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Introduction:

The purpose of this proposal is to bring about change with the way Memorial Medical 

Center deals with various staffing issues that arise from the shortage of nurses plaguing 

the country. Hospitals across the country, to include Memorial Medical Center, rely on 

agencies to provide a short term fix for a long term problem at a high cost. It is 

important for Memorial Medical Center (MMC here after) to address this issue in order to 

provide the highest quality of care possible guided by the High Five Principles. This 

proposal introduces the problem and then discusses the objectives for finding a solution 

for the problem. Solutions for this problem are thoroughly described and include 

discussions of projected issues related to cost and resources. The nursing shortage 

affecting MMC is an issue that needs to be reevaluated and its current solution renovated.

Problem:

With the steep population growth increasing the demand for healthcare, a diminishing 

number of students selecting nursing as a career, and an aging nursing workforce, the 

country is headed for big problems in the not so distant future. It is projected that by 

2016 there will be more than 587,000 new nursing  positions created making nursing the 

United States top profession as far as projected growth. Furthermore, by 2025 the 

shortage can reach as high as 500,000 Registered Nurses (RN). These are very large 

numbers considering that the average patient load for an RN is 6-8 medical patients, 

which translates to 3 to 4 million hospitalized patients without a nurse by the year 2025.

The creation of Compact Licensure, which allows RN’s to travel between states without 

applying for a new license, has helped to spread the wealth of nurses from states that 

may have more graduating annually but has done nothing for the shortage. It has 

introduced a new problem disguised as a solution; agency nurses. 

Agency nurses are 

nurses hired by companies and contracted out to hospitals to temporarily relieve their 

shortage while leaving others scrounging for what nurses they can. The agencies are 

taking advantage of a serious situation that will be devastating to the country in the 

future. No matter how the current nurses are spread, it is still too thin and will only 

become more diluted with time.

MMC has on average 25-35 agency nurses under contract at any given time. The high 

cost of contracting nurses is a problem for all hospitals including MMC. Average salary for 

RNs in New Mexico is about $45,000 a year. When compared to the average salary of 

agency nurses accepting assignments in New Mexico, $65,000 a year plus what the 

agency charges the hospital for renting out their nurses, MMC is hiring half the nurses it 

could be. With those attractive salaries offered by agencies, more and more nurses are 

throwing in the towel at hospitals and jumping on the agency bandwagon, leaving MMC 

even more under staffed. Retention is decreasing largely in part to the lack of incentives 

and compensation provided by MMC for hard work and loyalty.

Objectives:

The objective of this proposal is to increase the retention rate at MMC and to reduce the 

reliance upon agencies for staffing. As employee satisfaction increases, retention rates 

increase as well, thus reducing or completely eradicating the need for agency nurses. A 

well staffed MMC is able to provide top quality care following its own High Five Guiding 

Principals which will lead to happy patients along with better patient outcomes. 

There is no easy solution for the shortage on a national scale, but there are ways of 

lessening its sting here at MMC. Delivering high quality patient care, supporting 

physicians, creating excellent workplaces for all employees, strengthening the hospitals 

role in the community, and ensuring fiscal responsibility are the High Five Guiding 

principles MMC posts throughout the hospital and follows as best each situation will allow. 

Straying from the path is hard to avoid when there are five to follow.  This proposal 

offers a way to connect those five paths.

Solution:

To start employee satisfaction must be increased. The biggest areas of concern on past 

employee satisfaction are pay and/or compensation and opportunities to further one’s 

nursing career. Pay rate for RNs has been adjusted in the past to be competitive with 

other facility in the area, but that area has not included anything outside of New Mexico. 

El Paso, TX is thirty minutes from Las Cruces and has managed to elude the 

consideration when adjusting pay rates. Average starting pay is between $22.00 and 

$25.00 plus differentials, benefits, and mileage for little to no experience, compared to 

MMC’s $18.00 to $20.00 plus differentials; leading to RN’s leaving MMC and making the 

commute. Simply increasing the pay to match that of El Paso Area hospitals would 

increase retention and even attract more RN’s. Compensation plans including sign on 

bonuses, cash bonuses for extra shifts, and yearly bonuses are all strategies used by 

hospitals across the nation but all seem to have disappeared from MMC. These are 

instrumental in ensuring nurses will stay around longer than a year and will be willing to 

cover extra shifts. The overtime alone is not enough, especially with the low pay rates. 

Education programs such as advanced nursing care courses should be offered more 

frequently, initiating a clinical ladder, which will also please RN’s seeking better 

compensation. The ladder will push RNs to work as hard as possible to advance in their 

career without forcing them to go above and beyond the responsibilities. The more 

educated a person is the higher on the ladder they climb, making this system completely 

voluntary. All of this taken into consideration will increase employee retention there by 

lowering the amount of agency nurses needed. Las Cruces has two nursing schools that 

graduate 55 to 70 RN’s per semester combined. There are plenty of nurses locally 

looking for a good place to start; keeping them is the hard part.

The next step involves a reduction in the amount of agency nurses being contracted by 

MMC to the point of not even needing them at all. This step would happen slowly as RN’s 

begin to accept full time positions. For every agency nurse, MMC can offer full time 

positions to 2 to 3 RN’s. This means that getting rid of the 25-35 agency nurses being 

used, MMC can hire a minimum of 50 to 70 full time RN’s. With the employee satisfaction 

at a high level these newer nurse stick around and build their experience base. MMC is 

able to monitor the qualifications and progression of employees, something that is not 

possible with agency nurses. As the full time RN’s increase the agency nurses become 

less and less.

Once a good staff is acquired, patient safety, patient satisfaction, and patient referrals 

will increase throughout the community bringing new opportunities to MMC. Expansion is 

a possibility with the proper amount of staff to keep the hospital full at all times, in turn 

increasing the money being brought in. Thus, the High Five Guiding Principles will be 

followed more closely to what MMC set out to do when they accepted them.

Costs and Resources:

The initial investment may become high due to the implementation of the new retention 

tactics. This higher cost is offset by the increase in potential for caring for patients and, in 

time, getting rid of agency nurses who are costing MMC a lot of money. 

Conclusion:

Less agency nurses mean more full time RN’s and higher patient satisfaction. With higher 

employee satisfaction the retention rates will increase dramatically and offer the 

opportunity to decrease MMC’s dependency upon agency nurses. Thank you for your 

time and honest consideration of this proposal. If this proposal is decided in any way to 

be implemented, I will be more than happy to contribute what I can to see that it is 

successful.

Sincerely,

DB

