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Executive Summary 
Healthcare organizations continue to invest heavily in learning management systems (LMSs) 

that offer thousands of courses, compliance modules, and educational resources. Yet many 

nurse leaders still struggle to answer a fundamental question: Are our nurses ready for 

independent practice? 

The challenge facing healthcare organizations today is not a lack of content. It is a lack of 

visibility into competency readiness. 

Traditional learning platforms focus on course completion and content delivery. However, 

increasing regulatory requirements, workforce shortages, retention challenges, and 

accreditation expectations require healthcare leaders to move beyond educational activity and 

focus on measurable competency outcomes. 

Galen Center for Professional Development (GCPD) provides a different approach. Through 

competency intelligence, evidence-based readiness indicators, and expert nursing consultation, 

GCPD helps organizations identify, develop, and validate workforce readiness while reducing 

administrative burden. 

GCPD was designed around this principle. We are not an LMS. We are a strategic competency 

partner helping healthcare organizations answer the question that matters most: Who is ready 

to practice? 

The experience of the University of Southern California Verdugo Hills Hospital’s (USC) Nurse 

Residency Program demonstrates how this approach can improve retention, strengthen 

competency assessment, and support successful accreditation outcomes. 

Background and Introduction 
Healthcare organizations are facing unprecedented workforce challenges. Nursing turnover 

remains costly, competency validation requirements continue to increase, and accreditation 

standards demand measurable evidence of workforce readiness.  



Historically, organizations have addressed these challenges through larger educational libraries 

and more sophisticated learning management systems. While these solutions provide access to 

content, they often require significant internal resources to build competency frameworks, 

manage learning pathways, and maintain reporting structures. 

As a result, many organizations find themselves rich in content but poor in competency visibility. 

The question is no longer: "How much education can we provide?" The question is: "How do we 

know our clinicians are ready to practice independently?" 

Problem Description 
Content Overload Does Not Equal Competency 

Many healthcare organizations rely on platforms that emphasize extensive content libraries and 

LMS functionality. While these systems support education delivery, they often create 

unintended challenges. 

Administrative Burden 

Organizations must build, maintain, and continuously update competency frameworks, learning 

pathways, and evaluation processes. This work frequently falls on nurse educators, residency 

coordinators, and professional development teams already operating with limited resources. 

Lack of Competency Visibility 

Most learning systems measure educational activity rather than clinical readiness. 

Leaders can often determine: 

• What courses were assigned 
• What courses were completed 
• Compliance percentages 

 
But they cannot easily determine: 
 

• Who is practice-ready 
• Where competency gaps exist 
• Which individuals require additional support 

 

Platform Fatigue 

Large content libraries often create information overload for both learners and educators. 

Excessive training requirements can reduce engagement while providing limited insight into 

actual competency development. In short, more content does not necessarily produce better 

outcomes. 



The Solution 
Competency Intelligence Instead of Content Management 

GCPD is not another learning management system. GCPD is a competency intelligence platform 

supported by nursing professional development expertise. 

Rather than asking organizations to build competency structures independently, GCPD provides 

evidence-based frameworks aligned with professional nursing standards and accreditation 

requirements. 

A Strategic Partnership Model 

GCPD combines technology, competency science, and nursing expertise to help organizations: 

• Define competency expectations 
• Measure readiness for practice 
• Track progression over time 
• Support preceptor development 
• Improve leadership visibility 
• Reduce implementation burden 

 

USC Case Example 
The University of Southern California Verdugo's Nurse Residency Program partnered with GCPD 
to redesign its transition-to-practice program using evidence-based Readiness-to-Practice 
Indicators (RPIs). 

The redesign aligned competency measurement with: 

• ANA Scope and Standards of Practice 
• AACN Essentials 
• PTAP® Standards 
• Professional Role Identity Formation Theory (O’Rourke, 2019, 2021) 

 
The result was a structured approach that enabled objective competency evaluation, stronger 
preceptor coaching, and improved visibility into resident progression. 

Outcomes 

The program achieved: 

• 100% residency completion 
• 92% first-year retention 
• Greater than 95% retention in subsequent cohorts 
• PTAP® accreditation 
• Improved competency visibility 
• Enhanced preceptor consistency 
• Stronger resident confidence and readiness 



 
Most importantly, leadership gained meaningful insight into workforce readiness rather than 

simple course completion metrics. 

Recommendations 
Healthcare leaders evaluating workforce development solutions should consider the following: 

Shift the Focus from Content to Competency 

Evaluate solutions based on their ability to demonstrate readiness for practice rather than the 

size of their content library. 

Reduce Internal Administrative Burden 

Consider the hidden costs associated with building and maintaining competency frameworks, 

learning pathways, and reporting structures. 

Improve Visibility into Workforce Readiness 

Select systems that provide leaders with real-time insight into competency progression, 

readiness for practice, and developmental needs. When workforce data is easily visible and 

actionable, leaders can identify gaps earlier, target support more effectively, and make informed 

workforce decisions. 

Align Competency Measurement with Accreditation Goals 

Ensure competency evaluation methods support organizational initiatives such as PTAP®, 

Magnet®, nurse residency programs, and workforce development strategies. 

Partner with Nursing Experts 

Technology alone cannot solve workforce development challenges. Sustainable success requires 

both robust systems and expertise in nursing professional development. 

Conclusion 
Healthcare organizations do not need more educational content. They need greater confidence 

in their workforce. 

The future of professional development is not defined by the number of courses available or 

modules completed. It is defined by the ability to identify competency, measure readiness, and 

support safe independent practice. 

The USC Nurse Residency Program demonstrates that when competency intelligence is 

combined with nursing expertise, organizations can improve retention, strengthen competency 

validation, support accreditation success, and provide leaders with meaningful workforce 

insights. 


