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Although all areas will be impacted by the nursing shortage, nursing education will face 
significant challenges with retirements within the workforce and the increasing demand 
for nurses. Within the review of the literature, this researcher discovered many factors 
that influenced the retention of nurse educators. As the policy to increase advanced 
clinical nurses continues, fewer nurses will be receiving advanced preparation in 
nursing education. Ultimately leaving a gap between the need for nurses and the ability 
to prepare nurses for practice. To bridge this gap educator positions are being filled with 
expert clinical nurses. As the experienced clinical nurses fill educator roles it in turn 
impacts the level of expertise in the clinical setting. Currently more than 40% of the 
current nursing workforce is nearing retirement, which is creating a shortage of both 
clinical and academic nurses. The summation of these issues will place emphasis on 
enrolling and graduating more nurses. Nevertheless, increasing student enrollment in 
schools of nursing will be dependent on the ability to hire nursing educators. Therefore, 
the need to focus on issue of retention of the nurses that accept educator roles. 
Nurses enter the field of nursing education with different experiences and personal 
goals. Nurses with a personal goal and preparation for the educational environment 
have different needs that someone with a new desire for nursing education and no 
preparation in the educator practice. Gaining an understanding the of the personal goal 
and creating a purposeful plan including educational needs to transition the nurse can 
have a significant impact on retention. 
Factors related to personal career goals and reward were the most influential motivators 
for nurses seeking an educator role. Educational preparation and the intent to stay are 
influential factors within the area of personal goals. Nurses seek and find student 
interaction the most rewarding of all experiences within the educational environment. 
Communication can impact job satisfaction and retention through multiple avenues. This 
study found that improving the understanding of the pay and benefits of the institution of 
higher learning before entering the workforce could have a significant impact on 
disappointment once securing employment. Communication between the new educator 
and administration concerning goals and expectation and workload can improve 
personal satisfaction and the personal knowledge that there are progressing as 
expected. Setting professional goals during the orientation process can be used to 
guide the new educator while improving communication and expectations, therefore 
promoting retention. 
Communication within the work environment between faculty and new educator can 
have a significant impact on the transition process. Faculty that promote a welcoming 
and open climate that focuses on supporting the new educator can improve job 
satisfaction. Faculty who offer their expertise in a mentorship model can foster an 
environment of community in the workplace. A climate of community will support the 



educator to feel comfortable seeking guidance, and knowledge from those within the 
educational setting. Overall communication can significantly impact the alignment of 
expectation and outcomes while decreasing the risk, improving satisfaction and 
potential for retention in the workplace. 
Mentoring should be expanded beyond the assignment of a job duty, to encompass the 
faculty as a model of welcome and expertise. It is the educator workforce within an 
educational setting that suffers the consequences of a shortage, therefore they have an 
inherited stake in the retention of educators. Encouraging the faculty to develop a 
purposeful plan in conjunction with orientation that promotes communication in a 
welcoming and nurturing environment can have a significant impact on retention. 
Communication among peers promotes comfort and the ability of the new educator to 
feel comfortable asking questions and seek a role model to guide in the development of 
their educator practice. 
 

 
Title: 
Exploration of Factors That Promote Retention of Nurse Educators in Higher Education 
 
Keywords: 
Nurse Educator Shortage, Nurse Educators and Promote Retention 
 
References: 
Al-Nasseri, Y & Muniswamy, V., (2015). Socialization of Omani novice nurse educators: 
a qualitative approach to assess the preparedness of novice nurse educators to assume 
to role of faculty. International Journal of Nursing Education, 7(2). 73-77.Doi 
10.5958/0974-9357.2015.00078.1 
American Nurses Association (ANA), (2014). Fast facts: The nursing workforce 
2014: growth, salaries, education, demographics & trends. Retrieved from 
            http://nursingworld.org/MainMenuCategories/ThePracticeofProfessionalNursing/ 
workforce/Fast-Facts-2014-Nursing-Workforce.pdf 
Baker, S.L., (2010). Nurse educator orientation: professional development that 
promotes retention. The Journal of Continuing Education in Nursing. 41(9). 413- 417. 
Doi: 10.3928/00220124-20100503-02 
Carlson, J.S. (2015). Factors influencing retention among part-time clinical faculty. 
Nursing Education Perspectives, 36(1). 43-45. Doi:10.5480/13-1231 
Cash, P.A., Tettenborn, L.V., Daines, D. Reid, R.C. & Doyle, R. M. (2009). Recruitment 
and retention of nurse educators: A pilot study of what nurse educators consider 
important in their workplaces. Nursing Economic, 27(6), 384-389. 
Clauson, M., Wejr, P. Frost, L., McRae, C. & Straight, H. (2011). Legacy mentor: 
translating the wisdom of our senior nurses. Nurse Education in Practice, 11, 153-158. 
Doi: 10.1016/j.nepr.2010.10.001 
Danna, D. Schaubut, R. U. & Jones, J.R. (2010). From practice to education: 
perspectives from three nurse leaders.  The Journal of Continuing Education in 
Nursing,41(2), 83-87. Doi:10.3928/00220124-20100126-01 
Ellis, P.A. (2013). A comparison of policies on nurse faculty workload in the United 
States. Nursing Education Perspectives. 34(5). 303-309. 



Emory, J., Lee, P. Miller, M.T., Kippenbrock, T. & Rosen, C. (2016). Academic nursing 
administrators’’ workplace satisfaction and intent to stay. Nursing Outlook. Advance 
online publication, http://dx.doi.org/10.1016/j.outlook.2916.07.003. 
Evans, J.D (2013). Factors influencing recruitment and retention of nurse educators 
reported by current faculty. Journal of Professional Nursing, 29, 11-20. 
Ferguson, L.M. (2011). From the perspective of new nurses: What do effective mentors 
look like in practice? Nursing Education in Practice 11. 119-123. 
Doi:10.1016/j.nepr2010.11.003 
Fink, A. (2013). How to conduct surveys; A step by step guide. Thousand Oaks, 
California: Sage 
Fontenot, H.B., Hawkins, J.W., Weiss, J.A. (2012). Cognitive dissonance experienced 
by nurse practitioner faculty. Journal of American Academy of Nurse Practitioners, 24. 
506-513. Doi 10.1111/j.1745-7599.2012.00726.x 
Gallagher, R. M., & Sullivan, K. (n.d). Compendium of ANA education positions, position 
statements, and documents. Washington, DC: American Nurses Publishing. Retrieved 
from http://www.nursingworld.org/MainMenuCategories/Policy-
Advocacy/State/Legislative 
Huybrecht, S., Loeckx, W. Quaeyhaegens, Y., Tobel, D.D. & Mistiaen, W. (2011). 
Mentoring in nursing education: Perceived characteristics of mentors and the 
consequences of mentorship. Nurse Education Today, 31, 274-278. Doi: 
10.1016/j.nedt.2010.10.022 
Juraschek, S.P., Zhang, X., Ranganathan, V.K. & Lin, V.W. (2012). United States 
registered nurse workforce report card and shortage forecast. American Journal of 
Medical Quality. 27(3), 241-249. Doi: 10.1177/1062860611416634 
Laurencelle, F.L., Scanlan, J.M. & Brett, A.L. (2016). The meaning of being a nurse 
educator and nurse educator’s attraction to academia: A phenomenological study. 
Nurse education today. 39. 135-140. 
National League for Nurses (NLN). (nd). NLN Nurse educator shortage fact 
sheet.  Retrieved from http://www.nln.org/docs/default-source/advocacy-public-
policy/nurse-faculty-shortage-fact-sheet-pdf.pdf?sfvrsn=0 
Roush, K. (2015). Writing your dissertation or capstone. Indianapolis, Indiana: Sigma 
Theta Tau International. 
Westphal, J., Marnocha, S., & Chapin, T. (2016). A pilot study to explore nurse educator 
workforce issues. Nursing Education Perspectives, 37(3), 171-173. doi10.5480/14-1332 
 
Abstract Summary: 
Exploration of factors that promote retention of nurse educators in higher education. 
Identifying qualitative factors that encourage both professional and personal satisfaction 
may provide the insight that faculty administrators desperately need to promote 
workplace satisfaction, influence retention, and increase the capacity of nurse 
educational programs. 
 
Content Outline: 
Introduction 



A. nursing shortage is currently developing with greater than 40% of the nurse 
workforce is nearing retirement. Growing demand to care for the aging population will 
create 2.86 million nursing jobs. 
B. To further complicate the nursing shortage, it is anticipated that by 2021, nursing 
programs will meet challenges to prepare nurses due to the shortage of educators. 

1. The intensifying nursing workforce shortage 
1. Because fewer nurses are educationally prepared as nurse educators, a gap is 

developing to fill nursing educator roles. 
2. The challenges that nurse face during the transition can result in failed retention. 
2. Identify factors that influence retention of nurse educators. 
1. Formal and informal processes used to transition nurses. 
2. Identifying factors that promoted successful role transition and nurse educator's 

satisfaction. 
3. Explore five factors that have a positive impact on retention. 
1. Motivation is created through value. 
2. Purposeful plan to transition nurses from practice to educator. 

Conclusion 
A. Attention must be focused on improving retention of educators as the nursing 
shortage unfolds. 
B. Understanding the nurse's personal goal of seeking the educator roles can allow the 
administrators to create a more personalized retention plan. 
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