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Introduction

This project was initiated due to the interview conducted at Presence Health Saint Joseph Hospital, Chicago (SJHC) with Mr. James Kerridge, the Director of Nursing (DON), as the interviewee. The interview took place in the office of the DON at SJHS on 17 September 2018 between 10.20 a.m. and 12 noon (PST). The main purpose was to gain insights into the policy issues and challenges facing the hospital while also considering some ways through which to make improvements. The interviewee is doctorally-prepared and has 16 years of experience in the nursing profession. He attained his DNP from Resurrection University and he is also an RN with a background knowledge in nursing education, leadership, preventative care, patient safety, and quality improvement.
Background

There are several issues that emerged, which potrays the organization in a negative way as illustrated by Kerridge, and various policies have been conceived in a bid to ensure smooth running and efficiency in the provision of services in SJHC. Among these issues include workload among employees, lack of adequate training to handle some duties, and employee turnover. The latter is mostly experienced by new graduates as they transition from college to the work environment. This topic became of interest because the other two issues are usually cited among the factors that could cause a turnover. Organization’s employee can leave a job due to the dissatisfaction caused by workload and the realization that they are not competent enough to engage in some tasks. Lack of adequate training makes an employee lose interest in their work, and this culminates into lack of commitment which may yield turnover, particularly when the employee finds no reason for being in a specific job. Nursing is one of the most challenging jobs because it involves the provision of care for a patient. It is the duty of a nurse to provide an environment that provides hope about the chances of cure to the patient (Lin, Viscardi& Hugh, 2014). When the patient is discharged from the hospital, the nurse also has a role of ensuring efficient transition to home. In cases where a cure is impossible, the nurse participates in palliative care of the patient by encouraging the family members and other caretakers to offer an environment that would help prolong life rather than cause misery to the patient (Erciyaset al, 2018). Where a nurse feels unprepared to engage in such challenging endeavors, there is sufficient ground for opting out of the job, and this becomes a problem to the healthcare operations.
Practical Examples

Drawing from the insights of the interview conducted with Kerridge, new graduates are particularly highly likely to leave the nursing job shortly after employment. The obstetrics and the Medical-surgical units are the most affected by this turnover. Kerridge states that these departments experience the highest inflow of patients in the hospital and, therefore, the workload is also the highest with some nurses having to work extra time to satisfy the demand. Nursing turnover worsens the efficiency of the department as those chosen to replace those who left must undergo some training to ensure competency. As such, nursing turnover emerges as a crisis for this organization and one that requires a policy change or the adjustment of the policy that is already in place. Kerridge states that the Nurse Residency and Magnet Program is the policy plan in place to address the issue of nurse turnover. This depicts that there is already a step made toward addressing the issue, but the efficacy of the program needs an evaluation.
The Residency Program is a new policy within SJHC having been in place for only one year. This program is accredited by the American Association of Colleges of Nursing and entails the elements of career advancement, leadership, and patient outcomes (AACN, 2016). While these aspects are critical to the career progression of a nurse, it is unclear how a nurse would opt out of the job after going through the various features. With the residency program in place, it is evident that the hospital has engaged a current practice in alleviating the problem, but there remains a gap in determining the real cause of the high turnover rates. Kerridge states that workload could be the main reason for this challenge and one remains with a question as to how the same is addressed in the residency program. He goes further to state that if he were to decide on a DNP project, turnover would be the topic of focus of the residency program being an plan worth considering. 
Analysis
In alignment with the insights of the interview and appropriate literature review, the analysis of the policy issue will adopt the eight processes suggested by Bardach (2012) as being at the core of problem-solving and decision-making procedures. These processes include the definition of the problem, assembling the evidence, alternatives consideration, selection of the criteria, projection of results, confrontation of the trade-offs, decision-making, and story-telling (Bardach, 2012). 
Problem Definition

The problem of concern that was cited by Kerridge during the interview was turnover. This problem is not a problem that is solely experienced in the SJHC but is prominent in the healthcare settings all over the United States (US), with nursing experiencing the highest rates among all healthcare professionals. This implies that there is no single healthcare organization where nursing turnover is alien. Lindley and Cozad (2017) estimate the national average of the turnover rates in nursing at 14%. Healthcare in the US is currently experiencing a shortage in the number of qualified nurses, and this bring dissatisfaction among those who are readily in the job as heavy workload seems an inevitable occurrence. This seems to be the major cause of the high turnover although there is an interplay with other factors that may be specific to the organization under consideration. 

Evidence Assembly
Kerridge states turnover as a problem and policy issue of SJHC. A review of literature further depicts this as a national problem with nursing experiencing the highest rates of turnover in the US (Lindley & Cozad, 2017). It is also evident that the turnover rates are  sometimes condensed in some healthcare organizations. Kerridge points out at the Obstetrics and Medical-surg units as the most affected while Lindley and Cozad (2017) embark on the pediatrics unit as the setting of concern. It is for this reason that the residency program is emphasized in the contemporary context as a way of addressing the challenge. Liz et al. (2014) suggest that residency programs offer an opportunity for career advancement but also escalate the notions of dissatisfaction and burnout as they are designed to enable the graduate nurse to cope with the challenges of the work environment. 
Consideration of Alternatives 
While the residency program can be effective in addressing the problem of job turnover, the interview depicted the need to delve into ways of reducing burnout and workload as a way of retaining the employees. The residency program is designed to enhance the competence and skills of a nurse in a challenging environment and does not solve the challenges encountered at the job itself, such as heavy workload. Offering incentives to the nurses involved could be considered as a strategy to show appreciation and ensuring satisfaction with one’s job despite the workload. There is also a need to review the residency program to gain knowledge about the aspects of the job that achieve positive change relating to the program.
Selection Criteria

The residency program is specifically meant for students who are transitioning to the work environment (Liz et al., 2014). It was designed to include programs that would enable the students to cope with the challenges of the job as new entrants into practice. The student then enters the nursing profession as a graduate having acquired the skills and competencies that would enable him or her deal with the patients effectively and meet the requirements in alignment with the hospital’s desired levels of quality provision. This would further enable a reduction in job turnover associated with the lack of relevant skills for efficiency on the job (Mosadeghrad, 2013).
Projection of Outcomes
The adoption of the residency program was geared toward ensuring the successful transitioning of students to the nursing profession through the attainment of confidence to deal with challenging occurrences. It was an initiative of the interviewee, J. Kerringer, whose intention was to change the perception of the student nurses about the challenges of the profession. With the implementation of this policy, the outcomes anticipated include the enlightenment of the students and inculcation of skills necessary for the provision of care and strategies for coping with the challenges. Residency programs have also worked well in reducing nurse turnover rates (Mosadeghrad, 2013), which is a piece of concern to the interviewee. This policy has worked well in other settings where the interviewee has worked in the course of his practice.
Confrontation of Trade-offs
Every policy implementation has its challenges, and the residency program is no exception. Kerringer states that this program has worked in other healthcare settings where he has acted in the capacity of a coordinator. The program, therefore, requires a skilled coordinator who is knowledgeable in the identification of the needs of the trainees. While the programs taught may be sufficient, it is important to monitor and review the policy for adjustments in order to produce the desired outcomes. The enhancement of a professional’s skill is not sufficient, and there is a need to monitor the trainee in the work environment while also engaging in mentorship to ensure successful implementation of the lessons learned.

Decision-Making
Decision-making about any adjustments that should be made to the residency program should involve key stakeholders of the hospital, including the current trainees, trainers, nurse leaders, and others who may help in offering ideas about the improvements required. The idea of turnover should be at the core of the discussions while considering the role of the residency program to offer long-term solutions. 

Story Telling
Based on the seven processes discussed above, the interviewee would have a different story to tell once all the steps are followed. Continuous evaluation of the policy is necessary for fashioning the story of the organization in alignment with solving the problem at hand. There is also the need to improve the program from time to time to align with the challenges of the modern-day nursing profession.

Conclusion
The nursing profession is faced with various challenges particularly due to the problem of poorly trained staff. Nurse turnover is one of the major challenges that the nursing profession is experiencing. SJHC is no exception as Kerringe points it out as the major challenge, particularly in the obstetrics and Medical-surgical units. Evidence shows that the problem is experienced in most healthcare organizations in the US. The implementation of the Residency Program has proved to be effective in addressing this issue, the reason why Kerringe initiated it in SJHC. This program is geared toward boosting the nurses’ skills in the professional arena, inculcating leadership competencies, and enhancing patients’ outcomes in practice. Since the program is in its initial stages in SJHC, continuous evaluation is necessary for testing its effectiveness in meeting the anticipated outcomes, particularly addressing the issue of turnover. As a DNP project, the study of the residency program and its effectiveness would involve considerations of the milestones made in SJHC in addressing turnover issue among the new graduates.
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