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Abstract- In today's healthcare environment, 

nurse's roles are expanding beyond traditional 

clinical settings. Nurses are the backbone of patient 

caring, the contributing factors of this problem were 

a lack of recognition at work at work and work 

itself. Hence, nurse's intention of transferring to a 

non-clinical role is a plan of the tendency to leave 

the current working institute to find an alternative 

job. The business process associate industry is one 

of the major sectors that employ nursing graduates 

of today and one of the main reasons why BPO 

companies hire nurses is to provide healthcare-

related support to their clients. The study 

determined the factors affecting nurses shifting to 

non-clinical roles Specifically, answered the profile 

of the respondents in terms of age, sex, civil status, 

and length of practice as a clinical nurse, likewise it 

also determine the factors affecting nurses shifting 

to non-clinical roles, along work-life balance, salary 

and benefits, development opportunities, and, 

flexible working and autonomy. Furthermore, 

differences and relationship between the 

determining factors affecting nurses shifting to 

non-clinical role across their profile variables, and, 

based on findings a retention program was proposed 

. Moreover, a descriptive quantitative method was 

used with thirty five (35) referred and purposively 

selected nurses who shifted to non-Thus, it was 

concluded that nurse respondents are early adults, 

female, married, and have been enacted as clinical 

nurses for a long time.  It is recognized that nurses 

who shifted to non-clinical roles are "Neutral" 

regarding work-life balance and development 

opportunities while "Agree" on salary and benefits 

and flexible working and autonomy; hence, they 

shifted to non-clinical roles for different reasons. 

Furthermore, the ANOVA and t-test results on 

significant differences in profile variables mostly 

show that there are no significant differences 

between the determining factors affecting nurses 

shifting to non-clinical roles across their profile 

variables, except for civil status linking to work-life 

balance and length of stay as clinical role linking 

development and opportunities. Also, Pearson-r on 

Value revealed no significant relationship, and 

profile variables dominantly revealed no 

significance, except for sex, which significantly 

affected development opportunities. For the most 

part, the Null hypothesis was accepted. As such, the 

following are recommendations; most respondents 

possess family responsibilities, a more 

comprehensive nurse retention plan such as flexible 

working schedules, competitive salary and benefits, 

coaching and mentoring, a better career, education, 

and academic planning and consultation, good 

recruitment policies, a nurse wellness program 

offering competitive salaries and benefits, 

professional development opportunities, flexible 

working schemes, and autonomy, such as ensuring 

nurses' authority for clinical decision-making in 

direct care delivery, must be enforced cautiously. 

Concerned nurse organizations must campaign for 

private and government institutions to implement 

and monitor salary grade standardization, upgrade 

nurses' working conditions, and ensure that nurse 

professionals can maintain a decent standard of 

living.  Hence, the proposed retention program for 

nurses may be endorsed for review for improvement 

and implementation. Lastly, future researchers 

should conduct studies with a broader perspective to 

improve morale, increase nurses' motivation, foster 

loyalty and allegiance, and instigate retention rates. 

 

Indexed Terms- Nurses, Shifting, Non-Clinical 

Roles, Retention Program 

 

I. INTRODUCTION 

 

The nurse intends to transfer to a non-clinical role by 

leaving the current working institute to find an 

alternative job. Despite nurses being known for their 

courageousness in patient care, the contributing 

factors of this problem were a need for recognition at 

work at work and work itself. Chang (2015) said that 
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professional commitment is a harmony between an 

individual's beliefs and professional objectives, 

leading to greater harmony and personal effort. The 

professional effort is a composition of faith in the 

values of the chosen profession, effort to understand 

these values, and determination to maintain 

membership in the profession. Likewise, working 

conditions, work-family conflict, and socio-

demographic characteristics such as age, gender, 

marital status, and organizational obstruction are 

numerous factors affecting professional commitment.  

 

In today's healthcare environment, nurse's roles are 

expanding beyond traditional clinical settings. Non-

clinical nursing is a job in which a nurse's primary 

responsibilities do not involve observing and treating 

patients. Non-clinical nurses performs as health 

coaches, they provide education and mentoring to 

people seeking to improve their overall wellness; care 

planners as they help patients with chronic illnesses 

or disabilities plan for their long-term medical care; 

patient advocates just when they help patient and 

their families navigate the complex healthcare 

landscape, provides guidance for health, insurance, 

and financial; insurance case manager work with 

doctors and clinical nurses to help ensure that 

patients are receiving necessary medical care as 

efficiently as possible; health writers use clinical 

knowledge obtained in their clinical nursing job to 

write textbook chapters, news articles, patient 

education materials, etc; legal nurse consultant serve 

as medical experts for legal teams, assisting legal 

professionals on cases where medical knowledge; 

public health policy professionals craft health 

initiatives and set health guidelines for school 

districts, cities, countries, states, and the federal 

government (Walden University, 2023). 

 

The business process associate industry is one of the 

major sectors that employ nursing graduates of today. 

There are several reasons why nurses transfer to 

Business Process Outsourcing companies to get good 

benefits such as health insurance, scholarships, 

family data, and high remuneration. Nurses 

responsibilities include answering medical questions, 

providing medication information, and advising 

clients on healthcare-related issues (Blog, 2023).  

 

Nurses represent the largest profession in healthcare. 

However, the Philippines is facing an imminent 

crisis. Earlier this year, it was estimated that the 

Philippines had a shortage of more than 120,00, and 

the government official said that this number is 

nearer to 350,000. Devereux (2023) of Manila Times 

dropped some of the lines of  Lorenzo, a retired 

nursing professor at the University of the Philippines, 

who said that though the Philippines is the top 

producer of nurses in the world, it is now 

experiencing shortages of nurses, causing some 

hospital at risk of closure.  

 

The Philippines remains one of the top countries 

from which the United Kingdom (UK) recruits, with 

more than 5,000 nurses joining the UK register last 

year. However, during the coronavirus pandemic, 

nurses' resources were stretched beyond their limits, 

and the government tried to limit international 

migration by controlling the number of nurses who 

could leave the country to work abroad.  

 

Even though the Philippines is the largest supplier of 

nurses to other countries, a few reasons why Filipino 

nurses work in different countries and transfer to 

non-clinical roles are the high nurse-to-patient ratio 

and low. Alibudbud (2022) states that low wages 

remained among the commonly cited reasons for 

nurses' resignations. Nurses' salaries depend on the 

position or grade. Nurses working in a government 

hospital earned more than private nurses, who earned 

less. Nevertheless, both got low pay and minimal 

benefits compared to other countries. 

 

Nurse emigration and transferring to non-clinical jobs 

have recently become more common. The main 

reason is to obtain further advanced nursing and then 

return to the country to improve the safety and 

quality of Filipino healthcare. Receiving a higher 

income from working abroad has become one of the 

most motivating factors for nursing emigration in the 

Philippines. The massive emigration of skilled nurses 

has affected the quality and safety of the healthcare in 

the country (Samuelsson &Qlindamaria, 2018) 

 

As such, nurses' understaffing, low wages, unsafe 

working conditions, and deployment bans are some 

causes of their exhaustion and dismay. Sentiment not 

only by nurses but also other health care workers, 
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leading to their resignations, leaving their profession, 

and transferring to a non-clinical role. 

 

Furthermore, the high turnover and shortage of 

nurses affect the effectiveness and efficiency of 

healthcare services. The nursing workforce is an 

indispensable part of healthcare;  however, the 

nursing profession continues to face global and local 

shortages because of several factors, including high 

turnover. An estimated millions of nurses are 

worldwide, and the most affected are the low and 

lower-middle or developing countries (World Health 

Organization, 2020). Nurse turnover is critical 

because it leads to poor patient care and higher 

errors, morbidity, and mortality rates. However, even 

the world's suppliers of nurses, like the Philippines, 

are also struggling with the nurse shortage. A study 

has shown that nurses' reports of low nurse and large 

patient ratios resulting in longer working hours 

suggest the existence of a nursingshortage in the 

country (Legaspi, 2019). Staffing and resource 

adequacy were also reported as the lowest aspect of 

the practice environment of  Filipino nurses in 

another study conducted in Zamboanga, Philippines 

(Barandino& Soriano, 2019). Unless more significant 

investment is made to retain nurses in the Philippines.  

 

II. METHODOLOGY 

 

 Research Design and Strategy 

The researcher used a descriptive quantitative method 

of research. Descriptive study is valuable in 

providing facts on which scientific judgments may be 

based. It involves collecting data concerning the 

problems of the subject of the study. Further, it also 

emphasizes what exists, such as current conditions, 

practices, situations, or phenomena (Polit & Beck, 

2004). This is the most appropriate in this study 

because it presents the determining factors affecting 

nurses shifting to non-clinical roles in terms of work-

life balance, salary and benefits, development 

opportunities, and flexible work and autonomy.  

 

 Population and Locale of the Study 

The researcher employed referral and purposive 

sampling for the number of respondents involved; 

hence, nurse respondents who met the criteria and 

were cooperative were asked to refer and recruit 

additional respondents. There were 35 nurse 

respondents from different places in Pangasinan and 

Tarlac City. Likewise, data was gathered during the 

second semester of the school year 2023. 

 

 Data Gathering Tools 

The researcher prepared and formulated the survey 

questionnaire based on her literature and previous 

studies' readings and understanding; this was also 

used as the primary tool to elicit information. The 

instrument consisted of two parts. 

 

Part one entailed a profile of the respondent's 

demographics, including age, sex, monthly family 

income, and length of stay as a clinical nurse.  

 

Part two dealt with the factors affecting nurses' 

shifting to non-clinical roles, including work-life 

balance, salary and benefits, development 

opportunities, and flexible working and autonomy.  

 

The Institute of Graduate and Advance Studies Dean 

and the Professors handling the Research subjects 

validated the questionnaire. Their suggestions and 

recommendations were incorporated to improve the 

questionnaire further.  

 

 Data Gathering Procedure 

After formulating the questionnaire, a letter was sent 

to the Dean of Graduate and Advance Studies asking 

permission to conduct the study. As soon as 

permission was granted, the researchers wrote to the 

respondents and started disseminating questionnaires.  

 

The researcher assured the confidentiality of the 

survey sheet since the respondents' identities were not 

necessary. The researcher also understood that 

respondents' consciousness may affect their honesty 

and effectiveness in answering the survey, so she 

gave nurse respondents the option of being 

anonymous. Respondents were given time to 

respond, and the researcher controlled the access by 

monitoring the link and transmitting the data right 

after they finished. The data was collected, tabulated, 

and analyzed upon retrieval of the research 

instrument. 

 

 Treatment of Data 

The data collected were tabulated into a contingency 
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table and treated with proper statistical measures. 

 

For problem number 1, frequency and percentage 

were used to determine the profile of nurses who 

shifted to non-clinical roles along with age, sex, 

monthly family income, and length of stay as clinical 

nurse. The formula is as  

: 

  F 

X 

 

P (%) =  100 

  N   

 

Where;  P= percentage equivalent each bracket 

  f= number of respondents in each 

bracket 

  n= total number of respondents 

  

For problem number 2, the weighted mean was used 

to determine the factors affecting nurses shifting to 

non-clinical roles, work-life balance, salary and 

benefits, development opportunities, and flexible 

working and autonomy. The formula is as follows: 

  ∑fX 

WM =  

  N 

 

Where; WM= average of each category 

  f= number of respondents in each 

bracket 

  X= point value classification 

  n= total number of respondents  

A five point Likert Scale was used in the analysis. 

Point Value 

Classification 

Mean 

Range 

Descriptive 

Equivalent 

5 4.50-5.00 Strongly 

Agree 

4 3.50-4.49 Agree 

3 2.50-3.49 Neutral 

2 1.50-2.49 Disagree 

1 1.00-1.49 Strongly 

Disagree 

 

 

For problem number 3, on the significant difference 

between the determining factors affecting nurses 

shifting to non-clinical roles across profile variables, 

t-test and One-Way ANOVA will be used. The 

formula for computing the t-test and ANOVA were 

as follows: 

  d√n  

T =  , df= n-1 

  Sd  

  

Where; d= mean of the differences 

  n= number of sample 

  Sd= standard deviation of the 

differences 

 

 
 

Where; FC= computed significance value 

  MSSb= mean square between 

columns 

  MSSw = mean square within 

columns  

  SSb= sum of squares between 

columns 

  SSw= sum of squares within 

columns 

  SSt= total sum of squares 

  dfb= degrees of freedom between 

columns 

  dfw= degrees of freedom within 

columns 

  dft= total degrees of freedom  

  k= number of columns 

  n= sample population 

 

For problem number 4, the Pearson-r formula was 

used on the significant relationship between the 

determining factors affecting nurses shifting to non-

clinical roles across their profile variables. The 

formula is as follows: 

 

 

  n∑XY-∑X∑Y 

r =  

  √[n∑X
2
-(EX)

2
] [n∑Y

2
-(∑Y)

2
] 
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Where; ∑XY= sum of the products of X and Y 

  ∑X
2
= sum of the squared values of 

X 

  ∑Y
2
= sum of the squared values of 

Y 

  ∑X= sum of the values of X 

  ∑Y= sum of the values of Y 

 Lastly, problem five was answered with a 

proposed retention program for nurses. 

 

III. RESULTS AND DISCUSSION 

 

Part I. Respondents‟ Profile 

 

Table 1 shows the respondents' age, sex, civil status, 

and length of practice as clinical instructors, 

including the corresponding number of respondents 

(f) and percentage equivalent (%) of each profile 

bracket. 

 

 
 

Age. As observed in the table, the respondents were 

conquered by 34.3% 29-33 years old. This was 

followed by 8 or 22.9% 23-33 years old, and only 

5.7% 41-59 years old. This finding shows that most 

respondent nurses are in their early adulthood. This 

indicates that they are only beginning to prepare 

themselves to become more mature and practical. 

According to Erikson, cited by Arnett (2006), it is the 

age of identity exploration in which people explore 

their career choices and ideas about intimate 

relationships, setting the foundation for adulthood. 

Furthermore, it is the period of age instability 

wherein emerging adults change jobs, relationships, 

and residence more frequently than other age groups. 

 

Sex. It can be seen in the table that the majority, 30 

(85.7%) are females. This implies that most are 

female.  

 

Civil Status. The table also shows that the 

respondents were dominated by 24, or 68.6%, who 

were married, and the minorities were 11, or 31.4%, 

who were single. Hence, most are wedded. 

 

Length of practice as a clinical nurse. Also, it can be 

gleaned from Table 1 that respondents practiced as a 

clinical nurse for more than 48 months (3 years) with 

16 or 45.7%, followed by nurses who stayed for 0-11 

months with 13% or 37.1 people and only 6 or 17.1% 

stayed for 2-23 months. Thus, nurse respondents 

acted as clinical nurses for an extended period.  

 

Part II. Determining factors affecting nurses shifting 

to non-clinical role 

 

The determining factors affecting nurses' shifting to 

non-clinical role careers were discussed in tables 2 to 

5, measuring work-life balance, salary and benefits, 

development opportunities, and flexible working and 

autonomy.  

 

As such, Table 2 shows the factors affecting nurses' 

shift to non-clinical careers and work-life balance. It 

is observed that respondents provide an overall rating 

of 3.29 or neutral, which means they are fair-minded. 

However, the indicator "wanting to be with loved 

ones during significant life event" rated highest with 

a marking of 4.23, backed with "excessive stress 

caused by long work hours both signify "Agree," 

which means that nurses respondents agreed that 

work-life balance influence why they shift to the non-

clinical role. Khan Rony et al. (2023) confirmed in 

their study that work-life balance critically improves 

healthcare organizations' productivity and delivery of 

quality patient care, ensures positive clinical 

outcomes, and indicates an equilibrium between 

professional and personal commitments to improve 

overall satisfaction and fulfillment in life. Hence, 

work-life imbalance occurs when an individual 
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perceives work demands as interfering with the time 

and energy available for maintaining personal or 

family life. 

 

 
 

Continually concerning salary and benefits in Table 

3, nurses recognized that salary and benefits are the 

reason for their transfer to non-clinical roles with an 

average weighted mean of 3.29 or "Agree"; all 

indicators are intensely described as "Agree." As 

such, a "well-secured future for myself and my 

family provided the highest weighted mean of 4.29 

with the lowest rating of 3.66, "underfunded and 

lacking the necessary equipment and supplies to 

provide adequate care to patients." Shortage of 

equipment, unavailability of supplies, low quality, 

and poor maintenance negatively impacted nursing 

care, the nursing profession, and hospitals. Moreover, 

the mentioned factors include the complaints of 

nurses received through staff meetings, reports, and 

exit interviews (Moyimane et al., 2017).   

 

 

 
 

Correspondingly, Table 4 displayed the determining 

factors affecting nurses' shifting to non-clinical 

development opportunities. Observed respondents 

were neutral or lacked self-confidence that 

transferring to non-clinical roles bound them for 

better development opportunities, as they offered an 

average weighted mean of 3.40.  

 

 
 

Significantly, “seek new challenges and 

responsibilities” scored highest with 3.74; seconded 

by “realized that I had a deep curiosity and interest in 

exploring opportunities in a different industry or 
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sector” scored 3.63 equally described as “Agree”. 

They acknowledge transferring to a non-clinical role 

provides them new challenges, and responsibilities 

and explore opportunities in a different industry. 

Performing the same duties and tasks can become 

routine for some nurses; reason why some nurses 

explore new challenges at work to move a higher 

positions including an increase in wages (Monteiro, 

2023).  

 

Furthermore, nurse respondents agreed that flexible 

working and autonomy are other factors affecting 

their shift to non-clinical roles, which signifies that 

they have the same opinion, indicating an average 

weighted mean of 3.56.  

 

 
 

Nevertheless, almost all indicators are marked with a 

descriptive equivalent of "Agree"; however, 

statements "had a strong interest in exploring new 

career path or industries" and, enjoyed working 

independently and taking ownership of my projects" 

equally rated with 3.74. At the same time, the lowest 

"decided to seek new opportunities within larger o 

more established company" with 3.34 or "Neutral." 

According to Marteiro (2023), shifting into a new 

nursing role increases leadership or administrative 

duties, which leads to increased job satisfaction for 

nurses.  

 

Part III.  ANOVA showing the Result of Significant 

difference between the determining factors affecting 

nurses shifting to non-clinical roles across their 

profile variables 

 

Table 6-9 presents the ANOVA results on the 

significant differences between the Tables 6-9 

present the ANOVA results on the significant 

differences between the determining factors affecting 

nurses' shifting to non-clinical roles across their 

profile variables demographic: age, sex, civil status, 

and length of practice as clinical nurses.  

 

Table 6 on the next page showed no significant 

values for the determining factors affecting nurses' 

shifting to non-clinical roles, with an overall 

significant value of .816; work-life balance .062; 

salary and benefits .899; development opportunities 

.917; and flexible working and autonomy .926 across 

profile age. This implies that age does not imply 

nurses' shifting to non-clinical roles. Hence, as a rule, 

the Null hypothesis was accepted 

 

Contrary to the study of Salazar et al. (2023), the age 

of young nurses predicts burnout syndrome during 

the care of patients with COVID-19, showing that 

younger nurses (20-30 years) are more susceptible to 

burnout. Therefore, counseling and mentoring as a 

plan of action must be encouraged to ensure better 

working conditions. 
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Table 7 showed no significant values on the factors 

affecting work-life balance .226; salary and benefits 

.361; development opportunities .750; and flexible 

working and autonomy .859 with an overall of .927. 

This implies that age does not imply that nurses shift 

to non-clinical roles; as such, the research hypothesis 

was rejected.  

 

Contrary to Gafner (2023), a study found that 

succeeding  nurses are  less satisfied with their 

careers compared to older nurses, and stress is to 

blame. This connotation was supported by Salazar et 

al. (2023); 88% of the nurses had moderate burnout, 

affecting more males aged 20 and 30 years.  

 

 
 

Continually, Table 8 revealed that civil status has no 

significance, with the nurses shifting to the non-

clinical role, with an overall rating of .253. This 

observation was reinforced by most of the variables 

except for work-life balance, which had a .012 

significance level.  

 

 

Hence, El-Demerdash's (2019) study on the influence 

of work-life balance on quality work-life and life 

satisfaction showed that most head nurses were 

married and had more problems handling work-life 

balance and personal obligations. 

 

Nevertheless, Table 9 shows the ANOVA results 

across the length of stay as a clinical nurse; there are 

no significant differences except for factor 

development opportunities, which are substantial 

with a .026 significance level. A survey conducted by 

Smith (2018) of 29 nontraditional nurses revealed 

three reasons why they left the traditional nurse role: 

lack of professional development and opportunities, 

lack of support from management, and organizational 

issues. However, overall, the table conveyed no 

significance with .253. Hence, civil status is 

insignificant for nurses who shift to non-clinical 

roles. 

 

 
 

PART IV. Pearson- r showing the Result of 

Significant relationship between the determining 

factors affecting nurses shifting to non-clinical roles 

across their profile variables 

 

Lastly, table 10 indicated no correlation between the 

determining factors affecting shifting to a non-

clinical role salary and benefits, development 

opportunities flexible working and autonomy, except 

work-life balance, which showed significance with -

.418 or .012 across age; sex factors showed 



© MAR 2024 | IRE Journals | Volume 7 Issue 9 | ISSN: 2456-8880 

IRE 1705621          ICONIC RESEARCH AND ENGINEERING JOURNALS 217 

significance with an overall rate of -.344 or .043, 

particularly with development opportunities -.369 or 

.029; and length of staying to clinical nurse which is 

significant with salary and benefits with -.344 or .043 

level of significance.  

 

This implies that nurses‟ respondents are independent 

when it comes to the reasons why they shifted to non-

clinical roles. As stated in a written journal by 

Skinner (2024), the top 10 reasons for leaving a job 

in nursing include a toxic work environment, 

scheduling, salary, career change, advancing career, 

unethical practices, burnout, lack of resources, 

tending to health, and poor management.  

 

 
PART V. Presents the Proposed Retention Program 

for Nurses 

 

Hence, based on the findings, table 11 presents the 

proposed nurse retention program. Patient care is the 

vital role of nurses; they perform patient assessments 

and chart every patient's vital signs, reasons for 

coming, and current conditions. They play an active 

role in improving the health care system; thus, it is 

then essential that nurses feel their importance by 

providing them with various programs that build a 

working environment and culture where they are 

valued and appreciated. Thus, HAPPY means having 

a fulfilling career, and N‟LUCKY is a force that 

brings good fortune or a favoring chance to a 

NURSE.  

 

 

 
 

CONCLUSION AND RECOMMENDATION 

 

 Conclusions 

The study on the factors affecting nurses shifting to 

non-clinical can conclude that nurse respondents are 

early adults, female, married, and have been enacted 

as clinical nurses for a long time.  

 

It is recognized that nurses who shifted to non-

clinical roles are "Neutral" regarding work-life 

balance and development opportunities while 

"Agree" on salary and benefits and flexible working 

and autonomy; hence, they shifted to non-clinical 

roles for different reasons. 

 

Furthermore, the ANOVA and t-test results on 

significant differences in profile variables mostly 

show that there are no significant differences between 

the determining factors affecting nurses shifting to 

non-clinical roles across their profile variables, 

except for civil status linking to work-life balance 

and length of stay as clinical role linking 

development and opportunities.  

 

Also, Pearson-r on Value revealed no significant 

relationship, and profile variables dominantly 

revealed no significance, except for sex, which 

significantly affected development opportunities.  

 

For the most part, the Null hypothesis was accepted. 
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Thus, based on the findings, nurse retention in the 

clinical role of "HAPPY N'LUCK NURSE" was 

proposed. 

 

 Recommendations 

Most respondents possess family responsibilities, a 

more comprehensive nurse retention plan such as 

flexible working schedules, competitive salary and 

benefits, coaching and mentoring, a better career, 

education, and academic planning and consultation, 

good recruitment policies, a nurse wellness program 

offering competitive salaries and benefits, 

professional development opportunities, flexible 

working schemes, and autonomy, such as ensuring 

nurses' authority for clinical decision-making in 

direct care delivery, must be enforced cautiously. 

 

Concerned nurse organizations must campaign for 

private and government institutions to implement and 

monitor salary grade standardization, upgrade nurses' 

working conditions, and ensure that nurse 

professionals can maintain a decent standard of 

living.  

 

Hence, the proposed retention program for nurses 

may be endorsed for review for improvement and 

implementation.  

 

Lastly, future researchers should conduct studies with 

a broader perspective to improve morale, increase 

nurses' motivation, foster loyalty and allegiance, and 

instigate retention rates.  
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