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Abstract

The World Health Organization (WHO) estimates that, by 2030, nine million nurses and midwives will be needed because there
is currently a global nursing shortage. The aim of this study was to describe registered nurses’ (RNs) desire to work in nursing
based on previous studies. CINAHL, MEDLINE, NURSING AND ALLIED HEALTH databases were searched for original
research. No time limit was used in the searches. The PRISMA checklist was used to reflect rigour of methods. Eighteen primary
studies were appraised and included in the review. RNs expressed a desire to work in the nursing profession due to the reward-
ing work, smoothness of work, interesting work duties, versatile career opportunities, support for one’s well-being and an inner
desire to help others. Work-life balance is crucial for RNs’ well-being. Nursing management should offer flexible hours and shifts
to improve retention. Adequate resources and visible appreciation for RNs are essential and, while fair pay is important, it alone

is not enough to ensure long-term retention.
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Introduction

Globally, there are 27.9 million people involved in nursing,
with 19.3 million being professional nurses, making them the
largest occupational group in healthcare.! Nurses are the
largest healthcare workforce in nearly all Organisation for
Economic Co-operation and Development (OECD) countries.?
WHO estimates that nine million more nurses and midwives
will be needed by 2030, working and caring for people of all
age groups.>* At the same time, more than 150 countries
face a nursing shortage.” In Europe, an ageing population is
increasing the demand for nurses.® Given this, research on sup-
porting nurse retention in the profession is crucial.

Nurse retention is strengthened by supporting career devel-
opment, providing equal opportunities, and offering manage-
able workloads and flexibility.” Higher job satisfaction,
including better education, salary, resources and organizational
commitment, reduces nurses’ intention to leave.® A sense of
belonging, workplace support’ good teamwork, social
support from colleagues and supervisors,'® and opportunities
for professional development all strengthen nurse retention.''
Additionally, nurses value supervisors who seek their input
and recognize their work.'” Interactive leadership styles
reduce turnover and improve care quality.'> Nurse retention
is strengthened by satisfaction with a positive work environ-
ment, including leadership, opportunities for participation,
strong nurse—doctor relationships, job satisfaction and personal
achievements.'* Organizations should support ongoing profes-
sional development by aligning resources with nurses’ career
goals at different stages.'> Nurse retention is also influenced

by the rewarding aspects of the profession and the desire to
help others.'® Many nurses value their role in patient recov-
ery'” and find strength in caring for patients and supporting
families. However, conflicts with patients and their families,
along with stressful experiences such as caring for dying
patients or making end-of-life decisions, can increase nurses’
intention to leave the profession.''

Nurses’ intentions to leave the profession is a global
concern'® with research predating the COVID-19 pandemic.
A survey across 12 European countries found one in five
nurses dissatisfied, mainly due to salary, career advancement,
work management and resource issues.'” High work
demands and unclear job roles also contribute to nurses
leaving the profession.'®?® Therefore, The United Nations
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High-Level Commission on Health Employment and
Economic Growth emphasizes the importance of investing in
nurse education and job creation to improve health outcomes,
security and economic growth.' Similarly, the International
Nurses Association (ICN) highlights the need to invest in the
nursing workforce to enhance patient safety and healthcare
systems,”’ while emphasizing the urgency of retaining and
attracting nurses amid the global shortage.*”

While previous studies have explored nurses’ career choices
and reasons for leaving, there is limited understanding of why
nurses desire to stay. An initial search found no existing
reviews on this topic, highlighting the need for a comprehen-
sive review to identify factors that promote nurse retention
and address the nursing shortage.

The review

Aim

This study aimed to describe RNs’ desire to work in nursing
based on previous studies.

The research question was: Why do RNs want to work in
nursing?

Methods

An integrative review combines different research designs to
provide a comprehensive overview of previous studies. The
framework guided the review process through the phases of
problem identification, literature search, data evaluation, ana-
lysis and data presentation.”’

Search methods, search outcomes and quality appraisal. When
conducting literature search, databases are effective tools to
conduct searches.”® In this study, data were collected from ori-
ginal research articles which met the inclusion criteria from the
international Cumulative Index of Nursing and Allied Health
Literature (CINAHL), Medical Literature Analysis and
Retrieval System Online (MEDLINE) and Nursing and
Allied Health databases.

The PICo method was used to generate search phrases
(where P is the population, I is the phenomenon and Co is
the context).”* Boolean operators and truncation were

Table |. Search terms used in electronic databases.

applied, with keywords ‘nurse’ and ‘desire’ limited to
abstracts. An information specialist helped formulate the
search terms (Table 1).

The inclusion criteria for the review were 1) registered
nurses (RNs); 2) working in clinical practice; 3) peer-reviewed
research; and 4) original research. The exclusion criteria for the
review were 1) other than registered nurses; 2) literature review
or a non-scientific article; and 3) covid-19 4) migration. The
search was limited to English language articles. Any uncertain-
ties were discussed with the other authors. No time limit was
set to ensure a comprehensive understanding, and a health
sciences specialist verified the search queries. The preliminary
search revealed no prior reviews published on the topic.

The search and selection of data took place between
February and April 2023 and was updated in June 2024.
Search strategy followed the Preferred Reporting Items for
Systematic reviews and Meta-Analyses (PRISMA) reporting
guidelines (Figure 1). The PRISMA 2020 checklist was used
to reflect rigour of methods.*’

Altogether, 13,557 articles were identified through a data-
base search (Figure 1). The article references were exported
to the Zotero reference management software (https:/www.zo-
tero.org), which made it possible to remove duplicate articles.

A total of 13,557 articles were identified through database
searches (Figure 1). After removing duplicates, 10,766 articles
were screened by title, and 8850 were excluded for not focus-
ing on the study topic. Two authors independently screened
titles and abstracts, then reviewed them together. In total, 55
full-text articles were assessed, and 37 were excluded for focus-
ing on other healthcare professionals, work conditions or not
addressing the research question. Finally, 18 articles were
included in the review (Table 2).

The validity of the articles was assessed using the Joanna
Briggs Institute’s (JBI) quality assessment criteria.”® Quality
assessment checklists for qualitative (ten questions) and cross-
sectional (eight questions) studies were used to evaluate the
articles and identify potential biases. Two authors independ-
ently conducted the quality appraisal of the studies and
reached a consensus. The appraisal showed that the selected
studies had good methodological quality (Table 3).

Data synthesis. Data were analyzed using inductive content
analysis. This comprises a systematic data coding and

Search terms

Nurse
Nursing
Desire

nurs* OR “nursing staff” OR staff nurs*
work OR career OR occupation*
desir* OR want OR motiv* OR willing*

Search phrases

CINAHL

AB (nurs* or “nursing staff” or staff nurs*) AND (work or career or occupation*) AND AB (desir* or want or motiv* or willing*)

MEDLINE

AB (nurs* or “nursing staff” or staff nurs*) AND (work or career or occupation*) AND AB (desir* or want or motiv* or willing¥)

NURSING AND ALLIED HEALTH

abstract(nurs* or “nursing staff” or staff nurs¥) AND (work or career or occupation*) AND abstract(desir* or want or motiv¥ or willing*)
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Figure 1. PRISMA flow diagram of the literature search adapted from Prisma 2009.2

classification method used to determine the repetition, struc-
ture, relationship and communication of words used.?’ Data
analysis was conducted by two authors. The text was coded
according to the objective of the review, which involved
extracting any words, expressions and phrases describing the
nurses’ desire to perform the work of a nurse (units of analysis).
The coding of the units of analysis made it possible to return to
them as the analysis progressed. All units of analysis were
identified from the data. In the condensation phase, the
context of the original material was retained.”® Based on the

similarity in content, the condensation (r=129) was grouped
into subcategories (n=24) and finally into main categories
(n="7) (Table 4). The final analysis and results were discussed
by all authors.

Ethical considerations

As this integrative review involved no direct contact with
human subjects, ethical approval was not required. The
review followed the JBI guidelines.?®
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Table 2. Included studies.

Authors (year),
country

Aim

Participants, setting

Study design, method

Ahlstedt et al.
(2019),3* Sweden

Al-Hamdan et al.
(2019),*? Jordan

Anselmo-Witzel et al.
(2017),% USA

Atefi et al. (2014),%°
Iran

Carter (2014),*
Australia

Franco et al. (2022),?
Brazil

Hesselink et al.
(2023),%® Netherlands

Horberg et al.
(2023),** Sweden
Karlsson et al.
(2019),*' Sweden

Kluczynska (2016),*”
Poland

Kovner et al. (2009),*'
USA

Lim et al. (2024),*
Singapore

Nolan et al. (2007),3
United Kingdom

Penman etal. (2018),%
Australia

Richard E. & Kim S.B
(2023),** Canada

Steele-Moses
(2021),%° USA

Van Osch et al.
(2018),*® Canada

Zamanzadeh et al.
(2013),% Iran

To investigate the events in a working day of
nurses in relation to the internal working life
theory, to better understand what affects
nurse retention in working life

To investigate the relationship between
emotional intelligence and the intention to stay
in work

To investigate job satisfaction experiences of
Generation Y nurses

To investigate factors related to intensive care,
the job satisfaction and dissatisfaction of
medical surgical nurses

To understand nurses’ vocational and altruistic
motivations

To determine the significance of the nurse’s
role in a hospital environment

To explore and describe the factors that
influence the job satisfaction of nurses working
in the intensive care unit

To simultaneously explore what factors
motivate experienced nurses in the workplace
To describe nurses’ job satisfaction, their
intentions to stay in their profession

To find out the main motives of Polish men for
choosing nursing, as well as the consequences
of leaving the profession

To determine the intention of new registered
nurses to remain in their jobs

To examine extent of practice readiness of
new nurses in their role and reasons for
choosing nursing profession.

To compare aspects of nurses’ work in the US
and UK between mental health services.

To determine the factors that motivate nurses
to work in mental health nursing

To explore the career decisions and
aspirations of early-career registered nurses

To find out what factors contribute to surgical
nurses’ job satisfaction and intention to remain
in them profession

To describe the factors and strategies that
contribute to the intention of an experienced
nurse to remain in her current duties

To investigate the reasons why lranian male
nurses chose nursing as their career and
understand the reasons why they remain in
nursing

n=10

Clinical unit linked to an
emergency department at a
university hospital

n=280

Randomly selected
university and tertiary
hospitals

n=10

Care teaching hospital
n=85

Surgical, medical, critical
wards, in a large hospital
n=12

Local primary care settings
n=>50

A university hospital
n=23

Four hospitals

n=1146
University hospital
n=25

University hospital and one
county hospital

n=17

Different hospital wards,
units and clinics

n=3380

60 sites, chosen randomly
n=445

Academic medical centre

n=65 from the UK and n=
43 from the USA in mental
health services

n=15
Local Health Network
n=22

Province of New
Brunswick, Canada

n=15I
10 surgical units

n=13
12 acute care facilities

n=18
Five different hospitals

Qualitative explorative design with an
ethnographic approach Informal and
individual interviews

Quantitative, descriptive,
cross-sectional and correlational study
Self-administered questionnaires

Phenomenological study In-depth
semi-structured interviews
Descriptive qualitative study
Group interviews and semi-structured
interviews

Qualitative study

Long interviews

Descriptive qualitative study
Long interviews

Descriptive qualitative study
Semi-structured interviews

Qualitative study
Open-ended survey questions
Descriptive qualitative study
Interviews

Qualitative study
Semi-structured interviews

Cross-sectional study
E-mail questionnaires
Cross-sectional study
Online questionnaire

Comparative cross sectional study
Questionnaires

Descriptive qualitative study
Semi-structured interviews
Qualitative study using an interpretive
description approach.
Semi-structured one-on-one
interviews

Cross-sectional study

E-mail questionnaire

Qualitative descriptive study
Focus group interviews

Descriptive qualitative study
Semi-structured interviews

Results

Eighteen studies from eleven countries were included in the
review (Table 2). Thirteen studies used qualitative methods,
and five used quantitative methods, with a total of 3919 RNs
in quantitative studies (n=5) and 1891 in qualitative studies
(n=13). Among the quantitative studies (n=15), one was a

comparative cross-sectional study from the US and UK, one

was
cross-sectional.

descriptive cross-sectional

study and three were

All quantitative studies used questionnaires for data collec-
tion and statistical methods for data analysis, while data collec-
tion for qualitative studies was carried out through individual
or group interviews and observation.



Luoma-aho et al.

'S3IPN1S [BUOIIDAG SSOJ7) [BINA[RUY J0§ ISIPPaYD) [esiedddy [eontid _m?
"YoJeasay aAne[end) 4oy IsippayD [esiedddy [eanii) (jgf) s,23nnsu| s33ig euueof,

(1207)

sap oN sap sap oN sap sap sap EENINECTERIN

(2007)

sap oN sap sap sap sap sap SaA ‘[ 39 uejoN

Sap snon3iquy VN VN sap snon3iquy snon3iquy sap  (4207) ‘Je 3 wn

(6007)

sap sap oN sap sap sap sap sap ‘[ 19 J3UACY|

(6100)

SaA oN oN sap sap sap sap S [e 19 uepweH-|y

ipasn sisAjeue  ;Aem 9|qEIDd  ;POIeIS SUOIDR)  ;PIIIIUSPI SJI01JRY juonipuod  ;Aem d|qela. pue {|reasp ul ipauyap quauERSal

[eonsnes pue pijeA Suipunojuod SUIpuNoJUOd>  3Y3 JO JUSWSINSESW  PI[EA B Ul PAUNseaWw  paqLidsap Suniss Ajreapd ajdwres sAneIRnUENd
ajelidoadde e up paunsesw UM [eap AUIAA 'S Joj pasn aunsodxa  ay1 pue s139(qns ay1 ul uoisnjoul
SEAA '8 sawocno [SEETESHETN BLISIIID pJepuels a1 SBAA '€ APNas oyl aUspA T 40y BLIILID
SY1 AUAA /L EYCTY ) 9A123[q0 BUIAA Y1 UM |

(€100

saA SaA SaA oN oN saA saA saA SaA ON [e 32 yspezuewez

(8100

sap sap sap oN oN sap sap sap sap ON  '[e38 YdsQ Uep

4(€200)

sap sap sap oN snongiquy sap sap sap sap sap wry| g pJeydry

(8100

sap SaA Sap oN oN sap sap sap sap sap ‘e 39 uBwUdY

(9100

sap SaA SaA oN oN sap sap sap sap sap Bsukzonpy|

166100

sap SaA SaA sap oN sap saA sap saA sap ‘e 39 uoss|Jey|

(€200

saA saA oN VN oN saA saA saA SaA SoA ‘e 39 843quoH

(€200

snoniquy sap sap oN sap sap sap sap oN sap ‘e 39 YuljassaH

(7200

sap sap sap oN oN sap sap sap sap sap ‘e 19 oduely

saA SaA SaA oN oN saA saA saA SaA s\, (p107) 4o2EeD

sap saA SaA oN sap sap sap sap Sap oN (¥102) ‘[e 30 yary

(£107) B2

sap SaA SaA sap sap sap sap sap sap SIA  [PZUAA-OW[BSUY

(6100

saA SaA SaA sap sap sap sap saA saA Sap ‘e 39 IpAIS|YY

erep ayy  ;Apoq ajelud-oudde ipa1uasaudau ipassaJppe iA||eonasoayy is3nsau Jo ie1ep Jo sisAjeue {®1Bp 129||00 0 isaAnd3(qo iA3o|poyraw JYaJeasau

jo ‘uoneraudianul ue Aq [eaoudde Ajoenbape  ‘esusA-2d1A pue Jo Ajleamyn>  uoneraudusiul Yy pue uop-eussaudad  pasn spoyraw Ayl Jo uonsanb yoJeasad ayy aAnelEnd
Jo ‘sisAjeue 3yl [BJIY1D JO SDUSPIAD ‘SOII0A  ‘YdJeasad ayy Joyoaessad  pue A3ojopopsw  aya pue ASojopoyrsw  pue A3ojopotpsw YoJeasad ayy  pue aAndadsiad
wo.j moly 1iodau aJaya s| pue JI3Yy) PUB  UO J9Yd.EaSA ay1 8unedo| yoJeasau ayy yoJeasau yoseasas  pue A3o|-poyow [earydosojyd
YoJeasau dY3 Ul ‘SIIPNIS JUIA JOy ‘syuedppiued sy jo duaNpUI JUsWRIEIs  USdIMIDG AIINUSuod aY1 usamIaq a3 usIMIRq Yoeasau pasers
UME.JP SUOISN|DUOD IO BLIDIID JULIND Iy '8 ays| '/ B 24343 S| 9 asays s|°g  Aunuduod aueyl s| Ainiduod aY1 usamIaq CIGRIEEEL|
sy og 0| ©3 SulpJodde [edIYID sy s| g Aini3uod Ainaguod
YoJeasau 3y s ¢ [Jays s| g sJaya s| |

'salpmis ay jo [esieddde [eonu) g IqeL



Nordic Journal of Nursing Research

Table 4. An example of analysis.

Main
Original extract Condensation Subcategory category
Almost all the nurses reported that the main factor that  Involvement in patient care is an Caring for a patient Rewarding
influenced their job satisfaction was their involvement in  important factor in job satisfaction work

patient care and focus on the patient’s problems.>

They described job satisfaction as an internal feeling
of seeing good outcomes, making a difference in
someone’s life.**

Seeing patients get better because of the care that they
provided influenced the participants’ decision to remain in
nursing.3I

Hoped-for extrinsic rewards included approval and
respect from ... colleagues, feelings of affirmation, value
and self-worth.*

The concepts of feeling valued, respected and
acknowledged were also evident when participants spoke
of their relationships with their nursing and physician
colleagues.®

Thus ... were paid fairly, they were 22.4% more likely to
remain on their unit than leave it.*°

The nurses who were security-orientated explained the
importance of job security and pay and some of these

Job satisfaction was described as an
internal feeling of seeing and making a
difference in someone’s life

Seeing patients getting better due to the

care they received

Respect, approval, appreciation and value
shown by colleagues

Gaining appreciation, respect from nurse
and doctor colleagues

The fairness of the pay increased intention
to stay

The importance of pay as a producer of
safety

Improvement of the
patient’s condition

Sense of appreciation

Material rewards

- . .36
extrinsic rewards were specific to mental health nursing.

RNs’ desire to work in nursing

Based on the inductive content analysis, six main categories
were identified describing RNs’ desire to work in nursing:
Rewarding work, smoothness of work, interesting work
duties, versatile career opportunities, support for one’s well-
being and an inner desire to help others (Table 5).

Rewarding work

Rewarding work included caring for the patient, supporting
families, the improvement of the patient’s condition, an experi-
ence of appreciation and material rewards.

Caring for the patient emerged as a factor that generates job
satisfaction for RNs. RNs experienced satisfaction in providing
quality care to patients”*>**® ensuring smooth patient care,’’
helping patients and families®® and advocating patients’
which contributed to RNs’ well-being. Rewarding work
included supporting patients’ families and overcoming chal-
lenges during their loved one’s hospitalizations.?’

Improvement of the patients’ condition and seeing them
heal were rewarding factors of nursing, contributing to RNs’
desire to remain in the profession.*® Satisfaction was described
as making a difference in patients’ lives by providing
support.>®-’

Rewarding work included a sense of appreciation, with trust
and respect being key motivators in daily work.** Gaining
trust, respect and recognition from colleagues and physicians
influenced RNs’ intention to stay in the profession.>

Personal recognition from nursing directors, physicians and
clients promoted a sense of appreciation.””® Feelings of
appreciation also included acceptance from family and
patients, as well as respect, validation and self-worth from col-
leagues.>'*?® RNs felt they gained social appreciation
through their work.*’

Material rewards, including pay and job security, were
important factors. Getting paid, fair and suitable pay influenced
RNs’ desire to stay in nursing,*®*° while job security was also
recognized as a key aspect of job satisfaction.>®

Smoothness of work

The smoothness of work comprised collegial support, multi-
professional teamwork, good leadership and a sense of profes-
sional competence, as well as the importance of sufficient
resources. Collegial support included feeling listened to and
supported by colleagues.>**® A supportive work environment
was perceived as part of external remuneration.>® Supportive
colleagues were considered valuable®® and important for job
satisfaction.”” Good relationships between RNs were consid-
ered valuable.®® A sense of belonging to a vibrant, supportive
community and relationships within the work community
were seen as rewarding.>>>%*® The smoothness of work was
enhanced by multiprofessional teamwork, where sharing
ideas and solving problems together contributed to satisfac-
tion.>” RNs were motivated by tackling challenging tasks
alongside fellow nurses, doctors and consultants,***® with
teamwork being a key factor in perceived satisfaction.?’



Luoma-aho et al.

Table 5. Registered nurses’ desire to work in nursing.

Main categories Subcategories

Caring for a patient?>3!3436.39
Supporting families®*?’
Improvement of the patient’s
condition?*3337
Sense of appreciation
Material rewards>¢4°
Collegial support?¢2%:30:32:363840
Belonging with colleagues®®3>3¢38
Multiprofessional teamwork?®%38
Good leadership®'!

Sense of professional competence
The importance of sufficient
resources?’>%3*

Positively challenging work duties
Opportunity to work
independently? 3435384143
Opportunity for work development
Enjoyment of work?25272832.38:41.42
Interest in the profession®>3*
Good employment®®434°
Good career opportunities
Opportunity to work abroad®’
Work-life balance?”3'3+3¢

Rewarding work

29,31,33,34,35,36,38,39

Smoothness of work

29,31,42

Interesting work duties/ 31:40

31,36,44

Versatile career

opportunities 4143

Support for one’s

well-being Benefits to one’s health®33¢
An inner desire to help  Vocation to nursing**
others Altruistic desire®

Strengthening one’s faith3%3!

Good leadership related to the smoothness of work included
factors related to leadership. RNs were more likely to stay in
their jobs if their manager was accessible, engaged and com-
municated clearly,®’ while lack of supervisor support nega-
tively impacted retention.*'

A sense of professional competence mainly included the
aspects of RNs professionalism and competence, and feelings
related to these. RNs valued the ability to use sufficient skills
and knowledge,>' competence in care planning, evaluation,
and evidence-based practice contributing to job satisfaction.?’
Successfully providing planned care®'* and emotional intelli-
gence also contributed to stronger intentions to stay in the
profession.*?

The importance of sufficient resources highlighted RNs’
appreciation of working with sufficient resources and fellow
nurses on real tasks.’®** Job satisfaction increased when
RNs’ skills matched the demands of the job, and they had
enough time to complete their tasks.?

Interesting work duties

Interesting work duties included positively challenging work
duties, an opportunity of independent work and opportunities
for work development, enjoyment of work, and interest in the
profession.

Positively challenging work duties highlighted the import-
ance of work environment and role tasks.

RNs appreciated a challenging work environment, with both
the nursing environment and role tasks influencing their desire

to stay in the profession. Satisfaction with role tasks also
played a key role.*"*

Interesting work duties included an opportunity to work
independently. RNs appreciated the opportunity to work inde-
pendently, make decisions, solve problems®* and their auton-
omy at work.>>>%* Higher autonomy influenced their
intention to stay in their jobs.*' RNs appreciated their role in
coordinating care and using professional autonomy to meet
patients’ recovery needs.>'

Interesting work duties included opportunities for work
development. RNs’ intention to stay in their jobs was influ-
enced by opportunities to participate in work-related develop-
ment, such as patient safety and development projects,*’** as
well as by opportunities to contribute to nursing development
at the individual level.”®

RN enjoyed their work, the workloads, responsibilities and
variety of nursing.>'* RNs experienced positive feelings
through their passion for nursing?>** and reported that the
importance of work is related to feelings of pleasure.*® When
RNs experienced pleasure and motivation, it helped develop
their professional identity and gave meaning to their work.*®
Nursing was perceived as a natural reward providing a sense
of satisfaction,*® with some finding the profession so rewarding
that retirement was difficult.’®

Interest in the profession was particularly evident in a desire
for RN to return to the nursing profession. RNs returned to the
profession due to the satisfaction and fulfillment they experi-
enced through nursing®® and because of interest in specifics
nursing and medicine,*® with some citing becoming a RN as
a long-held dream.*’

Versatile career opportunities

Versatile career opportunities include good employment, good
career opportunities and an opportunity to work abroad. RNs
chose nursing considering its stability and permanent work-
place®* and ease of employment after graduation, which
strengthened their desire to remain in the profession.*

Good career opportunities were one factor in versatile career
opportunities. Career advancement opportunities influenced
RNs’ desire to remain in the profession.*'** Versatile career
opportunities, including the chance to work abroad and earn
a higher income, influenced RNs’ desire to remain nursing
profession.®”

Support for one’s well-being

Support for one’s well-being included work-life balance and
benefits to one’s health. Work-life balance,?® flexible work
schedules which allowed for more time for family and
friends*'** and roster systems>® were the keys to RNs’ job sat-
isfaction and retention.

Supporting one’s well-being included benefits to one’s
health, which included an increase in medical knowledge
obtained through the nursing profession, enabling RNs to
assess their health and facilitating RNs access to health care
services.>> RNs’ motivation to work in nursing was influenced
by their knowledge and awareness of health.*®
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An inner desire to help others

An inner desire to help others included a vocation to nursing,
an altruistic desire and the strengthening of one’s faith.
Vocation was seen as a prerequisite for becoming a RN
because RNs’ working days were long and the pay was
poor.*® In addition, RNs stressed the need to carry out work
that meets their professional and ethical standards.*®

Some RNs had an altruistic desire to stay in nursing, which
was based either on a personal desire to help others or arose
from cultural values and beliefs.* Cultural values and beliefs
extended RNs’ roles as care providers in their families and
the belief that every family needs a caregiver.*’

Strengthening one’s faith was associated with an emphasis
of spirituality. Caring for patients emphasized RNs’ spiritual
sense,’” strengthened their faith, allowed rewards from God
and restored energy.’® Additionally, family members’
health-related questions enhanced RNs’ personal satisfaction
and faith.”'

Discussion

Desire to work in nursing was described through six main cat-
egories, which were rewarding work, smoothness of work,
interesting work duties, versatile career opportunities, support
for well-being and an inner desire to help others (Table 5).
The results highlight external and internal factors of why
RNs desired to work in nursing. However, the results mainly
focused on external factors in the nursing profession, especially
rewarding work and smoothness of work.

One of the rewarding aspects of the job was patient care,
which is supported by several previous studies.”'"'®!” This
review showed that caring for patients®**%!333¢ and support-
ing families**>* made RN feel that their work was meaning-
ful. RNs’ experience of appreciation,®”3!:33-3433.36.37.38
including acceptance, recognition, trust and respect from col-
leagues, was identified as a key factor in nurse retention in
this review. Previous studies have also found that the appreci-
ation of RNs is important. Feeling undervalued increases the
risk of RNs leaving the profession.”'! Appreciation should
be reflected in daily work because it significantly influences
RNs’ desire to remain in nursing. Recognition, including fair
salary, public acknowledgment and understanding of the
job’s demands, is essential for retaining experienced RNs.

RNs’ desire to work in nursing was influenced by material
rewards related to the rewarding work.*®*" Particularly
salary, as a key form of material remuneration, is closely tied
to RNs’ sense of appreciation and their intention to stay in
the profession. Higher salary satisfaction reduces turnover,’
while dissatisfaction increases the likelihood of RNs
leaving.'%!2°

This review highlights the importance of smoothness of
work and good leadership.*>*' Previous studies have shown
that transformative leadership, where supervisors motivate,
support and inspire RNs through interactive methods, can
promote nurse retention and reduce intentions to leave.'?
RNs view good supervisors as those who acknowledge their
importance and contribution.'> One study in this review
found that low supervisor support decreased RNs’ intention

to stay, which contrasts with previous research that links low
support to higher intentions to leave the profession.*'
Previous studies have found that low support from supervisors
increases RNs’ intention to leave the profession.®!!"!?
Professional support, guidance, encouragement from nursing
supervisors and effective leadership are essential for retention,
as they improve the work environment, provide job variety,
offer career opportunities and align with RNs’ personal values.

Collegial support was emphasized in the smoothness of
work in this review.’****® RNs who receive strong social
support from colleagues and supervisors are more likely to
stay in their jobs. Previous studies show that good communica-
tion and a healthy work environment are key factors in nurse
retention.”'® A sense of belonging with colleagues was
found to be important, consistent with findings from other
studies.?’>%*>2%3® This review highlights strong friendships
with colleagues positively influenced RNs’ intention to
remain in their positions.

Previous research shows that workplace friendships can
empower RNs and reduce turnover.'' A sense of professional
competence was also evident in the smoothness of
work,*?3>*? which influenced RNs’ desire to work in
nursing. Increased competence and experience increased
RN’ job satisfaction, and professional development opportun-
ities were found to reduce their intention to leave the field."'

In this review, the smoothness of work also included the
importance of sufficient resources,”~%** which is also sup-
ported by previous studies.”*' Previous studies show that
increased workloads® and job demands'®'*2° raise RNs’ inten-
tion to leave the profession. To improve retention, nurse direc-
tors should prioritize flexible working hours and shifts.
According to previous studies high turnover can negatively
affect care quality, as RNs may face heavier patient loads,
increasing adverse events.’

Interesting work duties included an opportunity for inde-
pendent work,?!343-38:41.44 which was highlighted in this
review as one of the factors influencing the desire to stay
in the profession. Previous studies have found that a lack
of autonomy is linked to RNs’ intention to leave their
jobs.'! Versatile career opportunities included good oppor-
tunities for career advancement.*'"** According to previous
studies, good career opportunities influenced RNs to stay
in their jobs,”'" while lack of professional development
and advancement opportunities increased their intention to
leave nursing'®-*°

In addition to external factors, this review also indicated
some internal factors regarding why RNs desired to work in
nursing. RNs desired to work in nursing because it supports
their well-being. Factors that supported personal well-being
included work—life balance***%*' and benefits to one’s
health.*®>° Previous research shows that RNs value leisure
time and family,"? but difficulties in balancing work and
family life increase the likelihood of leaving the profession.?’
This review found that job flexibility, which allows more
time for family and friends, enhances retention and strengthens
RNs’ desire to stay in nursing.

Previous studies have shown that flexibility in rosters sup-
ports nurse retention.® RNs were found to have an inner
desire to help others,>**>*® and although an interest in
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helping people influenced their choice of profession, it did not
significantly impact the decision to become a RN."”

Overall, as the external factors regarding why RNs desired
to work in nursing dominated in this study, the results highlight
the importance of a healthy workplace in which workers and
managers collaborate to protect and promote the health,
safety and well-being of all employees.>’ The findings
suggest that effective leadership, meaningful teamwork and
collegial support are key factors in enhancing nurse retention
and encouraging RNs to remain in the profession.

Methodological limitations

The integrative framework by Whittemore & Knafl*® increased
the methodological rigour of the review process. When formu-
lating search terms, the PICo method was used.?* The search
strategy followed the PRISMA reporting guidelines. Also,
the Prisma 2020 checklist was used to reflect the rigour of
the methods.*®

This review identified 13,557 initial articles, but using only
three databases may have excluded some studies. Focusing
solely on registered nurses and restricting the review to
English language articles may have also led to the omission
of relevant research, although the review included studies
from nearly all continents, including non-English speaking
regions.

Considerations related to conducting the integrative review
and the quality of the original studies should be acknowledged.
The critical appraisal showed that the selected studies had good
methodological quality. The entire research team was involved
in all stages of the review, which helped minimize bias and
improve trustworthiness.

The study followed the protocol for inductive content ana-
lysis. However, analysis always involves the researcher’s inter-
pretation, making it challenging to create mutually exclusive
categories when dealing with interconnected experiences.
Despite following an established framework, the interpretation
of study findings involves subjective judgement, and there is a
possibility of overlooking alternative interpretations or exclud-
ing relevant literature, even with a rigorous search strategy.

Conclusion

The results of the review highlight both external and internal
factors influencing why RNs desired to work in nursing.
While some internal factors, such as personal motivation and
an inner desire to help others, are important, external factors
play a more significant role. Factors such as salary, recognition,
a rewarding work environment and engaging duties are crucial
in making the profession attractive, helping to recruit new RNs
and retain current staff.

The studies included in the review primarily used qualitative
research methods, which provide deeper insights into RNs’
motivations. However, the lack of quantitative research limits
a precise understanding of the significance and prevalence of
these factors. The review also did not find any objective tools
or instruments to assess RNs’ desire to work in the profession.
Therefore, there is a need to develop a valid and reliable instru-
ment to measure this desire. Future research should include

more quantitative studies using large datasets to provide a
more comprehensive understanding.

Acknowledgements

We thank the information specialist at the Tampere University Library
for their assistance with the literature search.

Author contributions

SP, SL and EH were responsible for the study design. SL, SP, AS-J
and EH were responsible for data collection. SP, SL and AS-J were
responsible for critical appraisal. SP, SL, AS-J, EH and JV were
responsible for data analysis. SL, SP, EH, JV and RI were responsible
for writing the manuscript.

Data availability

The data that support the findings of this study are available on request
from the corresponding author.

Declaration of conflicting interests

The authors declared no potential conflicts of interest with respect to
the research, authorship and/or publication of this article.

Funding

The authors received no financial support for the research, authorship
and/or publication of this article.

ORCID iD

Sanna Luoma-aho https:/orcid.org/0009-0007-8531-5245

References

*Indicates the synthesized studies that are in the scope of the
integrative review.

1. State of the world’s nursing 2020: investing in education, jobs and
leadership. WHO. 2022. https:/www.who.int/publications/i/item/
9789240003279 (accessed 22 October 2024).

2. Health at a Glance 2021: OECD Indicators. OECD. 2021. https:/
www.oecd-ilibrary.org/sites/ae3016b9-en/1/3/1/index.html?itemId=/
content/publication/ae3016b9-en&_csp_=ca413da5d44587bc5644
6341952¢275e&itemlGO=oecd&itemContent Type=book(accessed
9 September 2023).

3. Nursing and midwifery. WHO. 2022. https:/www.who.int/news-
room/fact-sheets/detail/nursing-and-midwifery ~ (accessed 24
October 2024).

4. Definition of Nursing. ICN. 2022. https:/www.icn.ch/resources/
nursing-definitions (accessed 28 October 2024).

5. GBD 2019 Human Resources for Health Collaborators.
Measuring the availability of human resources for health and its
relationship to universal health coverage for 204 countries and ter-
ritories from 1990 to 2019: a systematic analysis for the global
burden of disease study 2019. Lancet 2022; 4: 2129-2154.

6. Heinen MM, van Achterberg T, Schwendimann R, et al. Nurses’
intention to leave their profession: a cross sectional observational
study in 10 European countries. /nt J Nurs Stud 2013; 50:
174-184.


https://orcid.org/0009-0007-8531-5245
https://orcid.org/0009-0007-8531-5245
https://www.who.int/publications/i/item/9789240003279
https://www.who.int/publications/i/item/9789240003279
https://www.who.int/publications/i/item/9789240003279
https://www.oecd-ilibrary.org/sites/ae3016b9-en/1/3/1/index.html?itemId=/content/publication/ae3016b9-en&_csp_=ca413da5d44587bc56446341952c275e&itemIGO=oecd&itemContentType=book
https://www.oecd-ilibrary.org/sites/ae3016b9-en/1/3/1/index.html?itemId=/content/publication/ae3016b9-en&_csp_=ca413da5d44587bc56446341952c275e&itemIGO=oecd&itemContentType=book
https://www.oecd-ilibrary.org/sites/ae3016b9-en/1/3/1/index.html?itemId=/content/publication/ae3016b9-en&_csp_=ca413da5d44587bc56446341952c275e&itemIGO=oecd&itemContentType=book
https://www.oecd-ilibrary.org/sites/ae3016b9-en/1/3/1/index.html?itemId=/content/publication/ae3016b9-en&_csp_=ca413da5d44587bc56446341952c275e&itemIGO=oecd&itemContentType=book
https://www.oecd-ilibrary.org/sites/ae3016b9-en/1/3/1/index.html?itemId=/content/publication/ae3016b9-en&_csp_=ca413da5d44587bc56446341952c275e&itemIGO=oecd&itemContentType=book
https://www.who.int/news-room/fact-sheets/detail/nursing-and-midwifery
https://www.who.int/news-room/fact-sheets/detail/nursing-and-midwifery
https://www.who.int/news-room/fact-sheets/detail/nursing-and-midwifery
https://www.icn.ch/resources/nursing-definitions
https://www.icn.ch/resources/nursing-definitions
https://www.icn.ch/resources/nursing-definitions

10

Nordic Journal of Nursing Research

~

8.

9.

10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

22.

23.

24.

25.

26.

Jarden RIJ, Scott S, Rickard N, et al. Factors contributing to nurse
resignation during COVID-19: a qualitative descriptive study. J
Adv Nurs 2023; 79: 2484-2501.

Slater P, Roos M, Eskola S, et al. Challenging and redesigning a
new model to explain intention to leave nursing. Scand J Caring
Sci 2021; 35: 626-635.

Reinhardt A, Ledn TG and Amatya A. Why nurses stay: analysis
of the registered nurse workforce and the relationship to work
environments. App! Nurs Res 2020; 55: 151316.

Chan ZCY, Tam WS, Lung MKY, et al. A systematic literature
review of nurse shortage and the intention to leave. J Nurs
Manag 2013; 21: 605-613.

Khan N, Jackson D, Stayt L, et al. Factors influencing nurses’
intentions to leave adult critical care settings Nurs Crit Care
2019; 24: 24-32.

Logde A, Rudolfsson G, Broberg RR, et al. I am quitting my job.
Specialist nurses in perioperative context and their experiences of
the process and reasons to quit their job. Int J Qual Health Care
2018; 30: 313-320.

Lavoie-Tremblay M, Femet C, Lavigne GL, et al
Transformational and abusive leadership practices: impacts on
novice nurses, quality of care and intention to leave. J Adv Nurs
2016; 72: 582-592.

Sasso L, Bagnasco A, Catania G, et al. Push and pull factors of
nurses’ intention to leave. J Nurs Manag 2019; 27: 946-954.
Hakvoort L, Dikken J, Cramer-Kruit J, et al. Factors that influence
continuing professional development over a nursing career: a
scoping review. Nurse Educ Pract 2022; 65: 103481.
Al-Sheyab ON. The relationship between retention, employee
engagement, job satisfaction, and intrinsic motivation among
nurses. Dissertation. Southern Illinois University Carbondale.
2018.

Hollup O. Nurses in Mauritius motivated by extrinsic rewards: a
qualitative study of factors determining recruitment and career
choices. Int J Nurs Stud 2012; 49: 1291-1298.

De Oliveira DR, Griep RH, Portela LF, et al. Intention to leave
profession, psychosocial environment and self-rated health
among registered nurses from large hospitals in Brazil: a cross-
sectional study. BMC Health Serv Res 2017; 17: 21-21.

Aiken LH, Sloane DM, Bruyneel L, et al. RN4CAST Consortium.
Nurses’ reports of working conditions and hospital quality of care
in 12 countries in Europe. Int J Nurs Stud 2013; 50: 143-153.
Flinkman M, Laine M, Leino-Kilpi H, et al. Explaining young,
registered Finnish nurses’ intention to leave the profession: a
questionnaire survey. Int J Nurs Stud 2008; 45: 727-739.
Human Resources for Health. International Council of Nursing
(ICN). 2022. https:/www.icn.ch/nursing-policy/icn-strategic-
priorities’/human-resources-health.

Catton H. Vision -The year of the nurse and midwife. /nt Nurs Rev
2020; 66: 453-455.

Whittemore & Knafl. The integrative review: updated method-
ology. J Adv Nurs 2005; 52: 546-553.

Lizarondo L. S, Carrier C, Godfrey J, et al. Chapter 8: Mixed
Methods systematic reviews. In: Aromataris E and Munn Z
(eds) JBI Manual for Evidence Synthesis. JBI, 2020. DOI:
10.46658/JBIMES-24-07

Page MJ, McKenzie JE, Bossuyt PM, et al. The PRISMA 2020
statement: an updated guideline for reporting systematic
reviews. Br Med J 2021; 372 : 71.

JBI Manual for Evidence Synthesis. Joanna Briggs Institute.
2020. https:/synthesismanual.jbi.global.

27.

28.

29.

30.

31.

32.

33.

34.

35.

36.

37.

38.

39.

40.

41.

42.

43.

44

45.

46.

Vaismoradi M, Turunen H and Bondas T. Content analysis and
thematic analysis: implications for conducting a qualitative
descriptive study. NHS 2013; 15: 398-405.

Elo S, Kédridinen M, Kanste O, et al. Qualitative content analysis:
focus on trustworthiness. SAGE Open 2014; 4: 1-10.

* Anselmo-Witzel S, Orshan SA, Heitner KL, et al. Are generation
Y nurses satisfied on the job? Understanding their lived experi-
ences. J Nurse Adm 2017; 47: 232-237.

*Atefi N, Abdullah KL, Wong LP, et al. Factors influencing regis-
tered nurses perception of their overall job satisfaction: a qualita-
tive study. Int Nurs Rev 2014; 61: 352-360.

*Karlsson AC, Gunningberg L, Béckstrom J, et al. Registered
nurses’ perspectives of work satisfaction, patient safety and inten-
tion to stay — A double-edged sword. J Nurs Manag 2019; 27:
1359-1365.

Franco MF, Farah BF, Amestoy SC, et al. Meaning of work from
the perspective of hospital nurses. Rev Bras Enferm 2022; 75:
€20201362.

*Nolan P, Haque S and Doran M. A comparative cross-sectional
questionnaire survey of the work of UK and US mental health
nurses. Int J Nurs Stud 2007; 44: 377-385.

*Ahlstedt C, Eriksson Lindvall C, Holmstrom IK, et al. What
makes registered nurses remain in work? An ethnographic
study. Int J Nurs Stud 2019; 89: 32-38.

*Van Osch M, Scarborough K, Crowe S, et al. Understanding
the factors which promote registered nurses’ intent to stay in
emergency and critical care areas. J Clin Nurs 2018; 27:
1209-1215.

*Penman J, Martinez L, Papoulis D, et al. Voices from the Field:
Regional Nurses Speak About Motivations, Careers and How to
Entice Others to Pursue Mental Health Nursing. /nt J Nurs
Educ Scholarsh 2018; 15: 20170056.

*Richard E and Kim SBC. Career decisions and aspirations of
early-career nurses: Insights from a qualitative interpretative
description study. J Adv Nurs 2024; 80: 3333-3344.

*Hesselink G, Branje F and Zegers M. What Are the Factors That
Influence Job Satisfaction of Nurses Working in the Intensive
Care Unit? A Multicenter Qualitative Study. J Nurs Manag
2023; 2023: 1-8.

*Kluczynska U. Motives for choosing and resigning from nursing
by men and the definition of masculinity: a qualitative study. J
Adv Nurs 2017; 73: 1366-1376.

*Steele-Moses SK. Predicting medical-surgical nurses’ work sat-
isfaction and intent to stay. Nurs Manage 2021; 52: 16-25.
*Kovner CT, Brewer CS, Greene W, et al. Understanding new
registered nurses’ intent to stay at their jobs. Nurs Econ 2009;
27: 81-98.

*Al-Hamdan ZM, Muhsen A, Alhamdan M, et al. Emotional
intelligence and intent to stay among nurses employed in
Jordanian hospitals. J Nurs Manag 2020; 28: 351-358.

*Lim SH, Ang SY, Aloweni F, et al. Factors associated with prac-
tice readiness among newly qualified nurses in their first two years
of practice. Nurse Educ Today 2024; 136: 106143-106143.
*Horberg A, Gadolin C, Skyvell Nilsson M, et al. Experienced
Nurses’ motivation, intention to leave, and reasons for turnover:
a qualitative survey study. J Nurs Manag 2023; 2023: 1-11.
*Zamanzadeh V, Azadi A, Valizadeh L, et al. Choosing and
remaining in nursing: Iranian male nurses’ perspectives.
Contemp Nurse 2013; 45: 220-227.

*Carter M. Vocation and altruism in nursing: the habits of prac-
tice. Nurs Ethics 2014; 21: 695-706.


https://www.icn.ch/nursing-policy/icn-strategic-priorities/human-resources-health
https://www.icn.ch/nursing-policy/icn-strategic-priorities/human-resources-health
https://www.icn.ch/nursing-policy/icn-strategic-priorities/human-resources-health
https://synthesismanual.jbi.global
https://synthesismanual.jbi.global

	 Introduction
	 The review
	 Aim
	 Methods
	 Search methods, search outcomes and quality appraisal
	 Data synthesis

	 Ethical considerations

	 Results
	 RNs’ desire to work in nursing
	 Rewarding work
	 Smoothness of work
	 Interesting work duties
	 Versatile career opportunities
	 Support for one's well-being
	 An inner desire to help others

	 Discussion
	 Methodological limitations

	 Conclusion
	 Acknowledgements
	 References


<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /All
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile ()
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Warning
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /LeaveColorUnchanged
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 5
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness false
  /PreserveHalftoneInfo false
  /PreserveOPIComments false
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages false
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Average
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages false
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Average
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages false
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Average
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /PDFX1a:2003
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError false
  /PDFXTrimBoxToMediaBoxOffset [
    33.84000
    33.84000
    33.84000
    33.84000
  ]
  /PDFXSetBleedBoxToMediaBox false
  /PDFXBleedBoxToTrimBoxOffset [
    9.00000
    9.00000
    9.00000
    9.00000
  ]
  /PDFXOutputIntentProfile (None)
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /CreateJDFFile false
  /Description <<

    /BGR <>
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000500044004600206587686353ef901a8fc7684c976262535370673a548c002000700072006f006f00660065007200208fdb884c9ad88d2891cf62535370300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef653ef5728684c9762537088686a5f548c002000700072006f006f00660065007200204e0a73725f979ad854c18cea7684521753706548679c300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /CZE <>
    /DAN <>
    /DEU <>
    /ESP <>
    /ETI <>
    /FRA <>
    /GRE <>

    /HRV <>
    /HUN <>
    /ITA <>
    /JPN <>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020b370c2a4d06cd0d10020d504b9b0d1300020bc0f0020ad50c815ae30c5d0c11c0020ace0d488c9c8b85c0020c778c1c4d560002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /LTH <>
    /LVI <>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken voor kwaliteitsafdrukken op desktopprinters en proofers. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /POL <>
    /PTB <>
    /RUM <>
    /RUS <>
    /SKY <>
    /SLV <>
    /SUO <>
    /SVE <>
    /TUR <>
    /UKR <>
    /ENU (Use these settings to create Adobe PDF documents for quality printing on desktop printers and proofers.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames false
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks true
      /AddColorBars false
      /AddCropMarks true
      /AddPageInfo true
      /AddRegMarks false
      /BleedOffset [
        9
        9
        9
        9
      ]
      /ConvertColors /NoConversion
      /DestinationProfileName ()
      /DestinationProfileSelector /NA
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure true
      /IncludeBookmarks true
      /IncludeHyperlinks true
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles false
      /MarksOffset 6
      /MarksWeight 0.250000
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /NA
      /PageMarksFile /RomanDefault
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /LeaveUntagged
      /UseDocumentBleed false
    >>
    <<
      /AllowImageBreaks true
      /AllowTableBreaks true
      /ExpandPage false
      /HonorBaseURL true
      /HonorRolloverEffect false
      /IgnoreHTMLPageBreaks false
      /IncludeHeaderFooter false
      /MarginOffset [
        0
        0
        0
        0
      ]
      /MetadataAuthor ()
      /MetadataKeywords ()
      /MetadataSubject ()
      /MetadataTitle ()
      /MetricPageSize [
        0
        0
      ]
      /MetricUnit /inch
      /MobileCompatible 0
      /Namespace [
        (Adobe)
        (GoLive)
        (8.0)
      ]
      /OpenZoomToHTMLFontSize false
      /PageOrientation /Portrait
      /RemoveBackground false
      /ShrinkContent true
      /TreatColorsAs /MainMonitorColors
      /UseEmbeddedProfiles false
      /UseHTMLTitleAsMetadata true
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice


