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Nurses, as key personnel in healthcare play a vital role in provision of care and productivity of patient outcomes ( Aiken et al.2014). Retention focuses on preventing nurse turnover and keeping nurses in an organization’s employment. With the increasing number of patients and always changing matrices, nurses; retention is a serious issue across the nation.
“Hospitals have spent billions on improving patient outcomes but have struggled with one of the most influential patient care areas” (cf. Marshall 2018). While nurses are responsible for prioritizing self-care, health care organizations and countries are responsible for creating a workplace environment in which nurses can flourish and be stable physically and mentally. The fourth wave of covid-19 is exacerbating the ongoing crisis for the nursing workforce and has led to burnout for many nurses. All these issues can lead to low job satisfaction among nurses and are likely to contribute to nurses leaving the profession, a trend that began among nurses and are likely to contribute to nurses leaving the profession, a trend that well before the covid pandemic struck.
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Registered Nurse (RN) retention is a pressing global concern in healthcare, comprising healthcare systems, individuals’ wellbeing and patient care. In 2018, 29,786 RNs left in the United Kingdom, that is 23% higher than in 2013. 
In 10 European countries (Belgium, Finland, Germany, Ireland, Netherlands, Norway, Poland, Spain, Switzerland and UK), the turnover for RN’s leaving the profession was 5% to 17%.  Furthermore, ‘newly qualified nurses (NQN) have shown a higher propensity to leave the profession than any other year of experience or time of life transition’ (cf. Collard, Samuel and Tee 2020).
Recruitment and retention of Nursing staff is the biggest workforce challenge faced by healthcare institutions. Across the UK, there are currently around 50,000 nursing vacancies and the number of people leaving the Nursing and Midwifery council register is moving up. According to recent studies, between 20% and 30% of frontline US healthcare workers say they are now considering leaving the profession. Notably, a study by healthcare jobs marketplace in April 2021 showed that four in ten (i.e., 4 in 10) nurses (43%) are considering leaving the role in 2021- a figure that is higher among ICU workers (48%). The US is not alone in this phenomenon, as a recent study by the British Medical Association found that thousands of UK doctors plan to leave the National Health Service after the pandemic due to exhaustion and concerns over their mental health. Close to one-third (31%) of those surveyed said “they were now more likely to retire early, while a quarter (25%) were considering taking a career break and around one in six (17%) said they would rather work in another country” (cf. Gilchrist 2021).
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[bookmark: _Hlk86079701]	Globally, “there are mounting concerns about nurses’ job satisfaction because of its pivotal role in nurse turnover and the quality of care of patients” (cf. Lu Zhao 2019). Research was conducted to identify a more comprehensive and extensive knowledge of the job satisfaction of qualified general nurses working in acute care hospitals and its associated factors drawing upon empirical literature published in the last five years. A comprehensive electronic database search was conducted on some medical publications. The impact of job satisfaction upon sickness absence, turnover intention as well as the influencing factors of job satisfaction such as working shifts and leadership, job performance, organizational commitment, effort and reward style has been identified in several research studies yielding equivocal findings. “It is concluded then that it is vital to increase nurses’ job satisfaction because this has the potential to improve patient’s perceptions of care quality and ensure adequate nursing workforce” (cf. Lu Zhao & While 2019).
	A reciprocal relationship often exists between job satisfaction and performance. The more satisfied you are with your job, the better you perform. Meanwhile, as performance rises, so does job satisfaction, burn out and turnover. We can think of no sector where acknowledging this phenomenon is more important than the nursing profession. Several studies have investigated the issue of employee satisfaction in healthcare. Motivation theory pioneer Frederick Herzberg’s work in the late 1950s which asked healthcare workers to consider times when they felt best and worst about their jobs. Based on their responses, Herzberg developed the theory that there are two dimensions of job satisfaction: “hygiene” and “motivators.” According to Herzberg, job satisfaction is not directly derived from hygiene issues. So why do they matter? Because they are essential to creating work environments that are conducive to satisfaction among the employees who work there.
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	Nurses play a pivotal role in governing the day-to-day operations of a hospital. A nurse is responsible to check vitals, administer prescribed dosage, draw blood, give shot, observe the health condition of patients, educate caregivers, families and patients. These are few duties of a nurse, while the list goes on. With the stringent job responsibilities, nurses often ponder whether their salary is appropriate or not. A nurse has to undergo rigorous working hours, immense training and education. They must also combat the daily struggles of working in a hospital setting. So, the question is are nurses actually paid enough? The first systematic review to ascertain the relationship between wages, job satisfaction and retention among the UK NHS workforce was conducted in 2020, using a narrative systematic review design. The literature was searched using seven databases in January 2020. This review highlighted how multiple factors influence NHS labour force retention. Several studies highlighted how poor pay influenced staff job satisfaction. Research by storey et al found out that poor pay is a major source of dissatisfaction among older primary care nurses, with another study reporting how nurses did not feel adequately compensated for the work they perform. Analysis of the NHS National staff survey showed that 16,707 nurses are more likely to continue in their profession if they were satisfied with their pay.
[bookmark: _Hlk86079874]	The Royal College of Nursing is the world’s largest nursing union and professional body that represents more than 465,000 nurses, student nurses, midwives and nursing support workers in the UK and internationally. As a member-led organization, “we work collaboratively with their members to influence governments and other bodies to improve working conditions and campaign on issues to raise the profile of the nursing community” (Royal College of Nursing 2021). Through a survey of nursing staff working across the UK in all health and social care settings undertaken in May and June 2020, the RCN asked a wide range of questions about their working experiences since the start of the pandemic. This survey received the highest ever response to any RCN membership engagement which illustrates the strength of feeling among their members. The members told them in clear terms about what pay increase they feel nursing staff should receive. Due to this feedback, the RCN issued a submission to the National Health Service pay review body for a pay claim of at least 12.5% for all agenda of staff change. 
	The 2020 RCN member survey found that the main reason given for thinking about leaving was pay (63.7%) followed by low staffing levels (45.4%) and the way nursing staff have been treated during the pandemic (45%) highlighting the main drivers of dissatisfaction among nursing staff. Once again- the issue of pay is underlined as the most important factor affecting job satisfaction as well as intention to leave.
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The nursing profession continues to face shortages due to lack of potential educators, high turnover and inequitable workforce distribution. The causes related to the nursing shortage are numerous and issues of concern. Reasons for nursing shortage range from an aging population, aging workforce, nurse burnout, career and family, regions, growth, violence in healthcare setting etc. Nursing shortages lead to errors, higher morbidity and morality rates. In hospitals with high patient to nurse ratios, nurses experience burnout, dissatisfaction and the patients experience higher mortality and failure to rescue rates than facilities with lower patient to nurse ratios. Some states have begun to pass legislation to limit patient to nurse ratios. Despite this, “when staffing is short, ratios go up to meet the need” (cf. Haddad, Annamaraju and Toney Butler 2021).
 Apart from the financial costs, lack of adequate nurses has an inevitable negative impact on the quality of care received by the patients. There is a direct correlation between patient mortality (i.e., risk of death) and shortage of nurses. An increase of one full time RN per 1000 inpatient days contributes to a 4.3% decline in death of patients. Conversely, “hospitals with fewer nurses witnessed a 2% - 7% increase in mortality” (cf. Marshall 2018). Secondly, lack of nurses is one of the biggest reasons behind the problem of overcrowding which can lead to an increase in the duration of hospitalization, performance of additional procedures permanent disability or even death. Overcrowding also increases the risk of physicians committing more errors. Lack of nurses is leading to issues like patients waiting for hours for the first consultation with the doctor in the emergency room. In fact, three out of every four hospitals reported instances where patients had to wait more than three hours for the consultation. Thirdly, shortage of nurses leads to an increase in the workload of the existing workforce which results in a predictable increase in medication errors. Close to half of all nurses employed have admitted to committing a medication error in the past year. “Errors may range from infusing medicines between patients which easily can result in fatal consequences” (cf. Marshall 2018).
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The demand for nurses is rising every year. The European Nurses Association estimates that by 2022, there will be a need for 3.44 million nurses. To put that number in perspective, an additional 1.13million nurses will be required in less than 10 years. Unfortunately, while healthcare organizations need to hire more nurses to meet demands, they’re also struggling to retain the nurses on staff. Surveys conducted by People Element of RNs who have left their organization reveal that the top reason for leaving is due to workload and staffing followed by career opportunities, supervisor issues, schedule as well as compensation and benefits. The issue of workload is so bad that RNs now worry how poor patient ratios might impact their licensure. Discovering these issues before it's too late and play a key role in keeping retention numbers at bay in any healthcare organization. Improved retention rates can eliminate many pain points created by turnover such as higher costs, overworked staff and errors in patient care.

                   CONCLUSION
	Administrators cannot use a “one size fits all” approach when it comes to retaining RNs and other healthcare employees. Understanding the reasons why your RNs are leaving your organization is the first step on the path to impacting nursing retention. For example, while staffing/workload is the most common reason for leaving nurses, it is not as common when looking at all healthcare employees. It might seem like a futile task to retain health workers who want to leave, but it is not. “The cost of turnover for healthcare workers is quite high, and if action can be taken that will affect their levels of satisfaction and engagement within their organization, it’s possible to change someone’s mind about wanting to leave” (cf. Wallis and Kennedy 2013). Therefore, addressing workload issues, providing training and development, improving supervisor interactions, good renumerations, addressing job satisfaction issues and collecting healthcare workers feedback data, will help engage nurses and keep turnover at bay. 
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