NEW GRADUATE EMERGENCY

PURPOSE

Emergency Department’s should ask themselves the question
“Are we providing the right tools to our new graduate nurses
(GNs) during orientation to decrease nurse turnover?” The
complexity of care, high patient acuity, expectations of
experienced staff, limited clinical supervision, and frequent
stressful experiences all have been reported to influence

ED nurse turnover (Patterson, B., Bayley, E.W., Burnell, K., et al. 2009).
Hahnemann University Hospital, an urban, Level 1 trauma
center has developed and implemented a unique custom
designed program that has focused on the retention of their
new graduate nurses hired since 2008.

BACKGROUND

It is predicted that the current nursing shortage will continue,
resulting in a shortage projection of ~340,000 registered
nurses (RNs) by 2020. Therefore, it remains critically important
to recruit new nurses and retain senior, experienced RNs,
particularly in workplaces with high turnover rates, such as
hospitals (Robert Wood Johnson Foundation, 2009).

With a 69% ED RN vacancy rate in 2008, Hahnemann
University Hospital, recruited 30 new GNs to fill the available
nursing positions. In prior studies there has been no data
regarding new GNs perceptions of their ED orientation
program or about the experience of being new to emergency
nursing (Patterson, B., Bayley, E.W., Burnell, K., et al. 2009). The average
RN turnover rate in acute care hospitals is over 20% and
9.77% for Magnet designated facilities (ancc, 2011).
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* Hazmat/Decon Training ¢ Addition of weekly 12 hour shift orientation
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This drastic change in our orientation program came on the
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