.12987  

 

6) Nei, Snyder, L. A., & Litwiller, B. J. (2015). Promoting retention of nurses: A meta-analytic examination of causes of nurse turnover. Health Care 

                 Management Review, 40(3), 237–253. https://doi.org/10.1097/HMR.0000000000000025   

 

7) Yarbrough, Martin, P., Alfred, D., & McNeill, C. (2017). Professional values, job satisfaction, career development, and intent to stay. Nursing 

Ethics,  

                24(6), 675–685. https://doi.org/10.1177/0969733015623098   

 

8) Han, Trinkoff, A. M., & Gurses, A. P. (2015). Work-related factors, job satisfaction and intent to leave the current job among United States nurs-

es.  

                Journal of Clinical Nursing, 24(21-22), 3224–3232. https://doi.org/10.1111/jocn.12987   

 

9) Nursing Solutions, Inc. (2021, March). 2021 NSI National Health Care Retention & RN Staffing Report. Nsinursingsolutions.  

                https://www.nsinursingsolutions.com/Documents/Library/NSI_National_Health_Care_Retention_Report.pdf  

 

10) Blegen, Spector, N., Lynn, M. R., Barnsteiner, J., & Ulrich, B. T. (2017). Newly Licensed RN Retention:Hospital and Nurse Characteristics.  

                The Journal of Nursing Administration, 47(10), 508–514. https://doi.org/10.1097/NNA.0000000000000523   


