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Background. Global nursing shortages have led to the recruitment of culturally and linguistically diverse nurses from various
countries. However, nurses face integration challenges in their host countries. Objective. This systematic review aimed to find the
most recent evidence of factors associated with integrational strategies and models to support the transition and adaptation of
culturally and linguistically diverse nurses to the professional workforce in healthcare settings. Methods. This systematic review
used the population, exposure, outcome framework to select studies according to JBI guidelines. Original peer-reviewed
quantitative studies published between 2000 and 2021 were identified. Two researchers independently screened the studies
based on eligibility criteria using title, abstract, and full text. The JBI critical appraisal tool assessed the methodology’s quality for
analytical cross-sectional studies. Data were extracted, tabulated, and analysed narratively. PRISMA checklist was used in
reporting. Data Sources. CINAHL (Ebsco), PubMed, Medic, ERIC (ProQuest), and Scopus. Results. The systematic review
encompassed 19 articles and identified multiple factors associated with successful integration. These factors were classified into the
following six categories: sociodemographic characteristics, discrimination, social support, organisational support, workplace
environment, and acculturation. Conclusions. Comprehensive cultural competency training for healthcare staff, including
managers, enhances cultural proficiency in work environments. Clear guidelines addressing bias and discrimination create
a supportive environment where culturally and linguistically diverse nurses feel valued and respected, facilitating their adaptation
and integration. Relevance to Clinical Practice. Patient care quality can be improved by ensuring sustainable culturally and
linguistically diverse nurses’ integration into healthcare organisations. Cultural diversity is a unique opportunity to bring a diverse
range and experience to clinical settings. The diversity can also help enhance the cultural competence of healthcare staft, allowing
them to better understand and cater to the needs of culturally diverse patients. Patient or Public Contribution. Not required for
study design.

1. Introduction [1]. Recruitment of culturally and linguistically diverse

(CALD) nurses can be considered a strategy to address
Globally, one in every eight nurses (13% = 3.7 million) were ~ nursing shortages and bring diverse backgrounds, experi-
born or trained in a country other than the one in which they ~ ences, and skills that can contribute to filling the gaps in the
currently practise, and this mobility is expected to increase ~ nursing workforce [1-4]. However, it is creating new
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challenges for healthcare organisations [5] and the host
nurses who supervise the workplace entry of CALD nurses
and assist them in integrating into the health workforce [6].
These challenges include, for example, learning a new lan-
guage or technical terminology [7], differences in nursing
practices and cultural values, discrimination and racism, or
delays in recognition of competencies, all of which can lead
to deskilling and frustration [8-10]. CALD nurses are often
required to adapt and learn, while representatives of the
majority population are generally not expected to change in
multicultural work communities [4, 11, 12]. Moreover,
working communities often have a normative requirement
to adhere to established operating models whose contents
may not be accustomed to negotiation. Hence, a good nurse
with a foreign background has assimilated into the majority
population as much as possible. In this case, support of the
work community towards CALD nurses appears to be
conditional; thus, if the newcomer CALD nurse is consid-
ered to be active and positive, the community may support
them better [4].

Successful workplace integration is a continuous [13],
complex, costly [14], and time-consuming process not only
for the organisation but also for internationally trained
nurses and host nurses [4, 15-18]. Integration is a two-way
adaptation process or goal between the receiving society and
the immigrant, as individuals and as a group, ensuring that
both parties maintain their cultural identity [16, 19]. In
integration, the immigrant commits and becomes accepted
into the society of the destination country culturally, po-
litically, and socioeconomically [19]. Factors in the work-
place that promote the integration and permanence of
CALD nurses are a practical work environment, cooperative
work community, support from managers and colleagues,
professional development opportunities [18, 20, 21], so-
ciocultural support and training [20], and a desirable work-
life balance [18]. Successfully integrated nurses can effi-
ciently lead the work team in work communities, instruct
colleagues, and participate in developing high-quality ser-
vice [13, 17]. On the other hand, the lack of support for
integration can cause weakened self-esteem, the feeling of
being an outsider, shame, anxiety caused by a different
culture, and isolation among immigrant nurses [11, 13].

The factors associated with integration into a different
healthcare setting have been shown to impact CALD nurses’
personal and professional outcomes significantly [13], patients
and their families [22], and thus, the efficiency and profitability
of the entire healthcare system [23]. Therefore, any strategies
and models developed and implemented must adopt a mul-
tidimensional approach, considering factors associated with
integrating CALD nurses. Considering these aspects, the in-
tegration process can be strengthened, leading to more positive
outcomes [20, 24]. Poor workplace integration experience is
intrinsically linked to high attrition rates of CALD nurses and
concomitantly increasing healthcare costs while compounding
existing nursing workforce shortages [25, 26].

There appears to be a lack of previous reviews of un-
derstanding the factors related to the integration strategies
and models of CALD nurses and the potential for these
factors to enhance outcomes during the transition of
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immigrant nurses into the professional workforce. The main
objective of this review is to seek the latest evidence con-
cerning the factors related to integrational strategies and
models, thereby aiming to support the transition and ad-
aptation of CALD nurses within healthcare environments.
In addition, this research emphasises the importance of
establishing the standards of healthcare organisations as-
sociated with the effective integration of CALD nurses.

2. Research Aim

This systematic review sought the most recent evidence on
factors associated with integrational strategies and models to
support CALD nurses’ transition and adaptation to the
professional workforce in healthcare settings.

The following research question is addressed: which
factors are associated with integrational strategies and
models developed to support the transition and adaptation
of CALD nurses to the professional workforce in healthcare
settings?

3. Methods

3.1. Search Strategy. This systematic review was conducted
following the guidelines of the Joanna Briggs Institute (JBI)
Manual for Evidence Synthesis—Systematic Review [27].
Systematic reviews aim to establish evidence by synthesising
international research, and the results are used to inform
practice, policy, evidence-based practice, and research. The
advantages of conducting a systematic review are that the
findings establish the international scope of practice, help
build new practices by either affirming or putting to question
current practice, and support clinical decision-making [28].
This method suited our phenomena since CALD nurse
integration into healthcare is global, and findings may help
improve integrational practices. After identifying the aim of
the study and research question [29], participants, exposure
of interest, and outcomes’ (PEOs) protocol was used to
formulate the review inclusion and exclusion criteria [28].
The review participants included CALD nurses from pri-
mary and specialised healthcare settings. Primary healthcare
settings included general practice, primary care clinics,
community health centres, emergency care, and residential
older person care facilities. Specialised healthcare settings
included hospitals, speciality clinics, rehabilitation centres,
and mental health facilities. Students, patients, and
healthcare professionals other than nurses were excluded
from this study. The exposure of interest was studies that
describe factors that predict or are related to integrating
CALD nurses into healthcare organisations. The review
searched for studies that reported outcomes of CALD
nurses’ models and strategies for integrating into nursing
professional work in primary and specialised healthcare
organisations, including orientation and education, team
and atmosphere at work, competence evaluation and career
development, management and leadership, mentorship, and
retention. The review examined original, peer-reviewed,
quantitative studies published from 2000 to 2021. The
language limitation was set to Finnish and English. Grey
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literature was not included. Qualitative studies were ex-
cluded from this systematic review since they did not align
with the research aim.

The search terms used included synonyms of the pop-
ulation, exposure, outcome (PEO) framework keywords
relevant to this study as inclusion criteria [27]. The Oulu
University library and researchers in the subject area were
consulted to ensure that appropriate databases, search terms,
and keywords were included to enhance the validity of the
information retrieved for this review. The search was focused
on the inclusion criteria and combined with Boolean op-
erators AND, OR, and NOT (see Supplementary File 1).

Five databases were selected to retrieve original studies
for the systematic review: PubMed, CINAHL (EBSCO),
ERIC (ProQuest), Scopus, and Medic. PubMed stood out for
its user-friendly interface and comprehensive content cov-
erage, leading to its selection over Ovid Medline. In addition,
Medic, a Finnish health sciences reference database man-
aged by the Helsinki University Library, was considered. It
encompasses medical, dental, nursing, and associated bio-
science literature alongside selected publications from other
pertinent fields. Hosting about 120,000 references, it sees an
annual addition of roughly 3,000 new entries, focusing on
material published in Finland, irrespective of language [30].

3.1.1. Screening Process and Quality Assessment. A total of
13752 publications were retrieved from the database
searches (see Figure 1). Six researchers (authors blinded)
participated in the screening process. After 5301 duplicate
publications were excluded, the total number of studies
included was 8451. The next stage involved screening based
on titles and abstracts, during which 7694 studies were
excluded. Next, full-text screening of n =757 studies was
conducted, where 737 papers that did not meet the initial
inclusion criteria were eliminated. Each study underwent
a double screening, and a third reviewer resolved conflicts.
Twenty articles met the inclusion criteria and were subjected
to a quality appraisal (see Figure 1).

For quality appraisal assessment, the JBI critical ap-
praisal tool for analytical cross-sectional studies [32] was
used to assess the methodological quality of each study
(n=20) (see Supplementary File 2). This appraisal tool
consists of eight evaluation criteria that examine the
methodological quality of an article and determine the ex-
tent to which a study has addressed potential biases in its
design, conduct, and analysis. Each criterion was evaluated
and marked as “yes,” “no,” “unclear,” or “not applicable.”
One point was assigned for each criterion rated “yes.” Six
researchers (authors blinded) were involved in the quality
appraisal assessment to ensure rigorous assessment. Each
study underwent a double assessment separately, and dis-
agreements were discussed and resolved through consensus.
Inclusion in the review required meeting at least four of the
eight requirements, with a total score of at least 50%. Low-
quality studies were excluded to maintain the validity of the
review’s results and recommendations.

Furthermore, 19 studies scored above 50% and were
included in the data synthesis. Among these, three studies

scored 100%, six scored 75%, seven scored 62.5%, three
scored 50%, and one scored 37.5% (excluded from data
synthesis). Most of the articles received lower quality scores
for various reasons, such as uncertainty regarding the valid
and reliable measurement of exposure, lack of clear iden-
tification and strategies to address confounding factors, and
uncertainty regarding the valid and reliable measurement of
outcomes.

3.2. Data Extraction and Analysis. The 19 original studies
selected were organised by year of publication, country of
origin, purpose, methodology (study design, instruments,
data collection, and data analysis), participants, and factors
associated with the integration and quality assessment score
[27] (Table 1). Furthermore, the studies identified and
presented the factors most significantly associated with
integrating CALD nurses. A narrative synthesis approach
was used to synthesise the data [33]. This involved collecting
all the narrative results from the selected studies, reducing
the data by identifying similarities and dissimilarities, and
organising similar findings into meaningful classifications.

4. Results

The factors associated with integrating CALD nurses in
healthcare organisations were explored in 19 of the original
studies. The original studies selected for the systematic re-
view were published between 2008 and 2021 and conducted
in the United States (US) (six reviews), United Kingdom
(UK) (3), Saudi Arabia (1), Canada (2), Taiwan (4), Korea
(1), and Australia (2). The designs of the selected studies
were descriptive (n=7), cross-sectional (n=11), and com-
parative (n=1), and data collection methods that included
survey questionnaires and electronic databases were used.
The data analysis methods used were statistical parametric
analysis and descriptive nonparametric analysis. Partici-
pants in the original studies were internationally recruited
registered nurses from different countries working as reg-
istered nurses in the US, UK, Canada, Australia, Saudi
Arabia, and Taiwan. The number of participants varied from
15 to 1951. The systematic review provided an overview of
the findings from each study in terms of the factors related to
the integration of CALD nurses in healthcare organisations.
The data are divided into the following six categories that
aimed to answer the research question: (1) sociodemo-
graphic characteristics, (2) discrimination, (3) social sup-
port, (4) workplace environment, (5) organisational support,
and (6) acculturation (see Table 2). The factors influencing
integration were classified based on Kamau et al.’s [20]
three-dimensional model of integration models and strat-
egies. This model incorporates professional development
characteristics, intraorganisational factors, and sociocultural
aspects categorised accordingly.

4.1. Factors Associated with Professional Development

4.1.1. Career and Competence Development. Statistically
significant individual characteristic factors related to the
career and competence development of internationally
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FIGURE 1: Prisma flow diagram [31].

educated nurses (IENs) include their birth year, gender,
parenting responsibilities, visible minority status, and level
of education. According to Primeau et al. [34]; in a study
conducted on the career satisfaction of IENs in Canada, it
was found that older and more experienced IENs tended to
be more satisfled with their careers compared to their
younger or less experienced counterparts (p<0.01). In
addition, women expressed higher levels of career satis-
faction in the nursing field compared to men (p <0.05).
Furthermore, IENs with children under 16 were more
satisfied (p <0.05) with their careers than those without
parental responsibilities. Men with children reported sig-
nificantly higher satisfaction levels than women without
children (p<0.05). The study also revealed a distinction
between visible minority groups (p <0.01), with White and
Asian individuals showing significantly higher levels of
satisfaction (p <0.05) compared to Black individuals, who
tended to be the least satisfied. IENs with nonuniversity
degrees before immigrating to Canada exhibited higher
career satisfaction (p < 0.01) than those with undergraduate
degrees, master’s degrees, or PhDs. Similarly, the study
indicated that higher levels of education attained before

immigrating were associated with lower levels of career
satisfaction.

Significant differences were observed in education fac-
tors in the USA. There was a notable association between
IENs and their enrolment in a degree programme after
acquiring licensure (p = 0.01) as well as their pursuit of
advanced academic degrees (p = 0.02) compared to nurses
educated in the US (UENS). It was found that twice as many
UENSs (n =54, 38%) obtained an additional degree following
their licensure compared to IENs (n =10, 19%). [35].

Primeau et al. [34] revealed that career characteristics
substantially influence career and competence development.
It was found that IENs who worked full time showed sig-
nificantly higher satisfaction levels than those who worked
part time or occasionally (p < 0.01). In addition, there were
notable differences among nursing professions, with regis-
tered nurses and registered psychiatric nurses reporting
significantly higher satisfaction levels than licensed practical
nurses (p <0.01). Furthermore, IENs differed significantly
from their host nurses in terms of their practice roles
(p = 0.03), predominantly working as staff nurses (n=>52,
98%) with fewer leadership responsibilities (n=1, 2%).
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Moreover, IENs who believed they had achieved their career
goals experienced higher satisfaction levels (p < 0.01), while
those who faced discrimination expressed lower satisfaction
with their careers. The study also highlighted that the first
year at the current employer and position had a negative
association with career satisfaction. At the same time, there
was a moderate and positive association with achieving
career goals, all at a significant level of p <0.001. Further-
more, the findings revealed a significant difference in pro-
motions, with UENs reporting a significantly higher
frequency of promotions than IENs (p = 0.04). In com-
parison to UENs (n =38, 28%), a higher proportion of IENs
(n=20, 41%) indicated that they had never received
a promotion [35].

Alexis et al.[36] investigated how overseas nurses perceive
equal opportunity in the UK. Their study found that African
nurses (p < 0.001) were more likely to perceive discrimination
regarding job refusals based on their ethnic backgrounds. In
contrast, Filipino nurses were less likely to have such per-
ceptions. On the other hand, nurses from India and Pakistan
had a higher likelihood of being promoted than other groups
(p <0.001). In contrast, African nurses were likelier to perceive
that they were denied promotions due to ethnicity (p < 0.001).
Also, geographical location plays a significant role in the
perception of ethnic-based denial of promotions (p < 0.008).

Primeau et al. [34] found that integration process
characteristic factors—a year of immigration (p < 0.01), year
of the first job (p <0.01), and year of licensure (p <0.01)—
were negatively correlated with the job satisfaction of IENS.
These results highlight the importance of acculturation and
workplace integration with higher levels of job satisfaction
among highly qualified immigrants.

When examining organisational characteristics, it be-
comes evident that IENs working in hospitals experience
higher satisfaction levels than those working in long-term
care facilities (p <0.05). IENs who perceive themselves as
being given fewer opportunities than host nurses or en-
countering discrimination report significantly lower satis-
faction levels (p <0.01). In addition, geographical location
plays a role in career satisfaction, with significant variations
observed (p <0.01). Furthermore, factors such as mentor-
ship (p <0.01), leadership (p <0.01), promotion (p <0.01),
and development (p <0.01) have been identified as signif-
icantly correlated with the career satisfaction of IENs [34].

4.1.2. Workplace Mentorship and Precentorship. The study
conducted by Adeniran et al. [35] revealed that the level and
quality of mentoring received by IENs were deemed in-
sufficient for their advancement to leadership positions
compared to that of their counterparts, UENs. Notably,
mentors for IENs were found to be more ethnically diverse
(p <0.001) and less likely to hold leadership positions within
their organisations (p = 0.01) compared to UEN mentors. In
addition, IENs were less inclined to view their mentors as
role models (p = 0.02).

4.1.3. Licensure and Orientation to Work. When examining
training factors, Butt et al. [37] investigated the perceived
benefits of participation in the Building Bridges Programme
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among refugee healthcare workers. The Building Bridges
Programme is designed to help refugee healthcare workers
fill gaps in their cultural, practical, and theoretical knowl-
edge to support them in finding employment. The study
findings indicate that among the program participants, 2%
could secure registered positions that matched their pro-
fessional qualifications from their home country, while 41%
obtained positions in related healthcare fields. Furthermore,
a related study by Covell et al. [38] discovered that specific
factors influenced the perceived benefits of participating in
a comparable bridging programme. Notably, the classifi-
cation of the source country as low income (p < 0.01) and the
IENs having fewer years of professional experience
(p<0.01) were associated with a higher perception of
benefits from the Bridging Programme. The regression
model employed in the study accounted for 11.5% of the
variance in the perceived benefits of participating in the
Bridging Programme.

The study conducted by Alexis et al. [36] found sig-
nificant statistical differences in the level of dissatisfaction
concerning the number of attended training courses and
grades among overseas nurses compared to their white host
country counterparts (p <0.001). The research also found
disparities in the availability of training course opportunities
based on ethnicity and grades (p <0.002).

4.2. Factors Associated with Intraorganisational Strategies

4.2.1. Collegial and Peer Support. Alexis’s [12] study aimed
to investigate the perception of perceived discrimination and
ethnicity among international registered nurses (IRNs) in
the UK. The findings of the study revealed that IRNs per-
ceived instances of discrimination within the workplace
(p<0.001). Specifically, African nurses were more likely to
perceive discrimination than nurses from India and Paki-
stan. In addition, the study highlighted that White British
nurses were perceived as exhibiting difficult, aggressive, or
hostile behaviour towards IRNs based on their ethnicity
(p <0.001).

Furthermore, the study also investigated the perception
of social support among IRNs in the UK. It was found that
IRNs generally felt supported in their workplace (p < 0.001),
with both Indian and Pakistani nurses perceiving higher
support levels than their international counterparts. On the
other hand, African nurses reported receiving the least
amount of support in the working environment. Notably,
IRNs acknowledged receiving assistance from their White
British colleagues, which was statistically significant
(p <0.01). Similarly, Alexis et al.’s [36] study supported the
findings that experiences of discrimination in the UK varied
based on race and ethnicity. Specifically, Black minority
IENs were more likely to experience discrimination than
Asian-Pacific and Caucasian IENs [12].

4.2.2. Workplace Environment, Diversity, and Employee
Treatment. A healthy work environment was found to
positively impact the career development of IENs, while
poor work environments act as barriers to their career
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advancement [34, 35]. The research conducted by Goh and
Lopez [39] demonstrated that job satisfaction among mi-
grant nurses in Singapore was negatively correlated with the
work environment. The study further indicated that in-
ternational nurses with lower reported acculturation levels
also reported lower perceptions of their work environment.
Predictors of IENS’ intentions to leave their current positions
included having supportive nurse managers (p = 0.03) and
a favourable nursing practice environment (p = 0.01). Also,
the study found ethnic differences and Indian nurses re-
ported the highest level of job satisfaction, followed by
Malaysian, Filipino, Myanmar, and Chinese nurses.
Almansour et al. [40] aimed to investigate the link between
nationality and nurse job satisfaction in Saudi Arabia. The
study findings indicated that Saudi nurses reported higher
levels of satisfaction compared to non-Saudi nurses (IENs)
regarding extrinsic rewards (p<0.005) and achieving
a work-life balance (p < 0.005). Conversely, IENs expressed
greater satisfaction than Saudi nurses in areas such as co-
worker relationships (p < 0.005), professional opportunities
(p <0.005), and receiving praise and recognition (p < 0.005).

The study conducted by Timilsina Bhandari et al. [41]
demonstrated that communication in English (p = 0.001)
emerged as the predominant factor associated with job
satisfaction among nurses from non-English-speaking
backgrounds. In addition, overseas nurses exhibited a neg-
ative correlation between the duration of their stay (p < 0.05)
in Australia and their satisfaction with the work environ-
ment. Interestingly, the longer overseas-qualified nurses
remained employed in Australia, the less satisfied they
became.

Organisational socialisation demonstrated a significant
negative correlation with the intention of IRNs to leave
within three years (p <0.01). This indicates that IRNs who
reported higher levels of organisational socialisation were
less likely to leave their current positions within three years.
Specifically, two aspects of organisational socialisation—that
is, being treated as a colleague by peers (p <0.05) and re-
ceiving support from supervisors (p < 0.01)—were found to
be negatively associated with nurses’ intention to leave.
Notably, the level of organisational socialisation among
IRNs was higher compared to those among other nurse
groups, particularly in terms of the item assessing whether
the hospital provided adequate orientation (p <0.01) [42].

Geun et al. [43] examined the factors influencing the
turnover of Asian foreign-educated nurses in the USA. The
findings revealed that perceived quality of orientation
(p<0.001) and affective commitment (p<0.001) were
significant predictors of turnover at the organisational level.
Specifically, the perceived quality of orientation predicted
turnover at the organisational level and revealed a trend in
predicting turnover at the unitlevel (p = 0.01). Additionally,
preparatory job search behaviours (p = 0.04) and active job
search behaviours (p = 0.05) were associated with unit-level
turnover.

Alexis [12] study revealed that IENs perceived discrim-
ination in the workplace, specifically from patients and their
family members (p < 0.01). The data further indicated that
African nurses were more inclined to perceive such
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discrimination than the other three groups of IENs. Further,
Pittman et al. [44] discovered that IENs experienced dis-
crimination and expressed concerns regarding the disparity
in pay (p <0.01) and benefits (p <0.01) compared to their
US counterparts. The study revealed that 51% of the IENs
reported insufficient orientation, while 40% reported facing
at least one discriminatory practice (p<0.01) related to
wages, benefits, or shifts/assignments. Compared to other
IENs, IENs educated in low-income countries and those
recruited through staffing agencies were more likely to re-
port receiving unfair treatment than their US counterparts
(p<0.05). In addition, IENs recruited through staffing
agencies reported significantly lower wages than self-
employed IENs (p<0.05), and the wages were found to
be approximately 14% higher for IENs educated in high-
income countries compared to those educated in low-
income countries.

Liou et al. [45] conducted a study investigating the re-
lationship between acculturation, collectivist orientation, and
organisational commitment among Asian nurses in hospi-
tals in the US. The findings revealed a significant correlation
between collectivism orientation and organisational com-
mitment (p = 0.001). Participants born in Asian countries
other than the Philippines demonstrated lower levels of
organisational commitment. In addition, in a study by
Cheng and Liou [46], it was discovered that organisational
commitment (p <0.001) serves as a significant predictor of
the intention of Asian nurses to leave their positions in US
hospitals. Moreover, Asian nurses with a stronger collectivist
orientation are more willing to embrace the organisation’s
goals and values, experience higher satisfaction with their
current work environment, and display a reduced intention
to leave their current job.

The research conducted by Ma et al. [47] demonstrated
that Chinese immigrant nurses had a high demand for
immigration. It was observed that there was a significant
negative relationship (p = 0.01) between the demands of
immigration and the duration of stay in the US. As the
duration of stay increased, the demands of immigration
decreased, but even among those who had been in the US for
over five years, the demands remained relatively high.

4.2.3. Organisational and Management Support and Policies.
The study conducted by Alexis et al. [36] found that African
IENS, in particular, were unaware of their employers having
an equal opportunity policy (p <0.001). In addition, IENs
working in London hospitals perceived equal opportunity
policies as more effective than nurses in non-London hos-
pitals (p<0.001). Moreover, Filipino nurses expressed
a higher likelihood of their skills being utilised than their
African counterparts (p <0.002).

4.3. Factors Associated with Sociocultural Integration. In
a study conducted by Zanjani et al. [48], job satisfaction and
integration process characteristic factors were identified as
influencing the sociocultural adjustment of IENs to the
Australian healthcare system; job satisfaction (p< 0.01),
current work environment (p = 0.02), and a sense of feeling
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at home (p =0.01). When IENs achieved a high level of
sociocultural adaptation, they reported better overall health
and physical well-being. The study also highlights the pri-
mary motivations that drove IENs to relocate to Australia.
The dominant pull factors were creating a better life for their
families (68.5%), improving their financial situation (56.5%),
and perceiving political stability (49%) in their new country.
Conversely, the main push factors that influenced their
decision to leave their home countries were low pay (71.5%)
and a lack of opportunities for further nursing education
(68%).

According to the findings of Goh and Lopez’s [49] study,
mainland Chinese IENs working in Singapore exhibited the
lowest levels of acculturation. The study also revealed
a positive correlation (p <0.01) between acculturation and
quality of life, thereby indicating that higher levels of ac-
culturation were associated with a better perception of one’s
overall well-being. Conversely, a lower perception of the
work environment was linked to lower levels of accultura-
tion. In a study by Hayne et al. [50], the researchers ex-
amined strategies to help Filipino nurses adapt to cultural
aspects after being recruited in the US. The findings indicate
that investing in promoting the well-being of recruits in
social and work contexts positively impacts job satisfaction
and extends to other areas of satisfaction and positive
adaptation.

5. Discussion

This systematic review identified multiple factors associated
with the successful integration of CALD nurses, thereby
highlighting their impact on integration strategies and
models. These factors were classified into the following six
categories: sociodemographic characteristics, discrimina-
tion, social support, organisational support, workplace en-
vironment, and acculturation.

Numerous factors influence job satisfaction and can vary
in cultural contexts and value systems. Low job satisfaction
among CALD nurses significantly contributes to high
turnover rates, eventually impacting the quality and safety of
patient care [51]; [52, 53]. The findings of this review indicate
that a range of factors can influence job satisfaction among
CALD nurses. The work environment plays a vital role in the
job satisfaction and career development of CALD nurses.
Factors such as having supportive colleagues, supervisors,
and mentors, receiving equal treatment as employees, having
access to adequate resources and educational opportunities,
and being part of a positive team culture significantly
contribute to the overall job satisfaction of CALD nurses.
Thus, the findings of this study demonstrate that individual
characteristics (age, gender, parenting responsibilities, eth-
nicity, and education) with factors related to career devel-
opment, organisational characteristics, and the integration
process collectively influence job satisfaction among CALD
nurses.

In addition, the findings indicated variations in job
satisfaction among different racial and ethnic groups, with
Black minority nurses demonstrating lower levels of job
satisfaction than their White counterparts. Creating
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a supportive and inclusive work environment that respects
and recognises their characteristics can further enhance the
job satisfaction of CALD nurses [51]. When nurses feel
valued, respected, and supported in their work environment,
they are more likely to experience higher levels of job sat-
isfaction [54, 55].

The findings of this study confirm those of previous
research that noted that discrimination against CALD
nurses exists in healthcare organisations [11, 56], and mi-
nority nurses are at higher risk of discrimination than native
or majority nurses [56]. In this study, it was found that
CALD nurses may experience differential treatment com-
pared to their colleagues, which includes fewer opportunities
for professional development, lower pay and benefits, lim-
ited choice in shifts, inadequate access to education, limited
chances for promotion and leadership roles, insufficient
quality of mentoring, and challenges in maintaining work-
life balance. In addition, there was evidence that CALD
nurses feel mistreated at work by their fellow nurses, pa-
tients, and their families. The experiences of discrimination
varied depending on race and ethnicity; those in the Black
minority were more likely to experience discrimination and
lack of support compared to other CALD nurses and were
less unaware of their employers have an equal opportunity
policy. Moreover, CALD nurses who were educated in low-
income countries or were recruited through staffing agencies
were more likely to report experiencing unequal treatment
compared to their counterparts—for example, wages were
found to be approximately 14% higher for CALD nurses
educated in high-income countries compared to those ed-
ucated in low-income countries.

Furthermore, certain healthcare workplaces and in-
dividuals may lack cultural competence, which refers to
understanding and effectively working with people from
diverse cultural backgrounds [57]. Without this un-
derstanding, discrimination and biases can arise, impacting
CALD nurses’ experiences in the workplace [58-60].
Moreover, inadequate policies, lack of diversity and in-
clusion initiatives, and biases in recruitment and promotion
processes may perpetuate discriminatory practices [60].

A CALD nurse’s linguistic competence can challenge
their integration into the working environment [61]. This
study reveals that communication in English emerged as
a predominant factor associated with job satisfaction among
nurses from non-English speaking backgrounds. Bridging
programmes and language support initiatives are designed
to assist CALD nurses in adapting their education and skills
to meet the requirements of the new healthcare system.
These programs provide language training, cultural orien-
tation, and additional education or training to enhance their
competence and enable a smooth transition into the new
healthcare environment [62].

Acculturation involves learning and adopting the values,
behaviours, and traditions of another group or society, it is
the process by which a cultured individual adopts some
customs and cultural norms of another culture. This process
can happen on a group or individual personal level, for
instance, when an individual moves to a new country and
adopts the customs of their new cultural context [63]. To
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enhance the commitment of Asian nurses, it is crucial to
understand their cultural values and create a culturally
competent and sensitive environment. In the context of
Asian cultures, which often have collectivist values, in-
dividuals prioritise the needs and goals of the group over
individual interests. This orientation can significantly in-
fluence the level of organisational commitment among
Asian nurses [45, 64, 65]. The findings of this study reveal
that Asian nurses with a stronger collectivist orientation
demonstrate more significant organisational commitment
and job satisfaction. For example, nurses born in China
demonstrated a lower level of organisational commitment
and acculturation. They expressed a greater desire to im-
migrate to other countries to practice healthcare. Organi-
sations that employ a significant number of Asian nurses
with a collectivist orientation can influence this cultural
value by fostering an environment that supports teamwork,
collaboration, and a sense of belonging.

Finally, the findings revealed that the factors that in-
fluence the sociocultural adjustment of CALD nurses in-
clude job satisfaction, the current work environment, and
a sense of belonging in the host country. The successful
adaptation to the sociocultural aspects of a new country is
a crucial component of the migrant experience, thereby
impacting mental health and overall psychological well-
being in their professional roles [66].

5.1. Limitations and Strengths. The PRISMA 2020 checklist
was completed and implemented during this systematic
review process [31]. One of the limitations of this study
concerns publication bias, as it only included published,
peer-reviewed articles in English or Finnish, and the
search did not include a search for grey literature. In
addition, this review was conducted following the JBI
guidelines for evidence synthesis, explicitly focusing on
systematic reviews to ensure transparency in reporting the
review process and findings. In addition, the JBI critical
appraisal tool for analytical cross-sectional studies was
utilised to assess the methodological quality of the in-
cluded studies.

The synthesis of statistics in this review posed a signifi-
cant challenge due to the heterogeneity observed in out-
comes across the included studies. Variations in study
designs, populations, interventions, and outcomes can im-
pede the pooling of data or the formulation of definitive
conclusions.

The adopted methodological choice of a systematic review
may have introduced limitations due to the nonconsideration
of diverse knowledge, such as policy papers that may have
proved valuable to our findings [67]. However, we find that
a systematic review was well suited due to the opportunity this
research method offers as a systematic, unbiased approach
towards providing existing research findings that may inform
practice, policy, and future research [68]. Furthermore, sys-
tematic reviews are used to build an evidence base that
confirms or refutes current practice [28]. In the case of this
review, established evidence relating to factors associated with
CALD nurse organisational integration may be used to
confirm or refute current organisational integration practices.
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6. Conclusion

The factors associated with integrational strategies and
models developed to support the transition and adaptation
of CALD nurses to the professional workforce in healthcare
include sociodemographic characteristics, discrimination,
social support, organisational support, workplace environ-
ment, and acculturation. The study highlights the signifi-
cance of job satisfaction among CALD nurses, emphasising
its impact on turnover rates and, consequently, patient care
quality and safety. Factors influencing job satisfaction in-
clude supportive work environments, equal treatment, ac-
cess to resources and education, and positive team culture.
Furthermore, the review underscores disparities in job
satisfaction among different racial and ethnic groups, with
Black minority nurses often experiencing lower levels of job
satisfaction. It stresses the importance of creating inclusive
workplaces to enhance the job satisfaction of CALD nurses.
The study also addresses discrimination against CALD
nurses within healthcare organisations, noting challenges
such as limited professional development opportunities,
unequal pay, and mistreatment by colleagues, patients, and
families. In addition, it discusses the role of cultural com-
petence in CALD nurse integration, highlighting the im-
portance of communication skills, language support
initiatives, and understanding cultural values, particularly
among Asian nurses with collectivist orientations. Finally,
the review emphasises the impact of sociocultural adjust-
ment on CALD nurses’ professional roles and overall psy-
chological well-being, stressing the importance of support
mechanisms for successful adaptation.

Overall, this systematic review provides comprehensive
insights into the challenges and facilitators of integrating
CALD nurses into healthcare systems, offering valuable
implications for policy and practice in fostering inclusive
and supportive work environments. This research is valuable
for identifying specific integration needs and adapting
support strategies accordingly. Based on the study’s out-
comes, we recommend policymakers, nurse employers, and
nurse leaders implement targeted interventions, engage
CALD nurses in ongoing professional development, and
provide language support services to improve the supportive
environment. Comprehensive cultural competency training
for all healthcare staff, including managers, enhances cul-
tural competence in healthcare work environments, im-
proving the ability to work with nurses from diverse cultural
backgrounds effectively. Establishing clear guidelines to
address discrimination and bias creates a supportive envi-
ronment where CALD nurses feel valued and respected,
facilitating their adaptation and integration into the
healthcare organisation. In future research, there is a need to
address the worsening global nursing shortage, which is
driving a rise in international nurse migration to developed
countries. Ensuring fair treatment and ethical integration is
crucial for CALD nurse work satisfaction and organisational
success. There is a need to involve patients through research
and understand their experiences with CALD nurses, which
may help better patient-CALD nurse relations and may
result in positive care outcomes. With emerging technology-
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enhanced healthcare as a solution for nurse human resource
shortages, patients uncomfortable with international nurses
may choose technology as a substitute. This raises the
question of whether developed countries’ healthcare in-
stitutions will invest in international nurse integration due
to cost concerns. We, however, note that nurse migration is
on the rise due to current and future nursing workforce
shortages, and research on organisational integration of
CALD nurses shows that better outcomes could be achieved
if organisations were to invest and structure integration
strategies within the formal structure of a healthcare
organisation.

7. Relevance to Clinical Practice

Our results point out factors that associate integrational
strategies and models to support the transition and adap-
tation of CALD nurses to the professional workforce in
healthcare settings. Ensuring the integration of CALD
nurses into clinical practice benefits encompass enhancing
of diversity and cultural competence of the healthcare team
and enabling knowledge and skills exchange with nurses
who have a global health perspective prevalent in their home
countries. Cultural diversity enhances patient-centered care
by making patients feel more comfortable and respected
when coming from diverse backgrounds themselves.
Eventually, CALD nurses’ integration can address workforce
shortage and competence exchange among the countries.
This study has a significant implication on nursing man-
agement since previous research on CALD nurse organ-
isational integration has established that nurse leaders and
managers are integral in supporting the entire workforce
through equity and equality towards bettering CALD nurse
integration. The findings have established factors associated
with CALD nurse organisational integration; these findings
impact nursing workforce practices and how a healthcare
organisation may invest in developing structural strategies
and models that support CALD nurse integration the best.

Data Availability

All data generated during this study are included within the
article.

Additional Points

What Does This Paper Contribute to the Wider global
Community? (i) Effective integration allows culturally and
linguistically diverse nurses to maximise their career po-
tential as professional nurses in their host countries.
Therefore, any strategies and models developed and
implemented must adopt a multidimensional approach,
considering factors associated with integrating culturally
and linguistically diverse nurses. (ii) A safe and supportive
work environment plays a vital role in the job satisfaction
and career development of culturally and linguistically di-
verse nurses. (iii) Black minority nurses demonstrate lower
levels of job satisfaction than their White counterparts,
emphasising the need to build an inclusive work environ-
ment with zero avoidance to discrimination.

25

Conflicts of Interest

The authors declare that they have no conflicts of interest.

Supplementary Materials

Supplementary File 1: search strategy used in the electronic
databases. Supplementary File 2: assessment of methodo-
logical quality of the included studies using JBI critical
appraisals. (Supplementary Materials)

References

[1] WHO and World Health Organization, State of the World’s
Nursing 2020: Investing in Education, Jobs and Leadership,
WHO, Geneva, Switzerland, 2020.

[2] D. C. Benton and S. L. Ferguson, “How nurse leaders are
connected internationally: an exploratory study,” Nursing
Standard, vol. 29, no. 16, pp. 42-48, 2014.

[3] C. Covell, E. Neiterman, and I. Bourgeault, “Scoping review
about the professional integration of internationally educated
health professionals,” Human Resources for Health, vol. 14,
no. 1, 38 pages, 2016.

[4] P. Vartiainen, P. Alenius, P. Pitkdnen, and M. Koskela,

“Ulkomailta muuttaneiden hoitajien integraatio ja oppimisen

polut sosiaali- ja terveydenhuollon tyGyhteisoissd,”

Tydeldmdn tutkimus, vol. 15, no. 2, pp. 148-162, 2017.

A. Malik and L. Manroop, “Recent immigrant newcomers’

socialization in the workplace,” Equality, Diversity and In-

clusion: An International Journal, vol. 36, no. 5, pp. 382-400,

2017.

[6] B. Viken, E. M. Solum, and A. Lyberg, “Foreign educated
nurses’ work experiences and patient safety — a systematic
review of qualitative studies,” Nursing Open, vol. 5, no. 4,
pp. 455-468, 2018.

[7] E. Neiterman and 1. Bourgeault, “Professional integration as
a process of professional resocialization: internationally ed-
ucated health professionals in Canada,” Social Science and
Medicine, vol. 131, pp. 74-81, 2015.

[8] M.-D. Primeau, F. Champagne, and M. Lavoie-Tremblay,
“Foreign-trained nurses experiences and socioprofessional
integration best practices: an integrative literature review,”
The Health Care Manager, vol. 33, no. 3, pp. 245-253, 2014.

[9] R. Adhikari and K. M. Melia, “The (mis) management of
migrant nurses in the UK: a sociological study,” Journal of
Nursing Management, vol. 23, no. 3, pp. 359-367, 2015.

[10] J. Montayre, J. Montayre, and E. Holroyd, “The global Filipino
nurse: an integrative review of Filipino nurses’ work expe-
riences,” Journal of Nursing Management, vol. 26, no. 4,
pp. 338-347, 2018.

[11] L. Xiao, E. Willis, and L. Jeffers, “Factors affecting the in-
tegration of immigrant nurses into the nursing workforce:
a double hermeneutic study,” International Journal of Nursing
Studies, vol. 51, no. 4, pp. 640-653, 2014.

[12] O. Alexis, “Internationally recruited nurses’ experiences in
England: a survey approach,” Nursing Outlook, vol. 63, no. 3,
pp. 238-244, 2015.

[13] S. Kamau, M. Koskenranta, T. Isakov et al., “Culturally and
linguistically diverse registered nurses’ experiences of in-
tegration into nursing workforce - a qualitative descriptive
study,” Nurse Education Today, vol. 121, Article ID 105700,
2023.

[14] S. Bond, C. Merriman, and H. Walthall, “The experiences of
international nurses and midwives transitioning to work in

[5

95U9D17 SUOLWLLOD dA 81D 3|gedldde au Aq peusenob are sappie O ‘8sn Jo sajni Joj ARlqiTauluO A3[IA UO (SUOTIPUOD-pUe-SWLB)/Wod A9 | ATelq | jBujUo//SdL) SUONIPUOD pue SIS | 8U1 88S *[Z0z/80/2z] Uo AreigiTauliuo A3|Im esee JO AiseAIUN AQ 0SK/885/7202/SSTT 0T/10p/W0d Aa 1M Alelq 1jpul|uoy/sdny woiy pepeojumod ‘T ‘¥20g ‘wuol


https://downloads.hindawi.com/journals/jonm/2024/5887450.f1.docx

26

the UK: a qualitative synthesis of the literature from 2010 to

2019,” International Journal of Nursing Studies, vol. 110,

Article ID 103693, 2020.

S. Moyce, R. Lash, and M. L. de Leon Siantz, “Migration

experiences of foreign educated nurses,” Journal of Trans-

cultural Nursing, vol. 27, no. 2, pp. 181-188, 2016.

A. Hajro, G. K. Stahl, C. C. Clegg, and M. B. Lazarova,

“Acculturation, coping and integration success of in-

ternational skilled migrants: an integrative review and mul-

tilevel framework,” Human Resource Management Journal,

vol. 29, no. 3, pp. 328-352, 2019.

[17] Z. Ramyji, J. Etowa, and 1. St-Pierre, “Unpacking “two-way”

workplace integration of internationally educated nurses,”

Aporia, vol. 10, no. 2, 2019.

C. Roth, S. Berger, K. Krug, C. Mahler, and M. Wensing,

“Internationally trained nurses and host nurses’ perceptions

of safety culture, work-life-balance, burnout, and job demand

during workplace integration: a cross,sectional study,” BMC

Nursing, vol. 20, no. 1, 77 pages, 2021.

IOM and International Organization for Migration, “IOM and

migrant integration,” 2012, https://www.iom.int/sites/g/files/

tmzbdl486/files/migrated_files/What-We-Do/docs/IOM-DMM-

Factsheet-LHD-Migrant-Integration.pdf.

[20] S. Kamau, M. Koskenranta, H. Kuivila et al.,, “Integration

strategies and models to support transition and adaptation of

culturally and linguistically diverse nursing staff into
healthcare environments: an umbrella review,” International

Journal of Nursing Studies, vol. 136, Article ID 104377, 2022.

H. Kallio, M. Kangasniemi, and M. Hult, “Registered nurses’

perceptions of their career—an interview study,” Journal of

Nursing Management, vol. 30, no. 7, pp. 3378-3385, 2022.

C. L. Covell and S. Rolle Sands, “Does being a visible minority

matter? Predictors of internationally educated nurses’

workplace integration,” Canadian Journal of Nursing Re-

search, vol. 53, no. 4, pp. 366-375, 2021.

[23] M.-L. Manka, K. Heikkila-Tammi, and A. Vauhkonen,
“Ty6hyvinvointi ja tuloksellisuus. Henkildston arvoa kuvaavat
tunnusluvut,” 2012, https://research.tuni.fi/uploads/2019/09/
6c87d269-tyohyvinvointi-ja-tuloksellisuus.pdf.

[24] L. X. Pung and Y. S. Goh, “Challenges faced by international
nurses when migrating: an integrative literature review,”
International Nursing Review, vol. 64, no. 1, pp. 146-165, 2017.

[25] L. J. Hayes, L. O’Brien-Pallas, C. Duffield et al., “Nurse
turnover: a literature review — an update,” International
Journal of Nursing Studies, vol. 49, no. 7, pp. 887-905, 2012.

[26] M. Tomietto, C. M. Rappagliosi, R. Sartori, and A. Battistelli,
“Newcomer nurses” organisational socialisation and turnover
intention during the first 2 years of employment,” Journal of
Nursing Management, vol. 23, no. 7, pp. 851-858, 2015.

[27] E. Aromataris and Z. Munn, JBI Manual for Evidence Syn-
thesis, JBI, Adelaide, Australia, 2020.

[28] Z. Munn, C. Stern, E. Aromataris, C. Lockwood, and
Z. Jordan, “What kind of systematic review should I conduct?
A proposed typology and guidance for systematic reviewers in
the medical and health sciences,” BMC Medical Research
Methodology, vol. 18, no. 1, 5 pages, 2018.

[29] M. Stolt, A. Axelin, and R. Suhonen, “Kirjallisuuskatsaus
hoitotieteessd,” 2015, https://utushop.utu.fi/p/1478-
kirjallisuuskatsaus-hoitotieteessa/.

[30] Terkko, “Medic,” https://www.terkko.helsinki.fi/medic/.

[31] M.]J. Page, J. E. McKenzie, P. M. Bossuyt et al., “The PRISMA
2020 statement: an updated guideline for reporting systematic
reviews,” BM]J, vol. 372, p. n71, 2021.

[15

(16

(18

(19

[21

(22

(32]

(33]

(34]

(35]

(36]

(37]

(38]

(39]

(40]

[41]

(42]

(43]

[44]

(45]

(46]

(47]

Journal of Nursing Management

S. Moola, Z. Munn, C. Tufanaru et al., “Chapter 7: systematic
reviews of etiology and risk,” in Joanna Briggs Institute Re-
viewer’s Manual, E. Aromataris and Z. Munn, Eds., The
Joanna Briggs Institute, Adelaide, Australia, 2021.

J. Popay, H. Roberts, A. Sowden et al., Guidance on the
Conduct of Narrative Synthesis in Systematic Reviews: A
Product from the ESRC Methods Programme, Lancaster
University, Lancaster, UK, 2006.

M. D. Primeau, I. St-Pierre, J. Ortmann, K. Kilpatrick, and
C. L. Covell, “Correlates of career satisfaction in in-
ternationally educated nurses: a cross-sectional survey-based
study,” International Journal of Nursing Studies, vol. 117,
Article ID 103899, 2021.

R. K. Adeniran, M. E. Smith-Glasgow, A. Bhattacharya, and
Y. Xu, “Career advancement and professional development in
nursing,” Nursing Outlook, vol. 61, no. 6, pp. 437-446, 2013.
O. Alexis, V. Vydelingum, O. Alexis, and V. Vydelingum,
“Experiences in the UK national health service: the overseas
nurses” workforce,” Health Policy, vol. 90, no. 2-3, pp. 320-
328, 2009.

M. F. Butt, L. Salmon, F. Mulamehic, A. Hixon,
A. R. Moodambail, and S. Gupta, “Integrating refugee
healthcare professionals in the UK national health service:
experience from A multi-agency collaboration,” Advances in
Medical Education and Practice, vol. 10, pp. 891-896, 2019.
C. L. Covell, M. D. Primeau, and I. St-Pierre, “Internationally
educated nurses in Canada: perceived benefits of bridging
programme participation,” International Nursing Review,
vol. 65, no. 3, pp. 400-407, 2018.

Y.-S. Goh and V. Lopez, “Acculturation, quality of life and
work environment of international nurses in a multi-cultural
society: a cross-sectional, correlational study,” Applied
Nursing Research, vol. 30, pp. 111-118, 2016.

H. Almansour, M. Gobbi, J. Prichard, and S. Ewings, “The
association between nationality and nurse job satisfaction in
Saudi Arabian hospitals,” International Nursing Review,
vol. 67, no. 3, pp. 420-426, 2020.

K. K. Timilsina Bhandari, L. D. Xiao, and I. Belan, “Job
satisfaction of overseas-qualified nurses working in Australian
hospitals,” International Nursing Review, vol. 62, no. 1,
pp. 64-74, 2015.

S.-H. Bae, “Organizational socialization of international
nurses in the New York metropolitan area,” International
Nursing Review, vol. 59, no. 1, pp. 81-87, 2012.

H. G. Geun, R. W. Redman, and M. C. McCullagh, “Predictors
of turnover among asian foreign-educated nurses in their 1st
year of US employment,” The Journal of Nursing Adminis-
tration, vol. 48, no. 10, pp. 519-525, 2018.

P. Pittman, C. Davis, F. Shaffer, C.-N. Herrera, and
C. Bennett, “Perceptions of employment- based discrimina-
tion among newly arrived foreign-educated nurses,” Ameri-
can Journal of Nursing, vol. 114, no. 1, pp. 26-36, 2014.

S. R Liou, H. M. Tsai, and C. Y. Cheng, “Acculturation,
collectivist orientation and organisational commitment
among Asian nurses working in the US healthcare system,”
Journal of Nursing Management, vol. 21, no. 4, pp. 614-623,
2013.

C.-Y. Cheng and S.-R. Liou, “Intention to leave of Asian
nurses in US hospitals: does cultural orientation matter?”
Journal of Clinical Nursing, vol. 20, no. 13-14, pp. 2033-2042,
2011.

A. X. Ma, M. T. Quinn Griffin, K. L. Capitulo, and
J. J. Fitzpatrick, “Demands of immigration among Chinese

95U9D17 SUOLWLLOD dA 81D 3|gedldde au Aq peusenob are sappie O ‘8sn Jo sajni Joj ARlqiTauluO A3[IA UO (SUOTIPUOD-pUe-SWLB)/Wod A9 | ATelq | jBujUo//SdL) SUONIPUOD pue SIS | 8U1 88S *[Z0z/80/2z] Uo AreigiTauliuo A3|Im esee JO AiseAIUN AQ 0SK/885/7202/SSTT 0T/10p/W0d Aa 1M Alelq 1jpul|uoy/sdny woiy pepeojumod ‘T ‘¥20g ‘wuol


https://www.iom.int/sites/g/files/tmzbdl486/files/migrated_files/What-We-Do/docs/IOM-DMM-Factsheet-LHD-Migrant-Integration.pdf
https://www.iom.int/sites/g/files/tmzbdl486/files/migrated_files/What-We-Do/docs/IOM-DMM-Factsheet-LHD-Migrant-Integration.pdf
https://www.iom.int/sites/g/files/tmzbdl486/files/migrated_files/What-We-Do/docs/IOM-DMM-Factsheet-LHD-Migrant-Integration.pdf
https://research.tuni.fi/uploads/2019/09/6c87d269-tyohyvinvointi-ja-tuloksellisuus.pdf
https://research.tuni.fi/uploads/2019/09/6c87d269-tyohyvinvointi-ja-tuloksellisuus.pdf
https://utushop.utu.fi/p/1478-kirjallisuuskatsaus-hoitotieteessa/
https://utushop.utu.fi/p/1478-kirjallisuuskatsaus-hoitotieteessa/
https://www.terkko.helsinki.fi/medic/

Journal of Nursing Management

immigrant nurses,” International Journal of Nursing Practice,
vol. 16, no. 5, pp. 443-453, 2010.

[48] M. E. Zanjani, T. Ziaian, S. Ullrich, and E. Fooladi, “Overseas

qualified nurses’ sociocultural adaptation into the Australian

healthcare system: a cross-sectional study,” Collegian, vol. 28,

no. 4, pp. 400-407, 2021.

Y.-S. Goh and V. Lopez, “Job satisfaction, work environment

and intention to leave among migrant nurses working in

a publicly funded tertiary hospital,” Journal of Nursing

Management, vol. 24, no. 7, pp. 893-901, 2016.

[50] A.N.Hayne, C. Gerhardt, and J. Davis, “Filipino nurses in the
United States: recruitment, retention, occupational stress, and
job satisfaction,” Journal of Transcultural Nursing, vol. 20,
no. 3, pp. 313-322, 2009.

[51] Y. Xue, “Racial and ethnic minority nurses’ job satisfaction in
the U.S,” International Journal of Nursing Studies, vol. 52,
no. 1, pp. 280-287, 2015.

[52] E. A. Burmeister, B. J. Kalisch, B. Xie et al., “Determinants of
nurse absenteeism and intent to leave: an international study,”
Journal of Nursing Management, vol. 27, no. 1, pp. 143-153,
2019.

[53] H. Lu, Y. Zhao, and A. While, “Job satisfaction among
hospital nurses: a literature review,” International Journal of
Nursing Studies, vol. 94, pp. 21-31, 2019.

[54] S.Newton,]. Pillay, and G. Higginbottom, “The migration and
transitioning experiences of internationally educated nurses:
a global perspective,” Journal of Nursing Management, vol. 20,
no. 4, pp. 534-550, 2012.

[55] J. L. Flaubert, S. Le Menestrel, and D. R. Williams, The Future
of Nursing 2020-2030: Charting a Path to Achieve Health
Equity, National Academies Press (US), Washington, D.C,,
DC, USA, 2021.

[56] B. Schilgen, A. Nienhaus, O. Handtke, H. Schulz, and
M. Mésko, “Health situation of migrant and minority nurses:
a systematic review,” PLoS One, vol. 12, no. 6, Article ID
e0179183, 2017.

[57] K. Markey, M. Prosen, E. Martin, and H. Repo Jamal,
“Fostering an ethos of cultural humility development in
nurturing inclusiveness and effective intercultural team
working,” Journal of Nursing Management, vol. 29, no. 8,
pp. 2724-2728, 2021.

[58] C. Jongen, J. McCalman, and R. Bainbridge, “Health work-
force cultural competency interventions: a systematic scoping
review,” BMC Health Services Research, vol. 18, no. 1, p. 232,
2018.

[59] S. Osmancevic, F. Grof$schidl, and C. Lohrmann, “Cultural
competence among nursing students and nurses working in
acute care settings: a cross-sectional study,” BMC Health
Services Research, vol. 23, no. 1, p. 105, 2023.

[60] B. M. Togioka, D. Duvivier, and E. Young, in Diversity and
Discrimination in Healthcare, StatPearls Publishing, St.
Petersburg, FL, USA, 2023.

[61] S. Philip, R. Woodward-Kron, E. Manias, and M. Noronha,
“Overseas Qualified Nurses’ (OQNs) perspectives and expe-
riences of intraprofessional and nurse-patient communica-
tion through a Community of Practice lens,” Collegian,
vol. 26, no. 1, pp. 86-94, 2019.

[62] N. M. Hopkins and J. M. L. Stephens, “Education strategies
supporting internationally educated registered nurse students
with English as a second language in Canada,” Canadian
Journal of Nursing Research, vol. 53, no. 2, pp. 162-170, 2021.

[63] J. Fort, E. R. Crema, and M. Madella, “Modeling demic and
cultural diffusion: an introduction,” Human Biology, vol. 87,
no. 3, pp. 141-149, 2015.

[49

27

[64] S. Liou and S. J. Grobe, “Perception of practice environment,
organizational commitment, and intention to leave among
Asian nurses working in U.S. Hospitals,” Journal for Nurses in
Staff Development, vol. 24, no. 6, pp. 276-282, 2008.

[65] J. Hua, A. Kondo, C. Wang, and S. Ganchuluun, “Job satis-
faction, intention to leave, and related factors among foreign-
educated nurses in Japan: a cross-sectional study,” Journal of
Nursing Management, vol. 2023, 14 pages, 2023.

[66] C.Gyan, F. Chowdhury, and A. S. Yeboah, “Adapting to a new
home: resettlement and mental health service experiences of
immigrant and refugee youth in Montreal,” Humanities and
Social Sciences Communications, vol. 10, no. 1, p. 86, 2023.

[67] R. ]J. Adams, P. Smart, and A. S. Huff, “Shades of grey:
guidelines for working with the grey literature in systematic
reviews for management and organizational studies,” In-
ternational Journal of Management Reviews, vol. 19, no. 4,
pp. 432-454, 2017.

[68] Z.Munn, M. D.J. Peters, C. Stern, C. Tufanaru, A. McArthur,
and E. Aromataris, “Systematic review or scoping review?
Guidance for authors when choosing between a systematic or
scoping review approach,” BMC Medical Research Method-
ology, vol. 18, no. 1, p. 143, 2018.

95U9D17 SUOLWLLOD dA 81D 3|gedldde au Aq peusenob are sappie O ‘8sn Jo sajni Joj ARlqiTauluO A3[IA UO (SUOTIPUOD-pUe-SWLB)/Wod A9 | ATelq | jBujUo//SdL) SUONIPUOD pue SIS | 8U1 88S *[Z0z/80/2z] Uo AreigiTauliuo A3|Im esee JO AiseAIUN AQ 0SK/885/7202/SSTT 0T/10p/W0d Aa 1M Alelq 1jpul|uoy/sdny woiy pepeojumod ‘T ‘¥20g ‘wuol



	Factors Associated with the Integration of Culturally and Linguistically Diverse Nurses into Healthcare Organisations: A Systematic Review of Quantitative Studies
	1. Introduction
	2. Research Aim
	3. Methods
	3.1. Search Strategy
	3.1.1. Screening Process and Quality Assessment

	3.2. Data Extraction and Analysis

	4. Results
	4.1. Factors Associated with Professional Development
	4.1.1. Career and Competence Development
	4.1.2. Workplace Mentorship and Precentorship
	4.1.3. Licensure and Orientation to Work

	4.2. Factors Associated with Intraorganisational Strategies
	4.2.1. Collegial and Peer Support
	4.2.2. Workplace Environment, Diversity, and Employee Treatment
	4.2.3. Organisational and Management Support and Policies

	4.3. Factors Associated with Sociocultural Integration

	5. Discussion
	5.1. Limitations and Strengths

	6. Conclusion
	7. Relevance to Clinical Practice
	Data Availability
	Additional Points
	Conflicts of Interest
	Supplementary Materials
	References


