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INTRODUCTION

Nurse turnover, which occurs when nurses leave their jobs or
the profession, is a major concern for the healthcare indus-
try (Winter et al., 2020). Low retention rates and shortages of
qualified nurses can affect many aspects of health care (Tang &
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noneconomic impact of nurse turnover was partially supported.

Implications for nursing practice and nursing policy: To prevent the adverse noneco-
nomic and economic impacts of nurse turnover and retain nurses, healthcare organiza-
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tion strategies and policies to address nurse turnover. Efforts to address nurse turnover
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Hudson, 2019). Several countries are facing shortages of quali-
fied nurses due to high nurse turnover (International Council
of Nursing, 2019). Healthcare organizations use resources to
advertise, recruit, hire, and train new nurses to replace nurses
who resign (Kim, 2016). Nurse turnovers also incur a loss of
intellectual capital and productivity (Li & Jones, 2013).
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IMPACTS OF NURSE TURNOVER

Background

Turnover can be defined as the admission and departure of
personnel working in an organization (Leitdo et al., 2017),
which is a process within hospitals. Studies on turnover use
different conceptualizations and measurements (Halter et al.,
2017). Nurses may leave the hospital or transfer to other units
within the hospital; it thus involves both voluntary and invol-
untary movement and internal and external movement (Park
et al.,, 2014). Nurse turnover rates vary from 15.1% in Australia
(Roche et al,, 2015), 27.65% in the USA (Nelson-Brantley et al.,
2018), and 23% in Israel (Kerzman et al., 2020). The average
turnover rate for South Korean nurses with 5.4 years of tenure
was 12.4% (Hospital Nurses Association, 2019). Among newly
licensed registered nurses (RNs) in South Korea, the turnover
rate was 42.7% in 2017 (Hospital Nurses Association, 2019). In
the USA, the national turnover rate of RNs was 17.8% (Thomas
etal, 2022). Although nursing turnover rates vary, it is possi-
ble to see from these studies that turnover rates are globally
high.

Most studies on nursing turnover focused on determi-
nants of intent to leave, and only a few studies examine
the impact of turnover (Halter et al, 2017, Hayes et al,
2012). In a systematic review of nurse turnover systematic
reviews, Halter at al. (2017) found nine systematic reviews that
examined the determinants of nurse staff turnover in adult
health services. In this review, the determinants were cat-
egorized as individual, job-related, interpersonal, and orga-
nizational. Nurse stress and dissatisfaction at an individ-
ual level, managerial style, and supervisor support factors
at the organizational level were significant factors (Halter
et al., 2017). More recently, McDermid et al. (2020) per-
formed a literature review of 20 articles to identify fac-
tors affecting the turnover rates of emergency nurses and
found several contributing factors, including aggression, vio-
lence, serious incidents, and work environment. Falatah and
Salem (2018) examined the contributing factors of nursing
turnover in Saudi Arabia and found the nurses’ demograph-
ics, their satisfaction, management and leadership types, and
work-related variables (e.g., pay, promotion, and equity) in 11
studies.

Nurse turnover is costly and compromises quality of care
and outcomes (Bae et al., 2021). As demonstrated earlier, pre-
vious studies have primarily investigated the factors contribut-
ing to turnover (Falatah & Salem, 2018; Halter et al., 2017;
McDermid et al., 2020). However, few reviews have investi-
gated the impact of nurse turnover. Most recent reviews of the
impact of nurse turnover (Halter et al., 2017) found that the
costs of turnover were solely focused on this topic. Halter et al.
(2017) found nursing turnover costs to be high. In a compara-
tive review, Duflield et al. (2014) found that Australia reported
higher turnover costs as compared with the USA, Canada, and
New Zealand. Li and Jones (2013) found that turnover costs
were 0.31 times the salary at minimum and 1.3 times at maxi-
mum among nurses. Hayes et al. (2012) also reviewed the eco-
nomic impact of nursing turnover and found that temporary
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replacements and decreased initial productivity added to the
costs of nurse turnover.

Regarding the noneconomic impact of turnover, a review by
Hayes et al. (2012) reported that both nursing care outcomes
(e.g., mental health, job satisfaction) and patient outcomes
(e.g., patient satisfaction) were affected by nurse turnover.
Since their review, there has been a dearth of reviews that
have comprehensively examined both noneconomic and eco-
nomic impacts of nurse turnover in acute hospitals. However,
there have been several studies since 2012 that have empirically
investigated the impact of turnover. Therefore, an updated
evaluation is required.

METHODS
Aims

The aims of this systematic review were to investigate the
impacts of nurse turnover in acute hospitals and synthesize
the evidence regarding the noneconomic impact on work-
group processes, nurse staffing, nurse outcomes, and patient
outcomes and the economic impact of nurse turnover (e.g.,
costs).

Design

To investigate the impacts of nurse turnover in acute hospitals,
a five-step approach—problem formulation, literature search,
data evaluation, data analysis, and presentation—was utilized
(Cooper, 1989). Research article search and selection for this
review were reported according to the Preferred Reporting
Items for Systematic Reviews and Meta-Analyses checklist
(Moher et al., 2009). Based on that, the eligibility criteria,
search methods, research outcomes, quality appraisal meth-
ods, data extraction, and synthesis were illustrated. Because
the current review did not use human subjects, an approval
from the institutional review board of Ewha Womans Univer-
sity was not applicable.

Search methods

The following eligibility criteria were applied for inclusion
in the systematic review: Articles were (1) nonexperimen-
tal quantitative studies, (2) examined the impacts of actual
nurse turnover in acute hospitals, (3) peer-reviewed original
research articles, (4) were written in English or Korean, and
(5) were published since January 2000 until May 2021.
Following electronic bibliographic databases: CINAHL,
Cochrane Library, DBpia, EBSCO, PubMed, PsycINFO,
Research Information Sharing Service, and Web of Science
were used to find relevant studies. The search terms include
(1) “nurse (s)” and “turnover” and “acute”; (2) “nurse (s)” and
“turnover” and “hospital (s)”; (3) “nursing” and “turnover”
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and “acute”; (4) “nursing” and “turnover” and “hospital (s).”
Nurse turnover represents independent variables, and acute
hospitals represent study settings without limiting the out-
come variables and included all types of impacts of turnover.
The titles, abstracts, and keywords were searched to identify
all relevant articles. Additional searches were also conducted
in the included studies and previous reviews to identify addi-
tional relevant articles.

Search outcomes

A total of 9,029 articles were identified (Supplementary
Figure S1). After removing duplicate articles, 2,162 unique
articles remained. After the title screening, 2,064 articles were
excluded and 98 remained. Among them, after the abstract
screening, 34 articles remained. In the full-text review, 23
articles were excluded for several reasons: they were not
nonexperimental quantitative studies (n = 3), did not study
the impacts of nurse turnover (n = 12), were not conducted in
acute hospitals (n = 6), or did not study actual nurse turnover
(n = 2). Additional five articles manually were searched. The
16 articles were included and assessed for methodological
quality.

Quality appraisal

A 13-item quality assessment tool for correlation studies
(Cicolini et al., 2014; Cummings et al., 2008) was used to eval-
uate the quality of included articles. Each question was in a
dichotomous answer format. Among 13 items, 12 items about
research methods were scored either 0 or 1, and one item about
measurement was scored as 0 or 2. The maximum total score
was 14. Higher scores represent better quality of the study.
Using the total score, each article was categorized into low
(0-4), medium (5-9), and high (10-14) quality. Supplemen-
tary Table SI presents the items and summarizes the quality
appraisal of included studies.

Data extraction

The data extracted were the first author’s name, year, country,
study design, sample, quality score/quality, measures and the
mean values nurse turnover, measures of outcomes (instru-
ments), unit of analysis and data analysis, and main findings
(p < 0.05) were extracted from each study. Table 1 presents the
data extracted from each study.

Synthesis

Given the heterogeneity of the data analyses, measures of
turnover, and measures of outcomes, a meta-analysis was
not conducted. Using the extracted data, a narrative synthe-
sis of the included studies was conducted. The noneconomic

International Nursing Review ¥ BAE

impacts of nurse turnover in acute hospitals were synthesized
in terms of workgroup processes, nurse staffing, nurse out-
comes, and patient outcomes (Table 2). The costs of turnover
were reported as the cost per turnover, the ratio of turnover
costs to salary, total cost of turnover, and the percentage of
turnover cost for each category based on Li and Jones’s study
(2013) (Table 3).

RESULTS
Characteristics of the reviewed studies

Of the 16 articles included in the review, seven studies (Bae
et al., 2014, 2010; Jones, 2005, 2008; Park et al., 2014; Reilly
et al., 2014; Waldman et al., 2004) were conducted in the USA
(Table 1). Eight other studies were conducted in South Korea
(Kim, 2016), Brazil (Leitdo et al., 2017; Ruiz et al., 2016), New
Zealand (North & Hughes, 2006; North et al., 2013), Canada
(O’Brien-Pallas et al., 2010), Germany (Winter et al., 2020),
and Australia (Roche et al., 2015). One international study
(O’Brien-Pallas et al., 2006) was conducted in four countries.
In the quality appraisal, only one study (O’Brien-Pallas et al.,
2010) was rated as high. Twelve (Bae et al., 2010, 2014; Leitao
etal., 2017; North & Hughes, 2006; North et al., 2013; O’Brien-
Pallas et al., 2006; Park et al., 2014; Reilly et al., 2014; Roche
etal., 2015; Ruiz et al., 2016; Waldman et al., 2004; Winter et al.,
2020) were rated medium, and three (Jones, 2005, 2008; Kim,
2016) were rated low. Six studies used longitudinal designs
(Bae et al., 2010; North et al., 2013; O’Brien-Pallas et al., 2010;
Park et al., 2014; Reilly et al., 2014; Roche et al., 2015), and the
rest used cross-sectional study designs.

Nine studies were conducted with a guidance of a theoret-
ical model or framework as follows: Bae et al. (2010) used an
input-process—outcome framework (McGrath, 1964); Jones
(2005, 2008) used human capital theory (Cohn & Geske
1990); O’Brien-Pallas et al. (2006, 2010) drew on a nurse
turnover model (O’Brien-Pallas et al., 2001); Park et al. (2014)
used a longitudinal framework; Reilly et al. (2014) applied a
context-emergent turnover theory (Nyberg & Ployhart 2013);
Winter et al’s (2020) study reviewed the determinants of
hospital staft shortages, and Waldman et al.’s (2004) evalu-
ated turnover cost models that consider the cost of reduced
productivity. Three studies used relatively large samples (Bae
et al., 2010; O’Brien-Pallas et al., 2010; Park et al., 2014),
while eight studies were conducted at a single hospital (Jones,
2005, 2008; Kim 2016; Leitdo et al., 2017; North & Hughes,
2006; Reilly et al., 2014; Ruiz et al., 2016; Waldman et al.,
2004).

Regarding measures of nurse turnover, nursing unit-level
quarterly (Bae et al., 2014; Park et al., 2014) and monthly (Bae
etal., 2010, 2014; Leitdo et al., 2017; Reilly et al., 2014; Ruiz et al.,
2016) turnover rates were used. Several studies used annual
turnover rates. The annual turnover rate ranged from 9.49%
(O’Brien-Pallas et al., 2006) to 44.3% (North et al., 2013). The
monthly turnover rate ranged from 0% (Leitao et al., 2017)
to 2.53% (Leitdo et al., 2017) for one month and from 4.29%



WILEY--2

Y

International Nursing Review

IMPACTS OF NURSE TURNOVER

(sanunuo)))

'000°67¥°8$

03 000°5/8°L$ WO

padex saur| sa014138

€ 9} 10§ 300 IOAOUIN]

910U [230], "000°88$

01 000°78$ Wox
paduer 3500 12A0UINY NY

aandrrosap/rendsoy ‘N

(1dD 4q
passnlpe [0661 ‘Souof]
WDD.LN) 1502 19A0UIN}

(dre1 12A0UINY
[enuue [e301) 9%g'8T
(12A0uIn) [enUUE
‘SOUI[ SIJTAIIS

€) %V 61/AT[euIXd

Tedsoy] 1 ur

vsn

18103 950D I3A0UWIN} N IA0UINY N MO/} SIUI[ IJIAIIS € [BUOT1D3S-SS01)) ‘(8007) sauo(
“uorIu y°9¢
0} UOT[[TW §°G$ WOIJ (931 12A0WINY
paSer sour| sad1A IS [enuue [e103) %G1
€ Y} 10§ JS0D JaAOUIN) (12A0UIN) [ENUUE
asInu [e)o], "001°L9$ ([0661 ‘sauo(] ‘SAUI[ SIJTAIIS
01 001°79$ WoIj NDDILN) 1500 12A0UIN) €) %V 61/A[[euI)x Tedsoy 1 ur VSN
paSuer 1500 1aA0WIN} N aanydiosap,/Teardsoy ‘N 12303 9500 I2A0UIN] NI JaAouIN} N MO[/F SOUT] 2J1ATAS € [eUO13095-8501)) “(5007) sauof
syutod eyep
19)renb-jrun
(orex 141
JI2A0UIN) A[yuour) ‘syutod eyep
uorssardar y13o] 1900 %781 (o181 uour-jrun
s19o[n a1nssaxd uorssaidar [erwourq amssaid parmboe-jrun 1oA0uIN) A[19)180b) 1S vsSn
pue syrej juaned aAnegdau/1ayrenb-jrun 901N 21nssaxd Kanfur 9%00°G/23e1 ‘steyrdsoy ¢ “(¥107)
ym drgsuone[ar SN auow-run UM S[[e] ‘S[[e] Juaned JaA0UINY JTUN NY wnIpaw/9 9run Sursinu ¢ [eUO11095-85010) Te 30 aeg
(s00>d
‘£67°0— = ¢) TorouIn)
*050 PIM syrun Sursanu
uey syrej juaned
JO S[2AJ] JOMOT dABY
03 A1 210M T2A0UINY
JO %E°¢ pPUB %0
U92M]2q S9JT JOAOUIN)
m syrun SursinN SIOIIS UOTJRITPI ‘S[[eJ
(100 > d ‘€810~ yuaned Lep jo psuay
= ¢) IorouIm) ou YPIMm (6007 S[TeIN X UodR()
syrun Sursinu yjm uonoejsIes Judne
paredwod Surureay ‘(6661 “Te 32 YeIMoqLy)
dnoidxom jo sppaa] Surures] dnoidyrom
Tomof aaey 03 AP (2002 TPND) (ady-1e)
2IOM 90SH PUB %TE'C uorssaidar UOTJRUTPIO0D [BUOTIR[T %8S°F ‘(qoI-ue() sreydsoy VSN
U29M12q $9JBT J9AOUIN) uoss1oq ‘sarenbs jsea] “(L66T “Te 12 1oIneg) %67 /SRl TH1 ‘syrun “(0102)
s syun SursamN Areurpro/jrun Sursin uorsayod dnoidyrop I2A0UINY JTUN NY wnipawy/g Sursinu g9z [reurpnyiSuo] Te 12 ovg
(5070 > d) sSurpuy urejy sisA[eue (syuammnaysur) IaA0uIN) Ayrenb/aroos srdureg uSrsap Apmig Anyuno>
ejep/ sis[eue jo jrun S3UI0JINO JO SITNSBIA 3SINU JO sanjeA Ayrend) (1e24)
UBIUI/SIANSLIJA] sIoyIny
SITPNJS PIMITADI JO SONSTIPPRIRYD) [ ATIV.L



BAE

Y

International Nursing Review

WILEY

396

(sanunuo)))

vsn
‘pueedz
(A1oanoadsar MIN
‘syun [eo13ms ‘epeue)
790°c€$ pue [es1patt ‘erensny
01 001°01$ woiy paduex 10J 9%¥%'T1 pue “(9002)
FISTC$ Sem asinu 1ad (1661 9quI0222S %¥°L) %61 6/91e1 [BUOT)D3S-SSOID Te 19 se[red
JI2A0UIN] JO 10D dFeIOAY 2andLosap/NY 33 UByONg) 3500 I2AOUINT, I2A0UIN) NY [enuUy wnrpawy// syun If aanpadsonoy -udLIg,0
“41.4 p2198pnq mopaq
.1 [en)d€ JO UOTJRIASD
a8ejuaorad oy yym
Ppare[a110o AfpaneSou (9007 “Te 32
SI 9Jel IaAOUIN) UOTJR[2110D se[fed-uaLig O 1661 %6°06 03 %L'€T pueresz
a1, "$ZN UT 008°€T JIopIo Yuel suewrreads 9qUI0022G X UeydNg) paduer g¢pH/arel SyIuOW-)Iun MaN (£107)
SEM 180D JoAowIn) Ny J1od 2andunsap /NI I2A0UIN] JO }S0D PIYIPON IaAouIny N [enuuy wnrpau// QT ‘syun ¢ aandadsorg Te 39 YJIoN
$ZN uI puepesz
£68.°G$ 1opun jsn( sem MIN
potad yiuow-xIs a3 (1661 (9007)
10§ J1un Jursinu 1ad 9qUI0D22G g UeydNg) 9% 0T/27el I2A0OUIN} endsoy soySngy
I2A0UWINY N JO 1502 Y], aandrosap/run Sursimng I2A0UIN] JO JSOD PAYIPOIA 3sINU [enuuy wnipawy/s 1s)mun g [BUOT)D3S-SS01) 33 YIION
19)9718d
SNOUQA [BIJUD JO
$S0[ JO doudpOUT KIn(Ur
UDys JO 20UPHUT 2qn)
[ex)ud/o1nseSoseu
JO S0 JO ddUapIOUL (1dv) 9%¢sT
ares syuaned jo Lyrenb @[NUTED [BIAYDRIIOPUD “(TBIN) %TLT (99d) nzexg
pue JoAouIN} 9sINU UOMe[aLI0D Jo uoneqnixa 9%0)/93e1 I9A0UIN) [eadsoy “(£102)
usamiaq drysuonep1 SN uosIedJ/run JuIsINN pauue[duou jo aduapIOUY asINu A[IUOTA wnpaw/9 1NDI € [BUOT)D3S-SSOI) Te 19 ovjro]
"3SINU IDTAOU ) UeY])
$S9] saW) £7°7 d1om
asInu paouarradxa
a1y 103 Juads
10D 3, "aW0dUT
[enuue aFeIdAe sasinu
JO %¥I'ST Jo Sumsisuod BIIOY]
M UT €9TTIT'S ([700z ‘sauo[] INDDIN) [endsoy ynog
9I9M §)SOD I2AOUIN], 2And110sap/NY 1500 JoAOUIN) N parodar joN Mmo[/g [ UI SasInu g [eUOT)D35-SS017) (9107) Wy
(5070 > d) sSurpuy urejy sisA[eue (syudwmaysur) IsA0uIN) Aypenb/axoos srdureg uSrsap Apmg Anyuno>
ejep/ sis[eue jo jrun SIW0JINO JO SIANSBIA! 3sInU Jo sanfea Ayrend) (1e24)
UBIUI/SITNSLI sroyny
(penunuod) 1 4T4VL



397

[3

W Y WILEY

International Nursing Rev

IMPACTS OF NURSE TURNOVER

(sanunuo)))

Jueoyrudis

pue aanjeSou arom
{PIyM puewap qof
ySnoiy) uonoeysnes
juanyed uo 1099 pey
I2A0UIN) ATRIUN[OA
Jueoyrudis A[eonysne)s
pue aanisod sem

(s901A198

Sursanu uo Jursnooy
SW2)I 9 ‘SUIA)SAS pue
SIOPIAOIJ 2TEIY)[eIY] JO
JUSUISSISSY JOWNSUOD)
[edsop]) uoryoeysiyes

%859 03 %0

(1000 >d ‘cTe =4S [epouwx juaned ‘(run ur woij paguer 9%19°0 SUOT)BATISqO
‘0¢’€I = ) spuewop JAISSa13210)NE 101994 SISINU JO JoquUNu/sAep /S91BI I2A0UIN} yjuow-jrun VSN
qof uo saje1 I9A0TIN) [oued ‘uorssaxSax pued juaned pajysnipe asInu Arejunjoa 8¢8 ‘Teydsoy “(¥102)
A1ejunjoa jo Joap9 oy, $309J2 paxy/jrun JuisinN Apuour) spuewap qof A[puow [243[-)1uN) wnpawy/9 1 ‘syun 71 [eurpnyiSuo] Te 12 A1oyg
10N
amssaxd parmboe-jrun
pue 1oA0uIN}
N JUSIINOU0D
U29M)9q UOTIRIDOSSE
SN "(800'T-000°'T
=10 %56 00T ="40)
JuedyTudIs Sem SI1a0[N
amssaxd parrnboe-jrun
U0 I2A0UIN) N
Jo 10ap° padSef oy,
(12000 = d 2000~ =
g100°0 > d $00°0— =
% 19)1enb Juarmd Elén AEsov.mEmv %19
ur Surgyes Ny Jo S[oAd[ 0} (syrun [es1dns) steardsoy GoF
IOMOT 1M PaJeIdosse %TF'S WOy ‘S)UN $67C
219M s19)xenb Juarmd spppour onsidof paduer g1g8°g/mun ‘SUOTIBAIISO vsSn
pue Jo1xd ur I2AOWINY [PASIMU/(S[AAJ] AddH NY Teo[mn ur 2)el JI9A0UINY 19)1enb-jrun “(¥107)
NY Jo sarer 1oySi Teadsoy 9run) AN amssaid parmboe-jun N A[ro31end) wnIpau/g S€6°0T reurpnyiSuo] Te 30 yreq
(500> dgeT
= YJO) J0113 [edTpaW
JO POOYI[aXI] paseaIdur
UE [[JIM PI)BIDOSSE SEM
9)eI J9A0WINY TAYST J0113 Tedrpawt ([0661 T 9ABM
(50°0 > d TITHI— LSOOI 29 I2[[PNIA | ur syeydsoy
= ¢) uonoejsnes uoIs$21331 9[ed§ uondeIsIes 6¢€ ‘Syun
qol 1amoy pue (50°0 > o1s130] [eSTYdIRIAIY IS[[PNIAT/ADSOIDIIN) (%£°92) NDI €91 ‘sasinu
d 6vL9— = ¢) Peay ‘Tepouwr Jeaur| uonoeysnes qol ([z661 03 (sytun sornjerrad) F¥8C T oM epeue))
[BIUSW PaJRIOLIA}OP Teorypreary jdaorajur “Te 30 LSUIOHIIA | snye)s 0%£°CT WOIJ ur syeydsoy eurpnyiSuoj pue “(0107)
UIIM PIJRIDOSSE dToM WOPUEI/(S[PAI] ITeay [ejuow ¢1-1S) paduer 96°6T /sarex ¥ ‘syun zg[ [eUOT}235-5S010 Te 30 seqred
sajer 1oaouany 1oySTH JIUN 9SINU) [AIINIA )[eaY] [BIUIW 2SINN IoA0UIN) NY [enuUy ySry/z1 ‘SasINU [8FF pareaday -uaLIg,0
(5070 > d) sSurpuy urejy sisA[eue (syudmmnaysur) IaA0uIn) Ayrenb/axoos srdureg uSrsap Apmg Anyuno>
ejep/ sis[eue jo jrun S3UI0JINO JO SITNSBIA 3SINU JO sanjeA Ayrend) (1e24)
UBIUI/SIANSLIJA] sIoyIny
(ponunuod) T FTAVL



BAE

International Nursing Review ¥

WILEY

398

(8007 “e 32 sBurwwm) 10 “[e 32 1I0d1D) [H = $1-01 ‘PPN = 6-§ ‘O'T = ¥-0 :[esterdde Lipend

‘ILIDWY

JO sare)s payrun YN ‘Aep juened 1od sInoy ‘qddH WI0J 1IOYS IS 9SINU PaIa)sIar ‘N ‘AdUIIND URI[IZRIg ‘$Y ‘OTJRI SPPO YO ‘SIR[[Op pueeaz MaN ‘$ZN ‘ASo[opoylajy uonemoe) 1500 1eaouiny, SutsiN oy, ‘WODIN Juedyrudisuou ‘SN
£10110 PIePUE]S ‘S SIAIND SUTUILI] ‘)T ‘WO ULIIOY YINOS MY I1UN 3TeD dAISUAUT D] JUI[eAmMba awm-[[nJ ‘g1, S901pU] 9011J Jownsuo)) ‘[dD) ‘AIAnonpoid pasnpar Jo 1500 P07 [EAIIUT DUIPYUOD %66 TD) SABIIISI JUIIDLY0D ‘g 210N

%0 *%0T<
%V %0791
%ST :%ST-T1
%8¥ %019

(100> d ‘cr'1—

= d) axed Gursinu ym
uopoeysnes juaned

0} paje[ar AfpaneSou
Apuesyrudts st osanu jo

%€€E %S>
Teadsoy
' ur (1oA0uIny
[enuue) reaf 1od

asInu Jo uonenjdoNy Aueurran
uonenON[J ‘UoIssaISor uorssa13a1 (1102 TR 32 yoeddemypos) JO oye1 oferane steydsoy “(0z02)
JJeLIeANNW Y] U] arenbs-jseay/[eyrdsofy UuonoeJsnes Juaned 3] JO uonRWISH wnipaw// ueurIdn) 01 [BUO1}D3$-5S01D) RRERENUYYY
(DT xeaU) 920°71$ (Icooz “1e 32
pue (O 01218) uewpleM | sOT pue
£709$ 219M $3sINU 10J [s19)10M paouaLIadxd
SAYOD "ures} 03 Gz GI§ s paredurod vsn
pue a1y 01 GE9T$ saafordura mou I9JUD ‘(¥0027)
sem Juawfordus jo JO SSIUATIIAYYD 1SS ] [edrpawt e
aseyd £q asinu 12d 3500 aandriosap/reydsoy dY0D) 1500 12A0UINT, payrodar oN wnipawy/9 Jruapede | [BUOI1D3S-SS01)) UewIprepy
%90°T 03
%¥%8°0 Wwo1j paduer endsoy
86°0/1ue)sIsse Surpeay
€T ELOEST ‘uRIOIUYDI) 1 ‘syiun
0} ZH'1TT7$Y woly ‘@sInu w:%s_uﬁ paziferdads [1zeig
paduer 69°65T$HY Sem ([¥007 ‘sduo(] 9jel J2A0UIN) G[ pue sjrun aanydriosap “(9102)
1500 2afodwa/ras0tmy, aandrrosap/yrun ADDLN) 1800 IoA0UINT, A[ppuowr [euIaixyg wnipau/s juanjedur g1 pue £1ojerordxyg ‘Te 10 ziny
"SSTTOIS
0) 87/°£1$ W01y paduer %.°91 01 %91 WOlJ sreydsoy 1 BI[RIISNY
SIe[[Op UeIRnSNY ([8007 ‘sauof] paduer g7°g/o3ex ‘syrun [erouad ‘(s102)
ur .11 1od s7z'6¥$ aanduosap/run INDD.LN) 1502 1aA0uIn], IaA0UIN) [BNUUY wnipawy// 79 9sInu ¢/97 reurpnyiSuo] NEREELRINY
(5070 > d) sSurpuy urejy sisA[eue (syusmmnaysur) IaA0uIn) Ayrenb/axoos srdureg uSrsap Apmg Anyuno>
ejep/ sis[eue jo jrun S9UWI0JINO JO SIINSLIA JsInu Jo sanfea Ayrend) (1e24)
UBIUI/SIINSBIA sioyny
(ponunuod) T FTAVL



IMPACTS OF NURSE TURNOVER

International Nursing Review ¥

WILEY--*

TABLE 2 Noneconomic impacts of nurse turnover in acute hospitals

Nurse turnover Noneconomic impacts Findings Authors (year)

1. Workgroup process

RN turnover rate (Jan-Feb) Workgroup cohesion Not significant Bae et al. (2010)

RN turnover rate (Mar-Apr) Relational coordination with other Not significant Bae et al. (2010)
healthcare providers

RN turnover rate (Mar-Apr) Relational coordination with physicians Not significant Bae et al. (2010)

RN turnover rate (Jan-Feb, 0% as ref, >
0% to < 3.3%, > 3.3% to < 4.5%, > 4.5
to £ 7.5%, > 7.5%)

II. Nurse staffing

RN turnover in quarter
RN turnover in quarter

Voluntary nurse turnover rates

III. Nurse outcomes

Annual RN turnover rate
Annual RN turnover rate

IV. Patient outcomes

RN turnover rate (Jan-Feb, Mar-Apr)
Voluntary nurse turnover rate

Estimation of the average rate of
fluctuation of nurse per year (annual
turnover)

RN turnover rate (Jan-Feb, 0% as ref, >
0% to < 3.3%, > 3.3% to < 4.5%, > 4.5
to £7.5%, > 7.5%)

Monthly RN turnover

Quarterly RN turnover

Quarterly RN turnover

Quarterly RN turnover

Lagged quarterly RN turnover rate
Concurrent quarterly RN turnover rate

RN turnover rate (Jan-Feb, 0% as ref, >
0% to < 3.3%, > 3.3% to < 4.5%, > 4.5
to £ 7.5%, > 7.5%)

Annual RN turnover rate
RN turnover rate (Jan-Feb)

Monthly nurse turnover
Monthly nurse turnover

Monthly nurse turnover

Monthly nurse turnover

and pharmacists

Workgroup learning

RN HPPD in the current quarters
RN HPPD in the subsequent quarters

Job demands (monthly adjusted patient
days/number of nurses in unit)

Mental health

Job satisfaction

Patient satisfaction
Patient satisfaction

Patient satisfaction

Patient falls

Patient falls

Injury falls

Pressure ulcer

Unit-acquired pressure ulcer
Unit-acquired pressure ulcers
Unit-acquired pressure ulcers

Medication errors

Medical errors
Average length of patient stay

Incidence of nonplanned extubation of
endotracheal cannula

Incidence of loss of nasogastric/enteral
tube

Incidence of skin injury

Incidence of loss of central venous
catheter

Decreased (> 3.3% to < 4.5%)
Not significant (other
turnover groups)

Decreased
Decreased

Increased

Decreased

Decreased

Not significant
Decreased

Decreased

Decreased (> 0% to < 3.3%)
Not significant (other
turnover groups)

Not significant
Not significant
Not significant
Not significant
Increased

Not significant

Not significant

Increased
Not significant
Not significant

Not significant

Not significant

Not significant

Bae et al. (2010)

Park et al. (2014)
Park et al. (2014)
Reilly et al. (2014)

O’Brien-Pallas et al. (2010)
O’Brien-Pallas et al. (2010)

Bae et al. (2010)
Reilly et al. (2014)
Winter et al. (2020)

Bae et al. (2010)

Bae et al. (2014)
Bae et al. (2014)
Bae et al. (2014)
Bae et al. (2014)
Park et al. (2014)
Park et al. (2014)

Bae et al. (2010)

O’Brien-Pallas et al (2010)
Bae et al. (2010)
Leitdo et al. (2017)

Leitdo et al. (2017)

Leitdo et al. (2017)
Leitao et al. (2017)

Note: HPPD, hours per patient day; ref, reference group; RN, registered nurse.



» | WILEY

TABLE 3

Economic (costs) impacts of nurse turnover in acute hospitals
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Authors (year)

Costs per
turnover

Ratio of turnover
costs to salary

Total Turnover

cost

Percentage for turnover cost of category

Jones (2005)

$62,100-67,100

1.2-1.3

$5.9-6.4 million

Jones (2008) $82,000-88,000 N/A

$7.9-8.5 million

- Prehire, 80-86% (vacancy = 72-78% of total costs)
- Post-hire, 14-20% (orientation/training = 8-9% of total costs)

- Prehire, 82-87% (vacancy = 70-78% of total costs)
- Post-hire, 13-18% (orientation/training = 7-8% of total costs)"

Kim (2016) 8,111,163 in KRW 0.25 N/A - Prehire, 9% (vacancy = 5% of total costs)
- Post-hire, 91% (productivity of new hire = 88% of total costs)*
North and Hughes ~ N/A N/A 57,893 in NZ$. - Direct, 80% (temporary replacement costs = 70% of total cost)
(2006) - Indirect, 20% (orientation/training = 18% of total costs)
North et al. (2013) 23,800 in NZ$ N/A N/A - Direct, 87% (temporary cover costs = 83% of total costs)
- Indirect, 13% (preceptor costs = 6% of total costs)*
O’Brien-Pallas $21,514 N/A N/A - Direct, 29% (temporary replacement = 20% of the total costs)
etal. (2006) - Indirect, 71% (productivity of new hire = 45% of the total costs)*
Roche et al. (2014) $49,225 per FTE N/A N/A - Direct, 49% (temporary replacement = 44% of the total costs)
in Australian - Indirect, 51% (termination = 25% of the total costs)
dollars
Ruiz et al. (2016) R$2,759.69 3 R$314,605.62 - Prehire, 32% (vacancies = 30% of the total costs)
- Post-hire, 68% (decreased productivity of newly hired professional
= 64% of the total costs)
Waldman et al. $23,487 (Pareto N/A $6,130,107- - To hire, 5-7%
(2004) LC) -31,486 $8,217,846 - To train, 50-67%
(linear LC) - CoRP, 26%-45%*

Note: CoRP, cost of reduced productivity; FTE, full-time equivalent; KRW, South Korean Won; LC, learning curves; N/A, not applicable; NZ$, New Zealand dollars; R$, Brazilian

currency.
*Calculated by the author based on the cost of each category reported in the article.

to 4.58% (Bae et al.,, 2010) for two months. The quarterly
turnover rate was between 5% and 6% (Bae et al., 2014; Park
etal., 2014).

The outcome measures, impacts of nurse turnover, included
workgroup processes (e.g., workgroup learning) (Bae et al.,
2010), nurse stafing (hours per patient day [HPPD] of RN),
job demands (measured by monthly adjusted patient days
divided by the number of nurses) (Park et al., 2014; Reilly et al.,
2014), and nurse outcomes (e.g., job satisfaction) (O’Brien-
Pallas et al., 2010). The outcome measures also included
patient outcomes, which are patient satisfaction, patient falls,
pressure ulcers, medication errors, medical errors, average
length of patient stay, nonplanned extubation of the endotra-
cheal cannula, loss of nasogastric or enteral tube, skin injury,
and loss of central venous catheter (Bae et al., 2010, 2014;
Leitao et al., 2017; O’Brien-Pallas et al., 2010; Park et al., 2014;
Reilly et al., 2014; Winter et al., 2020). Nine studies (Jones,
2005, 2008; Kim 2016; North & Hughes 2006; North et al,,
2013; O’Brien-Pallas et al., 2006; Roche et al., 2015; Ruiz et al.,
2016; Waldman et al., 2004) measured the costs of turnover as
an outcome.

Impacts of nurse turnover

The impacts of nurse turnover were categorized into the
noneconomic impacts (workgroup processes, nurse staffing,

nurse outcomes, and patient outcomes), and the economic
impact of nurse turnover (costs).

Workgroup processes

Bae and colleagues (2010) examined workgroup processes
as an impact of RN turnover. They defined the workgroup
process as workgroup cohesion (Sauter et al., 1997), rela-
tional coordination (Gittell, 2002), and workgroup learning
(Rybowiak et al., 1999). RN turnover was significantly related
to workgroup learning alone (Table 2). Compared with nurs-
ing units with 0% RN turnover for two months, nursing units
with higher turnover rates (3.3%-4.5%) reported a decrease in
workgroup learning (8 = —0.183, p < 0.01).

Nurse staffing

Two studies (Park et al., 2014; Reilly et al., 2014) investigated
the effects of RN turnover on nurse staffing (Table 2), which
they measured as RN HPPD and job demands. Both studies
found that when RN turnover increased, RN HPPD decreased
(lagged RN turnover: § = —0.004, p < 0.001; concurrent RN
turnover: § = —0.002, p = 0.0071) and an increase in job
demands (b = 13.30, standard error [SE] = 3.23, p < 0.001),
indicating that nurses take care of more patients.
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Nurse outcomes

O’Brien-Pallas et al. (2010) examined the annual RN
turnover’s effects on several nurse outcomes, including
mental health (McHorney et al., 1992) and job satisfaction
(Mueller & McCloskey, 1990) (Table 2). They found a negative
relationship between the annual RN turnover rate and nurses’
mental health (8 = —6.749, p < 0.05) and job satisfaction
(B = —14.212, p < 0.05).

Patient outcomes

Regarding patient outcomes, seven studies (Bae et al., 2010,
2014; Leitdo et al., 2017; O’Brien-Pallas et al., 2010; Park et al.,
2014; Reilly et al., 2014; Winter et al., 2020) examined patient
satisfaction (Bacon & Mark, 2009; Schwappach et al., 2011),
patient falls including injury falls, unit-acquired ulcers and
total pressure ulcers, medication errors, medical errors, aver-
age length of patient stay, nonplanned extubating of endotra-
cheal cannula, loss of nasogastric or enteral tube, skin injury,
and loss of central venous catheter (Table 2). Among the 17
relationships between RN turnover and patient outcomes,
only five were significant. Voluntary turnover negatively
and significantly affected patient satisfaction through job
demands (Reilly et al., 2014). Annual turnover was negatively
related to patient satisfaction with nursing care (§ = —1.13, p <
0.01) (Winter et al., 2020). RN turnover rates were negatively
related to patient falls (Bae et al,, 2010). Nursing units that
reported lower turnover rates (ranging from 0% to 3.3%) for
two months were related to fewer patient falls compared with
nursing units reporting a zero turnover rate (8 = —0.297, p
< 0.05). When lagged quarterly RN turnover rates increased,
unit-acquired pressure ulcers increased (odds ratio [OR] =
1.004, 95% confidence interval = 1.000-1.008) (Park et al,,
2014). Annual RN turnover rates were related to increased
medical errors (OR = 138, p < 0.05) (O’Brien-Pallas et al.,
2010).

Costs of turnover

The costs of turnover are presented in Table 3. All nine stud-
ies examined these using descriptive statistical analyses for
calculation and estimation of nurse turnover costs. One study
(Jones, 2008) used data collected in a previous study (Jones,
2005) adjusted for inflation. The total turnover costs were
most often calculated using the Nursing Turnover Cost Cal-
culation Methodology (NTCCM) (Jones, 1990, 2004, 2008)
in five studies (Jones, 2005, 2008; Kim, 2016; Roche et al.,
2015; Ruiz et al., 2016) and the method employed by Buchan
and Seccombe (1991) in three studies (North & Hughes, 2006;
North et al., 2013; O’Brien-Pallas et al., 2006). Waldman
et al. (2004) used learning curves (Waldman et al., 2003) to
ascertain the costs of reduced productivity (CoRP) in terms
of turnover cost, which included Pareto and linear learning
curves.
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The costs per nurse turnover calculated from $21,514 to
$88,000 in the USA (Jones, 2005, 2008; O’Brien-Pallas et al.,
2006; Waldman et al., 2004). For studies in other countries,
the cost per turnover varied as follows: 8,111,163 South Korean
Won (KRW) (Kim, 2016); 23,800 New Zealand dollars (NZ$)
(North et al., 2013); $49,225 Australian dollars (Roche et al,,
2015); and $2,759.69 in Brazilian currency (R) (Ruiz et al.,
2016). Jones (2005) reported that the turnover cost per person
was 1.2 to 1.3 times the average salary for nurses. Ruiz et al.
(2016) found that the turnover cost was three times the aver-
age salary of nurses. Meanwhile, Kim (2016) reported that
the turnover cost per person was 25.14% of the salary of the
nursing staff. In the USA, the total turnover cost ranged from
$5.9 million to 8.5 million (Jones, 2005, 2008; Waldman et al.,
2004). North and Hughes (2006) reported NZ$57,893, and
Ruiz et al. (2016) reported R$314,605.62 as the total turnover
cost.

Four studies (Jones, 2005; North & Hughes 2006; Roche
et al., 2015; Ruiz et al., 2016) reported the percentage of each
cost category. Five studies (Jones, 2008; Kim, 2016; North
et al., 2013; O’Brien-Pallas et al., 2006; Waldman et al., 2004)
reported the turnover cost of each category. Based on that
information, the percentage of each cost category was cal-
culated for this review. Four studies (Jones, 2005, 2008; Kim
2016; Ruiz et al., 2016) categorized the costs of turnover into
pre- and post-hire costs, and another four studies (North &
Hughes 2006; North et al., 2013; O’Brien-Pallas et al., 2006;
Roche et al., 2015) categorized them into direct and indirect
costs. Prehire costs were considered to be direct costs, and
post-hire costs were considered to be indirect costs (Jones,
2005). One study (Waldman et al, 2004) categorized the
turnover cost into hiring, training, and CoRP. Four studies
(Jones, 2005, 2008; North & Hughes 2006; North et al., 2013)
reported that the prehire or direct costs consisted of more
than 50% of the total costs, ranging from 80% to 87%. Five
other studies (Kim 2016; O’Brien-Pallas et al., 2006; Roche
et al., 2015; Ruiz et al., 2016; Waldman et al., 2004) reported
that the prehire or direct costs consisted of less than 50% of
the total costs, ranging from 5% to 49%. Five studies (Jones,
2005, 2008; North & Hughes, 2006; North et al., 2013; Roche
et al,, 2015) found that vacancy or temporary replacement
costs constituted the largest cost category, ranging from 44%
to 83%. Three studies (Kim, 2016; O’Brien-Pallas et al., 2006;
Ruiz et al., 2016) found that the cost related to the productivity
of newly hired nurses constituted the largest cost category,
ranging from 45% to 88%. One study (Waldman et al,
2004) found that training costs constituted the largest cost
category.

DISCUSSION

This review examined 16 articles on the impact of nurse
turnover. The noneconomic and economic cost of nursing
turnover was the focus of the reviewed studies. The findings
of this review were in line with a previous review by Hal-
ter and colleagues (2017). Only seven studies examined the
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impacts of nurse turnover, other than the costs. More stud-
ies are needed to examine the noneconomic impacts of nurse
turnover from different aspects, including the care process and
nurse and patient outcomes. Although the exact impacts of
nurse turnover are difficult to determine, four of the seven
studies that examined the impact of turnover partially found
them to be negative in nurse staffing, nurse outcomes, and
patient outcomes, which has been supported by a previous
review (Hayes et al., 2012). More evidence is needed to deter-
mine the noneconomic impacts of nurse turnover.

The studies included used different conceptualizations and
measures of turnover. Several of them measured RN unit
turnover based on nurse turnover data collected at the nurs-
ing unit level, which could include both internal and exter-
nal turnover. The duration of the turnover measures varied
from one month to three months. Those studies examined
workgroup processes, nurse staffing, and patient outcomes as
impacts of turnover. Two studies used hospital-level annual
turnover rates to evaluate nurse and patient outcomes. Three
studies that examined the costs of turnover focused on exter-
nal turnover, which refers to nurses leaving the hospital dur-
ing the study period. Other studies on turnover costs included
both internal and external turnover. This heterogeneity cre-
ates inconsistency in the measures of nurse turnover (e.g.,
duration, level, and internal/external) and creates difficulties
in comparing turnover rates across studies. This finding is
corroborated by a previous review (Halter et al. 2017). Future
studies need to develop appropriate measures to evaluate each
impact of nurse turnover and provide an appropriate rationale
for those measures.

Three of the studies in this review were determined to be
of weak quality, and 12 were rated as being of medium quality.
Only one study was rated as being of high quality. The scores of
sampling, measurement of dependent variables, and statistical
analysis items in the quality assessment were low (Supplemen-
tary Table S1). Only four studies used probability sampling. Six
studies that examined the costs of turnover were conducted
at a one setting, as opposed to multiple sites. A previous
review of nursing turnover costs also found that the studies
were mostly conducted in a hospital and used relatively small
sample sizes (Li & Jones, 2013). Small sample sizes reduce the
generalizability of the study findings because each hospital
might have different nurse turnover rates and related costs.
Thus, studies with a sufficiently large sample size should be
conducted.

Regarding the noneconomic impacts of nurse turnover,
reviewed studies found a partial negative impact of nurse
turnover on nurse stafﬁng, nurse outcomes, and patient out-
comes. Although it is important to understand the underlying
mechanisms of these impacts, only few studies have exam-
ined these relationships in detail. The underlying mechanisms
were explained by workgroup processes, job demands mea-
sured by dividing the patient days by the number of nurses,
and RN staffing levels as a mediator of the relationship of RN
turnover with patient outcomes. This underlying mechanism
of turnover-outcome relationships was partially supported.
The relationship between turnover and outcome can be
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explained by work conditions (Bae et al., 2021). High turnover
can create poor work conditions that might be detrimental
to the patient quality of care and their safety. Such poor
quality of care can lead to additional turnover among nurses
(Nelson-Brantley et al., 2018). Poor quality of care is harmful
to patients and creates unnecessary healthcare expenditures.
Future studies should focus on examining not only nurse
turnover—outcome relationships but also the underlying
theoretical and empirical mechanisms of those relationships.

Another consideration suggested by researchers (Bae et al.,
2010) regarding the impact of nurse turnover is the use of
a moderator. Moderating and mediating variables are dis-
tinct concepts. Workgroup processes and nurse staffing can be
mediating variables that explain the underlying mechanism
of the relationship between turnover and outcomes. On the
other hand, the moderating variables can find the strength of
the turnover-outcome relationship. When researchers exam-
ine the turnover-outcome relationship, moderating variables
can provide further insight on the characteristics of nursing
units with the highest risk for turnover. Future research needs
to include moderators to determine more precise impacts of
nurse turnover.

Regarding the costs of nurse turnover, eight studies cate-
gorized those costs into pre- and post-hire costs, or direct
and indirect costs. Like the review by Halter et al. (2017),
this systematic review found that the costs related to the
orientation and training of new nurses and unfilled posi-
tions/vacancy comprised the largest proportion of expenses
in nursing turnover. The total turnover costs were calculated
using the NTCCM in five studies and Buchan and Seccombe’s
(1991) method in three studies. The NTCCM presents evi-
dence for categorizing turnover costs for healthcare providers,
though it might not include all costs related to turnover. This
approach was developed for North America and quantifies
turnover costs in acute hospitals. Thus, it is necessary to exam-
ine its validity and modify it for, and apply it to, different set-
tings and geographic areas (Kim, 2016).

The costs of nurse turnover were examined in five coun-
tries: the USA, South Korea, New Zealand, Australia, and
Brazil. One study examined the costs of nurse turnover in
multiple countries. Compared with a previous review regard-
ing the costs of nurse turnover (Li & Jones, 2013), this review
found more studies conducted in countries other than the
USA. However, the number of studies examining the costs of
nurse turnover remains limited (Ruiz et al., 2016). Most of
the studies reviewed here are the only ones to assess nurse
turnover costs in each country with smaller samples. Thus,
more studies on the costs of nurse turnover should be con-
ducted with larger samples. International studies provide an
opportunity to compare the nurse turnover costs in countries
with different currencies and financial situations.

This review has several limitations. Although efforts were
made to include all studies examining the relevant research
questions, the search terms and databases used in this review
may not include all of them. Additionally, published studies
can overreport significant findings. Reporting bias should be
considered when we interpret the findings of this review. As
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this review focused on the impacts of nurse turnover in acute
hospitals, other reviews with this research question should
be conducted for other settings, including long-term care
settings.

CONCLUSIONS

In conclusion, this review found 16 articles that examined
the impacts of nurse turnover in acute hospitals. Most
studies on nursing turnover investigated economic costs,
and seven of them examined the noneconomic impacts of
nurse turnover, which included workgroup processes, nurse
staffing, nurse outcomes, and patient outcomes. Based on
the small number of studies, it is difficult to determine the
noneconomic impacts. This review did find a negative impact
of nurse turnover on nurse staffing and nurse outcomes.
However, the negative relationships of nurse turnover with
workgroup process and patient outcomes were only partially
supported. As previous reviews have found, nursing turnover
is costly. Future research should examine both the noneco-
nomic and economic impacts of nurse turnover and the
underlying mechanisms of the nurse turnover and outcome
relationship.

Implications for nursing and health policy

This review found the negative impacts of nurse turnover on
the care process and outcomes in acute hospitals. Based on
the costs of nurse turnover in the USA, South Korea, New
Zealand, Australia, and Brazil, nurse turnover was very costly:
up to three times the average salary of nurses. This review’s
findings provide empirical evidence about the noneconomic
and economic impacts of nurse turnover and emphasize the
significance of devising prevention strategies and policies to
address nurse turnover. Healthcare institutes and national
and local health departments need to make efforts to pre-
vent and reduce nurse turnover. Creating a positive work
environment will help in reducing nurse turnover. Further
studies need to evaluate nurse-retention strategies and con-
tinue estimating the costs of nurse turnover, specifically the
noneconomic impact of nurse turnover in acute care hospi-
tals and other healthcare settings. A better understanding of
the noneconomic and economic impacts of nurse turnover
and retention strategies can increase hospital competency
to provide quality nursing care and, thus, improve patient
safety.
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