
Workplace Environmental Assessments and the 
Impact on Nurse Retention  

Purpose: Investigate methods to increase retention and 

recruitment efforts . 
 

Motivation: In comparison to other Magnet facilities, our 

current turnover rates were approximately 5% above the 

national average. 
 

Team: The team consisted of nurses from all areas and 

backgrounds.  
 

Task: The team was tasked with completing a literature 

review on various topics such as:  Skill mix, burnout, 

retention, recruitment, retirement, and use of ancillary 

staff. 

• The evidence from the literature review lead the 

team to complete an overall environmental 

assessment to determine areas for improvement 

opportunity. 
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Professional Development: Focused on programs and initiatives 

that benefit the frontline staff.  

• Reinstatement of the Bridges to Excellence program and 

development of a pamphlet that spotlighted opportunities within 

the organization  for skill development and career enhancement.   

• Bridges to Excellence is an internal program that funds 

continuing education and nursing conferences.  Staff are 

now able to again advance their skill-base both 

internally and externally in the organization.     

 

Recognition: Focused on increasing recognition tools for both 

frontline and department leadership.  

• Update to the ‘Recognition Profile’ employee management portal. 

• Development of a ‘Day-to-Day Recognition’ tool that helps identify 

twenty-five creative ways to recognize staff. 

 

Safety/Environment/Facility: Focused on safety, environmental 

or facility concerns as identified by frontline staff.  

• Correcting plumbing, electrical and storage concerns on individual 

units. 

• Emergency preparedness planning and implementation in 

collaboration with the hospital’s Safety Director. 

• Collaboration with the Workplace Violence Committee on hospital 

improvements including: Remodeled entrances, installation of 

bullet-proof glass, increased card-access only entrances, required 

active shooter training, reinforcement of ‘Speak- Up’ culture and 

plain language for emergency announcements.   

 

Retirement: Focused on the utilization of retired nurses or those 

close to retirement in the current workforce. 

• Nurse Week Retired Nurse Luncheon. Assessment of need and 

unique opportunities for involvement.  

 

Total Rewards: Worked closely with Human Resources to influence 

change recommendations. 

• Out-of-cycle market increase for 24/7 nurses. 

• Increase in information and awareness for frontline staff on 

financial planning, 401k education, retirement planning and 

managing investments. 
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• Overall hospital and department specific findings were then 

shared with department leadership and frontline staff.  
 

• Creation of the Retention & Recruitment Council.  

          - Sub-committees were formed to address identified trends  

             listed above.  

          - Utilizing a stoplight tool allowed the council to track  

             progress on initiatives: green (completed projects),  

             yellow (current projects), and red (projects unable to  

             complete at this time). 

          - The Workforce Development team plans to reassess in fall  

             of 2017.  
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Environmental Assessments: 

Assessment  neutral zones were assigned to team 

members to support staff to freely comment and share 

their thoughts. 

  

•  Fliers were distributed in each department that 

included meeting dates and times.   
 

• Interview sessions were held on all shifts, including 

nights and weekends.  
 

• A sealed box was placed in each department to allow 

for feedback from those team members with 

additional thoughts or those unable to attend.  
 

• Email addresses and telephone numbers of the 

assessment team were given on the fliers to provide 

more feedback avenues. 
 

• Assessment sessions consisted of three-four per 

department, and lasted anywhere from 15 to 120 

minutes in length. 

  


