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Introduction

At APPTA, we strive to find relevant and timely research that has the 
potential to influence policy decision making for the aging population. 
One way of doing this is through our Research Roundup series. Our 
team devotes time to reading and prioritizing academic papers and 
grey literature, and investigates programming that fosters innovation 
related to how we care for older adults. We then summarize that 
information for a quick and consumable product. These periodical 
documents will summarize evidence based on relevant policy topics 
that are discussed through our ongoing stakeholder engagement. 

If there are particular topics of interest you would like us to investigate, 
please let us know by emailing Daniel Smiley, Research & Logistics 
Specialist, at daniel.smiley@dal.ca.

For this roundup, we are looking at non-monetary HR strategies for 
retaining care staff workers.

mailto:daniel.smiley%40dal.ca?subject=
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Literature Review

Should I stay or should I go? Nurses’ wishes to leave nursing homes and 
home nursing

This study investigates the prevalence of nurses’ wishes to leave work in elderly care services and aims to explain 
differences in sentiment between younger and older nurses. Of the 4,945 nurses, aged 20-73, surveyed in Norway, 
25% wanted to work outside of elderly care services and 25% were uncertain. Reported working conditions were a 
strong predictor of the wish to leave, and a much stronger predictor among younger nurses than older nurses in nursing 
homes. The authors suggest ways in which nursing management might mitigate retention difficulties.

Bratt, C. & Gautun, H. Norway, 2018 Link to Article

Plan, recruit, retain: a framework for local healthcare organizations to 
achieve a stable remote rural workforce

The research literature highlights different factors facilitating or hindering recruitment and retention of healthcare 
workers to remote and rural areas. The Framework for Remote Rural Workforce Stability is the result of a 7-year, five-
country international collaboration that combines literature reviews, practical experience, and national case studies.  
The Framework consists of nine key strategic elements, grouped into three main tasks (plan, recruit, retain). The 
article offers non-monetary retention strategies, with examples of how these strategies were carried out among the 
collaborating countries in 2019.

Abelsen, B.; Strasser, R.; Heaney, D.; Berggren, P.; Sigurðsson, S.; 
Brandstorp, H.; Wakegijig, J.; Forsling, N.; Moody-Corbett, P.; Healey 

Akearok, G.; Mason, A.; Savage, C. & Nicoll, P.

Sweden, Norway, 
Canada, Iceland, 

and Scotland. 2020
Link to Article

Staff empowerment practices and CNA retention: Findings from a nationally 
representative nursing home culture change survey

This article examines whether staff empowerment practices common to nursing home culture change are associated 
with certified nursing assistant (CNA) retention. Data from 2,034 nursing home administrators from a 2009/2010 
national nursing home survey and ordered logistic regression were used. After adjustment for covariates, a greater staff 
empowerment practice score was positively associated with greater retention. Compared with the low empowerment 
category, nursing homes with scores in the medium category had a 44% greater likelihood of having higher CNA 
retention and those with high empowerment scores had a 64% greater likelihood of having higher CNA retention. This 
is a closed access article.

Berridge, C.; Tyler, D. & Miller, S. U.S., 2016 Link to Article

https://onlinelibrary.wiley.com/doi/10.1111/jonm.12639
https://human-resources-health.biomedcentral.com/articles/10.1186/s12960-020-00502-x
https://journals.sagepub.com/doi/10.1177/0733464816665204
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Identifying effective retention strategies for front-line nurses

This qualitative study provides a perspective from nursing leaders on ways to retain nursing staff. Semi-structured 
interviews were conducted with six senior leaders in one US hospital and documents from the organisation’s website 
were reviewed to gain information on the retention strategies used. Three themes were identified from the data: job 
satisfaction, financial compensation and effective communication. Effective communication, respect, competitive 
financial compensation, benefits and proper recognition are among the main strategies that senior leaders can use to 
retain nurses. Shared governance is also important in empowering nurses and subsequently improving retention.

Duru, D. & Hammoud, M. U.S., 2021 Link to Article

Literature Review (continued)

The hardest job you will ever love: Nurse recruitment, retention, and 
turnover in the Nurse-Family Partnership program in BC, Canada

This qualitative study outlines factors for nursing staff retention in the Nurse-Family Partnership program in BC. While 
the program serves young women in situations of social and economic disadvantage, many of the strategies used 
could apply to programs serving older adults. The program prioritizes maintaining relationships and emphasizes 
client successes, which nurses deemed made for a positive work experience. Opportunities for ongoing professional 
development/education, strong team connections, and working at full-scope of nursing practice were significant reasons 
for nurses to remain in Nurse-Family Partnership. Personal circumstances (retirement, family/health needs, relocation, 
career advancement) were the most frequently cited reasons leading to turnover. 

Campbell, K.; Van Borek, N.; Marcellus, L.; Landy, C. & Jack, S. B.C., 2020 Link to Article

Development and evaluation of a prospective staffing model to improve 
retention

This study shows how a prospective staffing model improves graduate nurse retention. The authors used retrospective, 
secondary data analysis to develop a prospective staffing model and conducted a five-year longitudinal evaluation of 
the implementation of the model in an intensive care unit. They used a team-based, quality improvement approach 
to restructure recruitment and hiring strategies, standardized new graduate nurse orientation and implemented AACN 
Healthy Work Environment standards. Over the five-year prospective evaluation period (2014–2018), 388 nurses were 
hired and included in the evaluation cohort. Retention increased and turnover decreased (17.6%) between 2014 and 
2018. This is a closed access article.

Kester, K.; Lindsay, M. & Granger, B. U.S., 2019 Link to Article

https://journals.rcni.com/nursing-management/evidence-and-practice/identifying-effective-retention-strategies-for-frontline-nurses-nm.2021.e1971/abs
https://journals.plos.org/plosone/article?id=10.1371/journal.pone.0237028
https://onlinelibrary-wiley-com.ezproxy.library.dal.ca/doi/10.1111/jonm.12945
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Program Review

Health Human Resources Strategy

This is BC’s 2022 health human resource plan, which has not yet been implemented fully. Retention is one of 4 
cornerstones identified in the strategy. Aspects of other cornerstones also align with recommendations from published 
literature on health employee retention and may have beneficial impacts. The implementation will be funded by the BC 
government and carried out by each of the province’s Regional Health Authorities - the retention cornerstone focuses 
on creating “healthy, safe, and inspired workplaces” through leadership, health and wellness, and incentives. The 
plan includes several financial incentives, as well as mental health and physical health supports, equity diversity and 
inclusion, cultural safety and workforce engagement. Aspects not included in the retention section, but which are part of 
other sections and are relevant to retention include measures to improve workload, establishing interdisciplinary teams, 
professional development and training programs.

B.C. Provincial Government est. 2022 British Columbia

Transitions to Professional Practice Program

This program aims to support nurses during their first year following the completion of their education. It provides an 
orientation program, professional development study days, peer support, clinical rotations, shift work, full-time and part-
time positions, and access to an educator/coordinator and support team. The program is funded by the South Australia 
government and implemented by SA Health. It is not explicitly designed as a staff retention program but facilitating 
the transition from education to practice increases the chance of nurses staying in the workforce. There are additional 
specialized versions of the program available for paediatric nurses and midwives. 

Government of South Australia 2022-2023 Australia

NHS People Plan

In this plan, retention is identified as part of increasing the NHS workforce. The program initially targeted support at NHS 
Trusts with high staff turnover, but was later extended to all NHS Trusts. The program is funded by the UK government 
through the NHS and focuses on employers/managers improving staff experience. It emphasizes creating supportive, 
positive environments; understanding workforce data; communicating with and engaging staff; supporting new hires 
and international staff; providing professional development; supporting staff wellbeing; and providing recognition and 
rewards.

NHS England est. 2020 U.K.

https://news.gov.bc.ca/files/BCHealthHumanResourcesStrategy-Sept2022.pdf
https://www.sahealth.sa.gov.au/wps/wcm/connect/public+content/sa+health+internet/careers/i+am+a/nursing+and+midwifery+professional/tppp+for+registered+nurses/transition+to+professional+practice+program+for+registered+nurses
https://www.england.nhs.uk/ournhspeople/
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AACN Beacon Award

ANCC Magnet Recognition Program

This program provides a credential that recognizes excellence in nursing at health care organizations. The evaluation 
criteria are based on factors that attract or retain well-qualified nurses, which is related to achieving job satisfaction for 
nurses by promoting a collaborative culture and investing in nursing education and development. The program can be 
part of a dual-credential with the ANCC Pathway to Excellence Program. The program is paid for by the organizations 
that apply for the credential, where ANA Enterprise charges a fee for the evaluation and for program materials. The 
evaluation has 5 components: 1. Transformational leadership; 2. Structural empowerment; 3. Exemplary professional 
practice; 4. New knowledge, innovation, and improvement; and 5. Empirical quality results.

Program Review (continued)

ANA Enterprise est. 1990 U.S.

This program provides a way to recognize excellence of nursing units. It focuses on the work environment and is 
not designed as a retention strategy, but improves recruitment and retention nonetheless. The program is funded by 
organizations that apply. A $2500 application fee pays for AACN to perform an evaluation, which is based on multiple 
criteria in five categories: 1. Leadership Structures and Systems; 2. Appropriate Staffing and Staff Engagement; 3. 
Effective Communication, Knowledge Management, Learning and Development; 4. Evidence-Based Practice and 
Process; and 5. Outcome Measurement.

American Association of Critical-Care Nurses est. 2003 U.S.

https://www.nursingworld.org/organizational-programs/pathway/overview/
https://www.nursingworld.org/organizational-programs/magnet/
https://www.aacn.org/nursing-excellence/beacon-awards

