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introduction
Imagine having to work so hard every day and not benefiting or suffering in a way where you have no control over it. Issues related to nurse retention constitute major challenges in many countries globally. A current medical factor issue is caused by an unexpected strain on the NHS within the UK in relation to the Covid-19 pandemic. This report will be looking at the challenge of retaining nurses including reasons for shortages and key factors effecting job satisfaction in nursing. The main purpose of nurses is to provide patient care for individuals and to support them through health and illness. Many nurse responsibilities can range from making decisions for treatments to providing inoculations in schools. There are also many types of nurses that must complete extensive educational programmes and study or work alongside patients’ families or communities.
Thousands of nurses and midwives say they are more likely to quit their job because of frustrations of pay and the impact of the Covid-19 pandemic on mental health. The Institute for Public Policy Research think tank poll of 1,006 health professionals across the UK has prompted warnings of a ‘deadly exodus’ of healthcare workers over the next few years. It found one in four NHS workers, and 29% of nurses and midwives, are more likely to leave the NHS than they were before the pandemic(www.nursinginpractice.com).According to Labour Party Over 200,000 nurses have stopped working for the NHS since 2010. (Fullfact.org 2021) That’s correct for England, but this figure should also come with a health warning. While the turnover of nurses has increased since 2010, not all the 200,000 staff “quit” the NHS voluntarily. Labour outlined that some employees retired (though not as clearly in their online version), others were transferred, some were dismissed, and others died in service.
Number of nurses left and joined nursing profession
Currently, there are just over 3 million registered nurses in the US, but only 85% are actively working. Approximately 44.7% of the total is 50 years of age or older (HRSA 2010) (WALLIS and KENNEDY, 2012)[image: ]
Source: NHS Digital, Supplementary information files, joiners and leavers from the NHS that were nurses and health visitors September 2009 to November 2018


There are 669,854 registered Nurses in the UK. According to a survey of 88 NHS Hospital trusts, 22,600 EU nationals have left their NHS nursing positions because of Brexit (Stats and Facts: UK Nursing, Social Care and Healthcare 2021, 2021).
The NMC Register report for 2020/21 shows there were in total 34,577 first-time joiners to the Register in 2020-21, compared to 38,323 the previous year. The number of nursing professionals leaving the Register is the lowest in five years. 23,936 people left the register in 2020-21. This is compared to a peak of almost 35,000 in the year 2016-17. Stats and Facts: UK Nursing, Social Care and Healthcare 2021, 2021)
Job satisfaction 
This looks at people who work in organisations and focuses on each individuals’ feelings towards his or her job role. Whatever makes a job satisfying doesn’t just rely solely on the nature of the job, but it can also depend on personal requirements or expectations.
Two nurses from the intensive care unit were on the frontline of the pandemic surge, they both stated that life on the wards had changed drastically. Bianca 27 Boston, from the United States’ job was to take care of critically ill patients where she loved this role, she enjoyed a challenging job. She seemed to have been very satisfied with her role and pay even when the pandemic hit. On the other hand, Hannah 24 from the UK liked a mixture of things in her job role as a intensive care nurse and enjoyed her one to one with patients, which had rocketed when the surge hit and ended up as her looking after up to 8-10 patients at a time. This seemed to be a lot for her emotionally as she was already comfortable in her job role. After the pandemic had calmed down Bianca had stayed in the nursing sector but had changed job role completely to being a paediatric nurse. (BBC World Service - The Conversation, Nurses on the frontline, 2021) 
The mediating effect explored in studies conducted in the last five years opens new directions for research into developing holistic perspectives on nurses’ job satisfaction. Many factors such as self-esteem, positive emotion, psychological/structural, organizational/professional commitment were identified as mediators of nurses’ job satisfaction revealing that the psychological professional and environmental mechanisms of job satisfaction more deeply.  (Zhang et al.,2016a,b;Zhaoet al.,2015;Jayasuriya etal.,2012; Masum et al., 2016; Sabancio, Gullari and Dogan, 2015; Lo et al., 2017; Choi et al., 2013;Wanget al, 2012; Zhao, 2013). Further Lo et al. (2017) found that stress is another factor in understanding the effect of nurse’s job satisfaction on intention to leave. From job stress to intention to leave the hospital, 33.4% and 32.2% of the effect was mediated by job satisfaction. And from job stress to intention to leave the profession, 21.4% and 22.7% of the effect was mediated by job satisfaction which affected the intention to leave the hospital. In Gountas et al.’s (2014) study job satisfaction was affected by surface acting, emotional exhaustion and self-efficacy. While, as a mediator, job satisfaction partially mediated the relationships between surface acting, self-efficacy and emotional exhaustion and customer orientation. (Lu, Zhao and While, 2019). In addition to experiencing a sense of reduced accomplishment and loss of identity, job burnout is a type of job-related stress. 
Possible effect of pay on retention
Increasing pay alone was not enough to maintain staff retention. Retention is defined as the ability to keep staff in NHS employment, by having wages’ as the regular payment of staff for services provided, and ‘satisfaction’ as the contentment or fulfilment that one gains from an action; the ‘action’ being the job carried out by an NHS employee. Pay was found to influence satisfaction, which in turn affected retention.
Frijters et al states that the higher the predicted private sector wage relative to the NHS wage, the more likely nurses were to leave the NHS. Agency nurses often receive higher rates of pay than those contracted to work for the NHS, which may influence employees’ intentions to leave. Frijters et al suggested that by increasing the hourly wage by 10%, the percentage of nurses leaving the NHS each year would decrease by 0.66% and 2119 nurses would be retained; however, only 2% of the cost of increasing wages would be saved by lower turnover costs in a year. Storey et al conducted a cross-sectional survey with female primary care and community nurses and found that their pension, more pay and reduced working hours near retirement encouraged nurses across all age groups to remain in the NHS. The study also found that a significantly larger proportion of younger nurses felt that pay was important. 
Robinson et al found that newly qualified nurses were most dissatisfied with their pay and that it was the main reason for why they considered leaving their job. Simoens et al found that GPs who had a household income equal to or less than £70 000 in 2002 were more likely to report higher intentions to quit than those with a higher household income. Although wages and household income have likely changed over the years, these sentiments have been echoed in more recent studies. Lambert et al sent questionnaires in 2011 and 2015 to doctors (aggregated response n=5291), 3 years after they graduated, to identify reasons for considering leaving medicine or the UK. Almost two thirds n=3145 (60.3%) of respondents were not definitely intent on staying in UK medicine and one of the top reasons identified was ‘UK pay and conditions’. Interestingly, those surveyed in 2015 cited reasons relating to ‘UK pay and conditions’ much more frequently compared with those surveyed in 2011 (21.6% vs 7.7%, respectively).
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7375434/#!po=0.961538
However, some studies suggested that pay was not the only factor that influenced retention. 
Effects of staff shortages on patient care
There are many factors which cause a lack of staffing all these factors are deemed to compromise patient care and they are as follows; Aging workforce, Aging population, career and family, nurse burnout, staffing ratios.
These themes are associated with negative events were staff neglect patients; staff workload and pressure; treatment delays; communication and language issues; information and involvement; medication errors; and diagnostic errors. Statements indicating fear and powerlessness accompanied each of these themes. Here is a testimony from a Vietnamese patient:
I had heart problems, I had lung problems and I was supposed to have the breathing tube connected to me all the time and I told the nurse when she transferred me to a new room, ‘‘Do not pull it out!’’ She said, ‘‘It’s only a short distance, don’t worry.’’ She turned off the machine during the transfer despite my request . . . I had big problems breathing ...I was so short of breath, I was gasping for air, literally, and I wet myself. I got so distressed I even wetted myself and then the nurses knew it even after they had connected the machines, I was still struggling with my breathing and they saw it, it was so obvious, and still they left me there. They left me there struggling.  (Garrett, Dickson, Young and Whelan, 2021)
Recommendations on Improvement
The actual scale of nurse shortages is unknown since we went into the pandemic with almost 50 000 nurses. Staff retention is a key issue for the NHS and is a very vital to securing a skilled and sustainable workforce for the future. In addressing the challenge of workforce supply, organisations must focus not only on recruitment but also ensure new and existing staff are supported and encouraged to remain in the NHS.  (Retention – Leadership Academy, 2021)
The LR programme focused on developing the capacity of cross-functional, problem-solving teams as a means for addressing challenges associated with the retention of nurses in a variety of health care organizations. Evaluation of the programme suggests that project success maybe more directly related to the careful selection of individuals for a team and to organizational commitment than to the intrinsic merits of the ideas proposed for improving retention (WALLIS and KENNEDY, n.d.) A report finds a strong method of support is peer support, that a key coping mechanism to affect intention to stay purely relies on supporting peers during post qualifications and education. (Collard, Scammell and Tee, 2021) You also need to be sure that you are making the right improvements. This is where evaluation is important. Evaluation is about checking that you are doing things right, checking that you are doing the right thing. Quality improvement requires staff, operational managers and senior leaders to work together, with problem solving and decision-making happening as close to the issues being experienced as possible. An important ingredient in successful and sustained improvement is the way in which the change is introduced and implemented.
Conclusion
In conclusion, a high turnover rate is caused by many factors, including a low job satisfaction rate that negatively impacts patient care. The NHS Long-Term Plan will not succeed if the same approach is continued to improve staff wellbeing. As part of the NHS Interim People Plan, staff retention is one of the 'most immediate actions' necessary to raise staff levels. This highlights the importance of the study.
 https://www.ncbi.nlm.nih.gov/pmc/articles/PMC7375434/#!po=0.961538 (Retention – Leadership Academy, 2021).The RCN is stepping up its demands to make the health secretary accountable for the supply of nursing staff in England. (RCN - Home | Royal College of Nursing, 2021
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