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ABSTRACT

The study describes factors associated with the attractiveness and retention of
nursing, as experienced by registered nurses (n=24) upgrading their education to a
Master’s Degree at a University of Applied Sciences in Finland. The study aims at
producing knowledge that can be used to improve nurse retention and the
attractiveness of the clinical nursing profession. The 6-3-5 Brainwriting Method of
Rohrbach was used to collect data which was analysed using inductive content
analysis. The findings support previous international literature. Promotion of
appreciation, professional development and wellbeing at work through optimal
working conditions, increased influence and compassionate, supportive leadership
were among the most significant, recurrent themes in the participant contributions.
Further work is required to increase the appreciation of nursing in order to retain
nurses and attract new applicants. The measures suggested in this research include
the development of more compassionate leadership, professional development
options and optimal conditions to ensure wellbeing at work.
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INTRODUCTION
Millions of new nurses will be required globally by the year 2030; the pre COVIC-19 pandemic
world was already short of almost six million nurses [1,2]. Finland is also struggling to attract
and retain nursing staff; the shortage of staff is likely to persist and even intensify within the
next decade [3]. In this article, attractiveness refers to any force or means that helps
organizations recruit and retain staff and to promote work engagement [4]. Retention refers to
an organization’s ability to prevent staff leaving their work [5].

Health services across the world are facing the challenge of poor retention, as well as ageing
and retirement of the workforce. A significant part of the nursing workforce will retire or leave
the profession in the next few years, while the need for services is likely to increase in countries
with ageing populations [2]. Itis important, both nationally and internationally, to explore what
kind of factors could promote nurse retention and help recruit new professionals [6, 7].

International research indicates that nurse retention and the attractiveness of the profession
can be promoted by nurses’ influence over their work, professional development and career
opportunities, a positive work atmosphere and well-functioning multiprofessional
collaboration [8, 9, 10, 11, 12, 13]. Open nurse-leader dialogue and mutual appreciation can
increase retention [14, 15, 16, 17]. Support and encouraging feedback, both in words and deeds
are called for [18]. It is recommended that leaders make an effort to listen to their employees
and to be more approachable and flexible to reduce turnover intention. [19, 20]. In other words,
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more compassionate leadership might have a positive impact on the turnover rates [18]. Nurse
engagement - nurses’ commitment to and satisfaction with their jobs, and their level of
commitment to the nursing profession itself - has also been found to be associated with nurse
retention [21, 22, 23, 24, 25].

In contrast, a perceived heavy workload and stress have been found to decrease nurse retention
and the attractiveness of the profession [18, 26, 27, 28]. The same holds true when the work
requirements have been considered unreasonable, the working conditions inadequate [10]
and/or the professional development prospects poor. [11, 29]. Lack of leader support and
appreciation, a negative work atmosphere and poor management and leadership mar nurse
engagement [18, 27, 30, 31]. Experienced bullying early during the career can cause nurses to
leave their profession [11, 32].

In Finland, the attractiveness of the nursing profession has been studied recently from the
perspectives of nursing students [33], licensed practical nurses [34], and nurses [35, 36, 37].
The results are similar to international research. According to the nursing students, the role
and appreciation of nursing should be advanced at the level of individual nurses, organizations
and society [33]. Increasing the appreciation of nursing is essential for licensed practical nurses
as well [34]. Nurses agree that the attractiveness of their profession has deteriorated. Their
wishes include adequate human resources, better professional development opportunities and
salaries to match the responsibilities [35, 36, 37].

RESEARCH PURPOSE AND RESEARCH QUESTIONS
This study describes factors associated with the attractiveness and retention of nursing, as
perceived by experienced nurses undertaking a Master Programme in Advanced Practice
Nursing. The study aims at producing knowledge that can be used to improve nurse retention
and the attractiveness of the clinical nursing profession. The research problems are:
1. What kind of factors are associated with improving the attractiveness of nursing?
2. What kind of factors are associated with improving retention in nursing?

DATA AND METHOD

Data Collection

A qualitative approach was selected to explore experienced nurses’ views of factors associated
with the attractiveness of nursing and retention of nursing professionals. The participants
(n=24, including 22 women and 2 men) were registered nurses with 5-25 years’ experience
across a diverse range of clinical specialities. They were upgrading their education to a Master’s
Degree in Advanced Practice Nursing at a University of Applied Sciences. The participants were
employed as nurses in various locations across Finland.

The 6-3-5 Brainwriting Method of Rohrbach (1968) was used to bring together participants’
individual experiences and associations yielded by the shared ideation process [38]. The
method is suitable for collecting qualitative experiential expert knowledge. The participants
worked in groups of six persons. Two groups were allocated the topic of “Factors that increase
the attractiveness of nursing”, whereas the other two groups were given the topic of "Factors
that increase the retention of nursing professionals”. All participants were given a piece of
paper and five minutes time to write down three ideas on how to improve the attractiveness of
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nursing/ retention of nursing professionals. After the five minutes were over, all participants
were instructed to pass their paper to the next participant sitting on their right side. During the
following five minutes, each participant read the existing ideas and added three new ideas. The
process continued, using five-minute intervals, until the participants received their original
papers. Rich material involving fresh associations was produced in each of the four groups
during the 30 minutes [39, 40].

Data Analysis

The 6-3-5 Brainwriting Method yielded clauses and sentences, which were analysed using
inductive content analysis [41]. The original clauses and sentences were reduced into 198
meaningful units, which were grouped into sub-categories according to content. Last, the sub-
categories were combined into more generic categories, which were collapsed into the two
main categories.

Ethics and Trustworthiness

Owing to the deteriorating staff shortage in nursing, the topic can be considered to be
significant from the perspective of the nursing profession and society. The Research and
Development Manager at the University of Applied Sciences granted permission for the
research. The Finnish National Board on Research Integrity Guidelines (2023) were followed
[42]. Participation was voluntary. All participants gave verbal consent to have the material used
as research data. Their anonymity was protected throughout the research process.

The criteria of credibility, confirmability, transferability and reflexivity were used to ensure
research trustworthiness. [43]. Credibility means that the findings reflect participants’
conceptions of the phenomenon under study. The method used, 6-3-5 Brainwriting, and the fact
that participants were nurses with a long work history either in primary health care or
specialized medical services across Finland, can be claimed to ensure an authentic picture of
the topic. Confirmability means that the findings are based on research data, not on
investigators’ ideas of the phenomenon. The description of the data collection and analysis,
together with tables, make it possible for readers to see how the research process took place.
Transferability is about the possibility that similarity could be found in other research contexts.
The findings of this study are likely to be transferable at least nationally, and they may provide
useful insights to international readers as well. Last, reflexivity means that the investigators
acknowledge the effect their pre-conceptions may have on the study. In this study, both
researchers’ long history of nursing may have influenced their interpretation of the data.

RESULTS
This section presents experienced nurses’ views of factors associated with the retention of
nursing professionals (4.1) and of factors associated with the attractiveness of nursing as a
profession (4.2). Direct participant quotes are provided to support the findings.

Professionalization and Appreciation as Factors Increasing Nurse Retention

The first research question dealt with research participants’ ideas of factors that make it more
likely for nurses to remain in their current positions. Table 1 shows the seven generic
categories (4.1.1 - 4.1.7) and the sub-categories that emerged in the analysis
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Table 1. Professionalization and Appreciation as Factors Increasing Nurse Retention
Sub-category Generic category Main category
Interesting duties

Meaningful projects

Advanced practice nurses as Professionalization and
educators Appreciation as Factors
Allocating  advanced practice Increasing Nurse Retention
nurses’ duties that match their | Meaningful  work  that

qualification and competence promotes and makes use of

Career advancement expertise

Making use of nurses’ expertise
Influence over the development of
one’s job description

Training opportunities

Being appreciated in society

Being appreciated in the
organisation

Being appreciated by the employer

Having one’s competence | Appreciation and promotion
appreciated of the value of nursing

Support and appreciation from
leaders

Appreciation of one’s own work
Making clinical expertise visible
Making the work/profession visible
Flexible working hours

Adequate resources

Lunch benefits

A pool of substitutes

Visible networking

Developing leadership

Adequate support staff (T,
secretarial) Ensuring optimal working

conditions

Remote work

Work rotation

Chance to attend to patients
without interruptions

Fully functioning equipment

Safe working facilities

Appropriate uniforms

Adequate salary

Match  between salary and
contribution Ensuring optimal salaries
Salary bonuses

Influence over one’s salary
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Extensive  occupational health
services

Support for wellbeing at work
Rehabilitation during work career
Preventive occupational health care | Promotion of wellbeing at

Provision of sports vouchers work
Employer support for work
wellbeing

Leader support for employee family

life

Silent retreats to counterbalance
the interactive nature of the work
Workplace wellbeing activities
Better work ergonomics

Work supervision

Regular  shared time with
colleagues

Enabling collaboration

Listening to and involving
professionals

Promoting multiprofessional Promotion of collaboration
collaboration

Promoting  collaboration  with
colleagues

Promoting work in pairs

Training leaders to understand
grassroots work

Developing leaders’” emotional
intelligence skills Development of
Developing leaders’ empathy skills | compassionate leadership
and compassion

Ensuring that staff are being heard
Promoting open dialogue between
staff and leaders
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Meaningful Work that Promoted and Made Use of The Nurses’ Expertise:

First The participants agreed that meaningful work that promoted and made use of the nurses’
expertise could make nurses remain in the profession. It was important that the work involved
interesting assignments that corresponded to the nurses’ qualifications, competence and
expert knowledge. Career prospects, training opportunities and influence over the
development of one’s job description were further factors likely to increase nurse retention. To
quote a participant,” You can achieve retention by increasing career advancement options”.

Appreciation and Promotion of The Value of Nursing:

Appreciation and Promotion of The Value of Nursing was another factor that could help retain
nurses, according to the study participants. The appreciation should take place at many levels;
nurses appreciating their own work; immediate supervisors supporting their staff and
appreciating their competence; the employer, the organization and society appreciating the
work. The study participants suggested that nursing professions and clinical expertise should
be made more visible in society, for example in the social media. They said, for example,”
Appreciation; nurses are not maids to doctors”, and” More visibility on national news channels
about real nursing work”.

Optimal Working Conditions:

Third The study participants stressed the importance of having nurse leaders ensure optimal
working conditions, including adequate resources, support staff, facilities and equipment. The
participants felt that flexible working hours, work rotation and remote work, when feasible,
could be helpful in retaining nurses. An adequate pool of substitutes was needed, according to
the participants. They also said that nurses would appreciate a chance to take time to attend to
their patients without being constantly interrupted. Good working conditions would affect the
daily routines, patient safety, and retention positively. To quote,” Enough time and resources,
so you can do your work as well as you would like to”.

Optimal Salaries:

In addition, optimal salaries were considered very important in the effort to retain nursing
professionals. The salaries should correspond to the qualifications and work requirements.
Assignments that require special competencies or increased responsibility should be
compensated for.

Promotion of Wellbeing at Work:

Promotion of wellbeing at work was also considered important for nurse retention. The study
participants mentioned extensive occupational health services, including preventive health
care and rehabilitation. They also proposed measures to improve both physical and cognitive
ergonomics, to “shape up the work ergonomics”. An opportunity to have clinical supervision
and having one’s family life taken into consideration (work-life balance) were seen as effective
means of retaining nurses in the profession.

Promoting Collaboration:

According to the study participants, employers could increase nurse retention by actively
promoting collaboration at the workplace. This could involve better listening to employees and
involving them in planning and decision-making. Nurse leaders could arrange those employees
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meet and share time regularly. Other aspects of collaboration suggested included multi-
professional teamwork, improved collaboration among peers and sharing of knowledge and
skills.

Development of Compassionate Leadership:

The last suggestion to emerge was related to the development of compassionate leadership.
The participants indicated that nurse retention could be increased if nurses were heard and
supported effectively. This would require the development of leaders’ emotional intelligence,
empathy and situational awareness. The promotion of open dialogue between leaders and staff,
especially, was seen as a factor that could increase the retention rate. The participants said, for
example,” Leadership should be equal and competent. The employees should be trusted, they
should be listened to and encouraged”, and” Compassionate leadership, empathy and genuine
dialogue instead of bureaucracy.”

Professional Development and Wellbeing as Factors Increasing the Attractiveness of the
Nursing Profession

The second research question dealt with research participants’ ideas of factors associated with
the attractiveness of nursing as a profession. Table 2 shows the nine generic categories (4.2.1 -
4.2.9) and the sub-categories that emerged in the analysis.

Table 2. Professional Development and Wellbeing as Factors Increasing the
Attractiveness of the Nursing Profession

Sub-category Generic category Main category
Positions for advanced practice Advancement of Professional Development and
nurses professional development | Wellbeing as Factors Increasing the
Chance to combine work and Attractiveness of the Nursing
studies and being allocated duties Profession

that correspond one’s education
Designing a career path model
Equal educational opportunities
Enabling work rotation
Good orientation

Developing student supervision Development of students’
Improving the condition in work clinical practice
practice

Appreciation students as equals
A mentoring model for graduates
Enabling work during studies

More practically oriented education Attention given to the
Giving attention to worklife needs of practice in
challenges during education education
Developing combined study

programmes
Enabling further training
Improving peer relations among Increasing the appreciation
nurses of nursing professionals
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Involving leaders in clinical nursing

Bringing leaders closer to
employees

Support and encouragement from
leaders

Appreciation from leaders to all
employees

Concrete acknowledgement for a
job well done from the employer

Listening to employees

Taking employee opinion into

account
Matching the salary with work Aligning salaries with
requirements education and work
Rewarding competence requirements

Higher salary

Personal bonus for competence and
education

Reward for a job well done

Reward for special competence
required in the job description

Compensation for extra
assignments

Developing the compensation
system for extra hours

More humane working conditions Improvement of working
Chance to influence working hours conditions
More attention to employees’ rota

wishes

Increasing permanent positions

Stopping consecutive short
contracts

Better treatment of substitutes

Increasing the availability of
substitutes

Better care of equipment

Increasing equipment, technology
and robotics to facilitate work

Providing shared activities to
promote coping

Work supervision

Providing physical exercise
opportunities

Shared sports and cultural activities | Promotion of Work Ability

Work supervision

Vouchers to support staff wellbeing
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Empowering reflection after
stressful situations

Influence over one’s working hours Increasing employee
Influence over one’s duties influence
Influence over one’s working
conditions
Chance to develop one’s
competence
Improving the image of nursing Increasing appreciation of
Positive marketing nursing through positive

Improving the reputation of nursing communication

together

Sharing positive experiences of
daily nursing work
Advertising nursing in media
Increasing leaders’ appreciation of
nursing
Increasing the government’s
appreciation of nursing
Positive descriptions of hospital and
health centre operation
Use of celebrities in recruitment
Use of grassroots employees in
recruitment
Visiting school to inform pupils of
nursing

Advancement of Professional:

According to the study participants, advancement of professional development was one of the
factors that could make the nursing profession more attractive to potential candidates. In
concrete terms, this would involve high quality orientation, work rotation and equal
educational opportunities. A participant wrote, “A proper orientation period, time to learn the
practices, not just going into the lion’s den”. Being allocated duties that corresponded to one’s
education, for example in advance practice nursing, could increase interest in the profession,
according to the participants.

Students’ Clinical Practice Periods Should Be Developed:

Nursing students’ clinical practice periods should be developed to achieve positive learning
experiences and to make the profession more appealing. In the opinion of the study
participants, the working conditions and supervision of students in clinical practice should be
improved. Students should be encountered and appreciated as equals. At graduation, they
would benefit from mentoring. To quote,” A mentoring model, a promise that when you arrive
as a fledgling you are not left alone”.
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Nursing Education Should Be Based on The Needs of Nursing Practice:

The study participants suggested more practically oriented education starting from current
real-life challenges. Combined study programmes and various further training opportunities
could be provided to create specific expertise tailored to the needs of practice.

Increasing The Appreciation of The Nursing Profession:

emerged as an important mission in the study participants’ contributions. This could be
achieved through leaders’ presence in practical nursing work, where they should express
interest in how the staff were coping and provide support and encouragement. The staff would
thrive if they felt that all employees’ experiences were equally interesting to the leaders. Equal
appreciation and concrete acknowledgement of good performance were mentioned. In the
words of one participant,” Leaders should be seen in the field sometimes, many of them are
estranged from everyday life. Appreciating grassroots level workers, seeing that nurses are
more than just names on the rota”.

Aligning Salaries with Education and Work Requirements:

The study participants further suggested aligning salaries with education and work
requirements to improve the attractiveness of the nursing profession. Special competence,
special work requirements and good performance should be rewarded. The job descriptions of
some employees involved special assignments requiring specific competence, and personal
bonuses should be paid for extra training and expertise. As one of the participants said, "When
the salary matches the requirements, the profession will become a potential option alongside
other, better paid professions”.

Improvement of Working Conditions:

According to the participants, improvement of working conditions would make nursing a more
interesting choice to students. The working conditions should be more humane, with the
opportunity to influence one’s working hours and to gain a permanent position sooner, instead
of consecutive work contracts. Better treatment of nurse substitutes would make them more
readily available. One of the study participants wrote,” Optimal nurse-to-patient ratio; if the
number of nurses were expanded, nursing would become more appealing, with less stress and
better coping”. Furthermore, it was mentioned that the development of working conditions
through fully functioning equipment, technology and robotics was linked with improved
patient safety and occupational safety.

Promotion of Work Ability:

More systematic promotion of work ability was suggested the increase the attractiveness of
nursing. This could include various shared activities, for example sports and cultural events.
The participants proposed returning the earlier practice of handing out vouchers, which could
be used for cultural events or services (massage, gym etc). Work supervision and shared,
empowering reflection sessions after stressful situations were considered important for the
promotion of employees’ work ability. Leaders, psychologists or psychotherapists could
assume the role of facilitators in such sessions. To quote, “Supporting wellbeing at work,
investing in coping and resilience building”.
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Increasing Employee Influence:

Increasing employee influence was also suggested by the study participants to promote the
attractiveness of nursing. Optimally, nurses should have more influence over their working
hours, duties and working conditions. The opportunity to develop further professionally was
considered essential.

Increasing The Appreciation of Nursing Through Positive Communication:

Finally, the study participants proposed increasing the appreciation of nursing through positive
communication. A better image and reputation of nursing was required through positive
marketing and advertising. The public should learn about successes in daily nursing practice,
and nursing organizations should be described in more positive terms, possibly with help of
grateful patients or celebrities. Besides media publicity, visits of nursing professionals in
educational institutions could be useful in promotion the appreciation of the profession. Words
of appreciation from higher authorities, for example the government, were also needed.

DISCUSSION

This qualitative study presents experienced registered nurses’ ideas on how nurse retention
and the attractiveness of the nursing profession could be improved. The participants provided
extensive and varied suggestions. The findings were similar to recent international literature
[8, 33, 44]. As might be expected, the factors that were thought to increase nurse retention and
the attractiveness of the profession were mostly the same or similar. What was different was
that, iin the section on attractiveness, the topics of more practice-driven nursing education and
improved clinical practice experiences were brought up from the perspective of potential
nursing students.

The results reveal a need to improve the attractiveness and retention both at the level of
individuals (nurses and students) and in society, politics and social media through promoting
the general appreciation of the profession. Appreciation from leaders has been shown to
motivate staff and to promote engagement and wellbeing at work [14, 45, 46]. Support from
colleagues also affects job satisfaction positively [19, 47].

According to the results, the appreciation of the profession should be reflected in employee
influence, working conditions and remuneration. The study participants found, in agreement
with earlier studies, that flexible work arrangements and employees’ influence over their work
content and work conditions affected autonomy, motivation and wellbeing positively,
increasing retention and making the profession more appealing. As in previous studies,
professional development and career paths were considered essential [6, 33, 35, 48].

The promotion of work wellbeing, collaboration and supportive (compassionate) leadership
were further significant themes that emerged in the results. Although nurses in Finland seem
to find their work meaningful, thousands of nurses have left their profession due to experienced
stress and coping problems [35, 36]. Positive communication and feedback and encouragement
can help nurses cope better [49], and an ethical and supportive work climate may decrease
turnover intention [7]. A significant relationship has been established between ethical climate
and job satisfaction, with implications for nurse retention [50]. Similarly, leader support and a
collaborative climate have been found to shape nurses’ perception of the attractiveness of their
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organization [12]. Open communication and nurse-leader dialogue was emphasised by the
participants in this study.

CONCLUSION
Further work is required to increase the appreciation of nursing in order to retain nurses and
attract new applicants. Professionalization, or establishing nursing as an independent and
appreciated profession still needs to be promoted, despite the decades of efforts to achieve this.
The measures suggested in this research include professional development options and optimal
conditions to ensure wellbeing at work. Nurses also appreciate supportive, compassionate
leadership, educational and career opportunities and influence over their work.

References
[1] WHO. 2021. Health workforce. 2021. https://www.who.int/health-topics/health-workforce#tab=tab_1

[2] Buchan, ], Catton, H., Shaffer, F. 2022. Sustain and retain in 2022 and beyond. International Council of
Nurses. https://www.icn.ch/system/files/2022-
01/Sustain%20and%20Retain%20in%202022%20and%20Beyond-
%20The%20global%20nursing%20workforce%20and%20the%20COVID-19%20pandemic.pdf

[3] Keva. 2021. Kuntien tydvoimaennuste 2030. Hoitajissa, sosiaalitydntekijoissa ja lastentarhanopettajissa
suurin osaajapula nyt ja tulevaisuudessa. https://www.keva.fi/uutiset-ja-artikkelit/kuntien-
tyovoimaennuste-2030-hoitajissa-sosiaalityontekijoissa-ja-lastentarhanopettajissa-suurin-osaajapula-
nyt-ja-tulevaisuudessa/

[4] Huhta, M., Myllyntaus, V. 2021. Ty6nantajabrandi ja tyontekijakokemus. Helsinki. Alma Talent.

[5] Holliday, M. 2021. What Is Employee Retention? Benefits, Tips &
Metrics.https://www.netsuite.com/portal/resource/articles/human-resources/employee-
retention.shtml

[6] Pitkdnen, A., Nieminen, 1., Aalto, P. 2014. Sairaanhoitajien osaaminen sairaalan vetovoimaisuustekijana.
Tutkiva hoitotyd 12(1). 48-50.

[71 Abou Hashish, E.A. 2017. Relationship between ethical work climate and nurses' perception of
organizational support, commitment, job satisfaction and turnover intent. Nursing Ethics 24(2), 151-
166. doi: 10.1177/0969733015594667.

[8] Al-Hamdan, Z., Manojlovich, M., Tanima, B. 2017. Jordanian Nursing Work Environments, Intent to Stay,
and Job Satisfaction. Journal of Nursing Scholarship 49(1),103-110. doi: 10.1111/jnu.12265.

[9] Goodare, P. 2017. Literature review: why do we continue to lose our nurses ? Australian Journal of
Advanced Nursing 34(4), 50-56. https://www.ajan.com.au/archive/Vol34 /Issue4/6Goodare.pdf

[10] Helander, M., Roos, M., Suominen, T. 2019. Nuorten sairaanhoitajien ndkemyksid ammatista
lahtemisesta. Hoitotiede 31(3), 180-190

[11] Kox, ].H.A.M., Groenewoud, ].H., Bakker, E.].M., Bierma-Zeinstra, S.M.A., Runhaar, ]., Miedema, H.S.,
Roelofs, P.D.D.M. 2020. Reasons why Dutch novice nurses leave nursing: A qualitative approach. Nurse
Education in Practice 47:102848. https://doi.org/10.1016/j.nepr.2020.102848

[12] Slatten, T., Lien, G. 2022. Frontline nurses’ appraisal of organizational attractiveness and the role of
management support, interdepartmental collaboration climate and service quality of care. International
Journal of Quality and Service Sciences 14(2), 197-216. https://doi.org/10.1108/1JQSS-02-2021-0028

URL: http://dx.doi.org/10.14738/aivp.113.14836. 371



European Journal of Applied Sciences (EJAS) Vol. 11, Issue 3, June-2023

[13] Smit, B.W.,, Lawson, K.M. 2022. Growth mindsets increase flexible work arrangement attractiveness: a
policy-capturing study. Personnel Review. Vol. ahead-of-print No. ahead-of-print.
https://doi.org/10.1108/PR-10-2020-0793

[14] Seitovirta, J. 2018. Sairaanhoitajien palkitseminen erikoissairaanhoidossa, perusterveydenhuollossa ja
yksityisessa terveydenhuollossa. Vaitoskirja. Hoitotieteen laitos, Terveystieteiden tiedekunta, Ita-
Suomen yliopisto. Kuopio. Registered Nurses’ Rewarding in Finnish Specialized Medical Care, Primary
and Private Healthcare, University of Eastern Finland, Faculty of Health Sciences, Dissertation in Health
Sciences 491. 2018. 58 Publications of the University of Eastern Finland. Dissertations in Health
Sciences, 491. http://urn.fi/URN:ISBN:978-952-61-2944-0

[15] Enwereuzor, LK., Ugwu, L.L.E. 2021. Clarifying the interface between respectful leadership and intention
to stay. Journal of Health Organization and Management 35(4), 443-457.
https://doi.org/10.1108/JHOM-06-2020-0258

[16] Haynie, ].F,, Varma, V., Ragland, E. 2022. Daily supervisor support, engagement and prosocial behavior:
how turnover intentions reduce the resources to pay it forward. Journal of Managerial Psychology 37(6),
575-590. https://doi.org/10.1108/]MP-04-2021-0255

[17] Xiaolong, T., Gull, N., Asghar, M., Sarfraz, M., Jianmin, Z. 2022. Does perceived supervisor support reduce
turnover intention? The mediating effects of work engagement among healthcare professionals. Work,
Pre-press, 1-13. DOI: 10.3233/WOR-210509

[18] Salminen-Tuomaala, M., Seppal4, S. 2022. Nurses’ ratings of compassionate nursing leadership during
the Covid-19 pandemic - A descriptive cross-sectional study. Journal of Nursing Management 30(6),
1974-1980. doi: 10.1111/jonm.13642.

[19] Halldorsdottir, S., Einarsdottir, E.]., Edvardsson, I.R. 2018. Effects of cutbacks on motivating factors
among nurses in primary health care. Scandinavian Journal of Caring Sciences 32(1), 397-406. doi:
10.1111/scs.12474.

[20] Labrague, L.]J., de Los Santos, ].A.A. 2021. Fear of COVID-19, psychological distress, work satisfaction and
turnover intention among frontline nurses. Journal of Nursing Management 29(3), 395-403. doi:
10.1111/jonm.13168.

[21] Dempsey, C., Reilly, B.A. 2016. Nurse engagement: What are the contributing factors for success ? The
Online Journal of Issues in Nursing 21(1), 2. https://doi.org/10.3912/0]JIN.Vol21No01Man02

[22] Kutney-Lee, A., Germack, H., Hatfield, L., Kelly, S., Maguire, P., Dierkes, A., Del Guidice, M., Aiken, L.H.
2016. Nurse engagement in shared governance and patient and nurse outcomes. Journal of Nursing
Administration 46(11), 605-612. doi: 10.1097 /NNA.0000000000000412

[23] Lepisto, S., Alanen, S., Aalto, P., Jarvinen, P., Leino, K., Mattila, E., Kaunonen, M. 2017. Healthcare
professionals’ work engagement in Finnish university hospitals. Scandinavian Journal of Caring Sciences
32(2),979-986. doi: 10.1111/scs.12538.

[24] Duran, S,, Celik, L, Ertugrul, B,, Ok, S., & Albayrak, S. 2021. Factors affecting nurses’ professional
commitment during the COVID-19 pandemic: A Cross-Sectional study. Journal of Nursing Management
29(7),1906-1915. doi: 10.1111/jonm.13327

[25] Mustonen, S., Salanterd, S., Junttila, K. 2022. Nurse engagement in a Finnish tertiary-level university
hospital: a descriptive cross-sectional survey. Hoitotiede 34(3), 169-182. Nursing Science 34(3), 169-
182.

Services for Science and Education - United Kingdom 372



Salminen-Tuomaala, M. (2023). Factors Associated with Attractiveness and Retention in Nursing. European Journal of Applied Sciences, Vol - 11(3).
360-374.

[26] Adler, H., Ghiselli, R. 2015. The Importance of Compensation and Benefits on University Students’
Perceptions of Organizations as Potential Employers. Journal of Management and Strategy 6(1), 1-9.
DOI: https://doi.org/10.5430/jms.vénlp1l

[27] Hglge-Hazelton, B., Berthelsen, C.B. 2021. Why nurses stay in departments with low turnover: A
constructivist approach. Nordic Journal of Nursing Research, 41(3), 158-165.
https://doi.org/10.1177/2057158521991434

[28] Koehler, T., Olds, D. 2021. Generational Differences in Nurses' Intention to Leave. Western Journal of
Nursing Research 44(5), 446-455. doi: 10.1177/0193945921999608.

[29] Yu, M., Kang, K.J. 2016. Factors Affecting Turnover Intention for New Graduate Nurses in Three
Transition Periods for Job and Work Environment Satisfaction. The Journal of Continuing Education in
Nursing 47(3), 120-131. doi: 10.3928/00220124-20160218-08

[30] Lalonde, M., McGillis Hall, L. 2017. The socialisation of new graduate nurses during a preceptorship
programme: strategies for recruitment and support. Journal of Clinical Nursing 26, 774-783. doi:
10.1111/jocn.13563

[31] Khatatbeh, H., Zrinyi, M., Olah, A., Pakai, A. 2022. The relationship between paediatric nurses' quality of
life and intent to leave: The moderating role of hospital type. Nursing Open 9(1),676-683. doi:
10.1002/nop2.1116

[32] Kiprillis, N., Gray, R., Robinson, E., McKenna, L. 2022. Prevalence of horizontal violence of nurses in their
first year of practice: A systematic review, Collegian 29(2), 236-244.
https://doi.org/10.1016/j.colegn.2021.12.001

[33] Salminen-Tuomaala, M., Herttuala, N. 2022. Nurse students’ views of factors that increase or decrease
the attractiveness of the nursing profession. Clinical Nursing Studies 11(1), 1-10. DOI:
https://doi.org/10.5430/cns.vlinlpl

[34] Roos, M., Kuosmanen, L., Tevameri, T, Viinikainen S. 2022. Lahihoitajien tyonkuva ja tyon
vetovoimatekijat sosiaali- ja terveysalalla - integratiivinen kirjallisuuskatsaus. Hoitotiede 34(3), 152-
168.

[35] Hahtela, N. 2019. Sairaanhoitajien tydolobarometri 2018. Sairaanhoitajaliiton julkaisu.
https://sairaanhoitajat.fi/wp-content/uploads/2020/01/tyoolobarometri_2018_web-1.pdf

[36] Coco, K. 2019. Vetovoimatekijat erikoissairaanhoidossa. Kysely tehylaisille sairaanhoitajille. Tehyn
julkaisusarja B:1/2019.
https://www.tehy.fi/fi/system/files/mfiles/julkaisu/2019 /vetovoimatekijat_erikoissairaanhoidossa_-
_kysely_tehylaisille_sairaanhoitajille_id_14430.pdf

[37] Coco, K., Roos, M. 2020. Sosiaali- ja terveysalan tydolot ja vetovoima - ldhihoitajien ndkemyksia
vetovoimaan vaikuttavista tekijoista: perehdytys, osaaminen, tydolot ja kuormitus. Tehyn julkaisusarja
B, Selvityksia 2/20. https://www.tehy.fi/fi/system/files/mfiles/julkaisu/2020/2020_b2_sosiaali-
_ja_terveysalan_tyoolot_ja_vetovoima_-_lahihoitajien_nakemyksia_id_15982.pdf

[38] Rohrbach, B. 1968. Kreativ nach Regeln — Methode 635, eine neue Technik zum Ldésen von Problemen.
Absatzwirtschaft 12, 73-75.

[39] Shah, J. 2000. Evaluation of Idea Generation Methods for Conceptual Design: Effectiveness Metrics and
Design of Experiments. Journal of Mechanical Design 122(4), 377-384.
https://doi.org/10.1115/1.1315592

URL: http://dx.doi.org/10.14738/aivp.113.14836. 373



European Journal of Applied Sciences (EJAS) Vol. 11, Issue 3, June-2023

[40] Silverstein, D., Samuel, P., DeCarlo, N. 2022. The Innovator’s Toolkit. 50+ techniques for predictabe and
sustainable organic growth. 2. painos. John Wiley & Sons, Hoboken, New Jersey.

[41] Polit, D.F., Beck, C.T. 2018. Essentials of nursing research. Appraising evidence for nursing practice. 9. ed.
Philadelphia: Wolters Kluwer.

[42] The Finnish National Board on Research Integrity Guidelines. 2023. Responsible Conduct of Research
(RCR). https://tenk.fi/en/research-misconduct/responsible-conduct-research-rcr

[43] Kylmj, |, Juvakka, T. 2012. Laadullinen terveystutkimus. Edita Prima Oy, Helsinki.

[44] Ahlstedt, C., Lindvall, C.E., Holmstrém, LK., Athlin, A.M. 2019. What makes registered nurses remain in
work? An ethnographic study. International Journal of Nursing Studies 89, 32-38. doi:
10.1016/j.ijnurstu.2018.09.008

[45] Maurits, E., deVeer, A., van der Hoek, L., Francke, A. 2015. Factors associated with the self-perceived
ability of nursing staff to remain working until retirement: a questionnaire survey. BMC Health Services
Research 15, 356. doi: 10.1186/s12913-015-1006-x.

[46] Valizadeh, L., Zamanzadeh, V., Habibzadeh, H., Alilu, L., Gillespie, M., Shakibi, A. 2018. Threats to nurses'
dignity and intent to leave the profession. Nursing Ethics 25(4), 520-531. doi:
10.1177/0969733016654318.

[47] Halcomb, E., Ashley, C. 2017. Australian primary health care nurses most and least satisfying aspects of
work. Journal of Clinical Nursing 26(3-4), 535-545. doi: 10.1111/jocn.13479.

[48] Lee, H,, Shin, ]J.H. 2021. An Analysis of the Effects of Psychosocial Work Environment on the Retention
Intentions of Primary Care Coordinators Nursing Patients with Chronic Illness. International Journal of
Environmental Research and Public Health 18(22), 1-8. doi: 10.3390/ijerph182212104.

[49] Waples, E.P., Brock Baskin, M.E. 2021. Not Your Parents’ Organization? Human Resource Development
Practices for Sustainable Flex Work Environments. Advances in Developing Human Resources 23(2),
153-170. https://doi.org/10.1177/1523422320982933

[50] Ozdoba, P., Dziurka, M., Pilewska-Kozak, A., Dobrowolska, B. 2022. Hospital Ethical Climate and Job
Satisfaction among Nurses: A Scoping Review. International Journal of Environmental Research and
Public Health 19(8):4554. doi: 10.3390/ijerph19084554.

Services for Science and Education - United Kingdom 374



