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Purpose: 
Noticeable decline in participation of clinical nurses in a Clinical Advancement Program 
(CAP), challenged nursing leaders to reinvigorate the program’s appeal. Health care 
organizations that commit to the professional development of the nursing work force 
have higher levels of several tenets of a healthy work environment including improved 
nursing job satisfaction, lower costs, decreased use of sick time, increased retention 
rates, and decreased use of temporary agency staff (Demarco & Pasadino, 2018). This 
CAP focuses on 5 specific Pillars of excellence, which align with the organizations 
strategic plan: Quality, Patient Experience, Research, Community Service, and 
Professional Development. Recognizing the barriers to participation in a CAP and 
finding solutions positively impacts the organization as a whole (Wakim et al., 2019). 
The purpose was to cultivate participation in an established CAP by enhancing 
professional well-being, addressing barriers and promoting a healthy work environment. 
Methods: 
It is important to continually assess the effectiveness of CAPs (Warman, Williams, 
Herrero, Fazelli, White-Williams, 2016). Direct feedback from clinical nurses revealed: 
bedside nurse's perceived barriers, the need for effective solutions, and an opportunity 
to improve sustainment. Encouragement to join the CAP was facilitated through a 
roadshow model, which created a trusting interprofessional relationship between 
leaders and participants. A strong partnership with nursing leadership is critical to the 
program development and sustainment (Paplanus, Bartley-Daniele & Chibbaro, 2017). 
Leaders partnered with managers to elicit the names of eligible high-potential nurses, 
which created a pool of “Shining RNs” who became the next generation. A supportive 
organizational culture is essential to the CAP’s success (Moore, Meucci & McGrath, 
2019). A peer to peer mentorship experience between a “Clinical Ladder Leader” and a 
“Shining RN” was authentically co-created. Transformation of the application from a 
physical portfolio to a digital platform provides a solution to the application barrier. 
Hospitals must remain competitive and promote professional development (Fardellone, 
Meyer & Woolforde, 2020). This modernization streamlines the application process by 
allowing participants to upload their documents, organize their portfolio and receive real 
time feedback on point allocation. Innovative opportunities to earn points were created 
to support our RNs in our “Post COVID” world. 
Results: 
Effective mentorship, application redesign and strategic interprofessional collaboration 
resulted in the sustainment of a healthy work environment for our clinical nurses. Within 
the first four months of re-invigoration, participation increased by 185% and new 
participants increased by an astounding 466%. "Clinical Nurse Leaders" have sustained 



the Program's success as measured by the Program’s renewal rates. Nurse leaders 
continue to effectively communicate with nurses, understand barriers to the CAP and 
support these frontline motivators. This CAP has evolved from an optional recognition 
platform into a thriving peer-led program. 
Conclusion: 
The CAP re-invigoration exhibited the importance of healthy work environments, 
communication solutions and how effective leadership positively impacts engagement 
within an organization. The need for an ongoing CAP sustainment process was 
exhibited through feedback from Clinical Ladder Registered Nurses. Ultimately, this 
process of revitalizing, energizing and redesigning the CAP can be replicated and 
utilized in revitalization of other programs within any organization. 
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Abstract Summary: 
Nurse leaders recognized declining participation in an established Clinical Advancement 
Program. Examining re-invigoration as a strategy to enhance professional well-being, 
leaders partnered with clinical nurses to provide solutions to identified barriers in the 
application process and diversify paths to well-rounded professional involvement. 
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