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[bookmark: _Toc1376763871]INTRODUCTION
In this assignment, I will be discussing the challenges of staff retention in nursing. Staff retention is the process in which the staff are encouraged to remain with the organization for the maximum period until the completion of a project. This process is beneficial for the organisation as well as the staff.
Staff may have job opportunities at hand and when they feel dissatisfied with the current employer or job, they switch over to the next job. It is therefore the responsibility of the employer to keep their best staff because if they do not, they would be left with no skilled staff at all.
One of the greatest challenges facing companies today is keeping top talent. The yearly expense to an organisation of replacing staff-including separation, replacement, training and lost performance costs-can be as much as that of staff's salary for a year. Turnover also erodes morale among those who stay, and harms customer retention (American Institute for Research ,2009).
According to the American Institute of Research (AIR, 2009) reasons for turnover vary by industry and profession. They include multiple factors such as compensation and benefits, supervision-subording due to absence of mechanisms for picking signs of dissatisfaction and lack of opportunity for unhappy staff to voice their concerns.
Pull factors relate to attraction by rival employers offering better salary and staff leaving, in order to improve their living standards. In addition, it encompasses broader notions of career development, the wish to move into new areas of work with better opportunities, the chance to work with particular people and more practical questions such as commuting time. Solutions to this include the need of employers to be aware of what other employers are offering and ensure that, this is matched or offer a broadly comparable package of pay and opportunities.
Other factors that play a bigger role are dissatisfaction with work conditions, especially hours, a perception that,they were not being given sufficient career development opportunities and an unhealthy relationship with their immediate supervisor. This third reason was the most mentioned in the interviews lending support to the fact that staff often leave their managers and not their organizations.



The key driver for both skills retention and utilization are the presence of a learning orientation in the organization. People stay in organisation if they feel they are learning and progressing in their careers. Retention or utilisation of skilled workers is not necessarily improved through strategies such as increasing wages, adopting family-friendly working places and the use of non-monetary rewards. These things help make people feel satisfied, but they're not sufficient to keep skilled people in a tight labour market. 
Workmate relations, organizational culture, two-way communication, corporate identity/prestige, and working conditions. These factors may play a role in determining staff retention, but the relative importance of each depends on the organization.
Organizations can do little to manage turnover unless when there is enough understanding of the talent they have at hand. Most commentators recommend exit interviews to collect information about reasons for leavers resignations, but the problem is whether the individual will feel secure to tell the truth and will depend on the culture of the organization, the specific reasons for leaving and the support that the individual will need from the organization in the future in form of references (Torrington, Hall &Taylor,2005). 
According to Torrington 2005, staff leave jobs for variety of reasons. The outside factors constitute to reasons not related to their work for example a person moving away when a spouse or partner is relocated. Others include the wish to fulfil a long-term ambition to travel, pressures associated with juggling needs of work, family and illness.
To some extent such turnover is unavoidable. Reduction can be through provision of career breaks, forms of flexible working and / or childcare facilities. Function turnovers include registration welcomed by both employers and staff alike. They may stem from an individual's deficient performance or failure to fit in comfortably with the organizational or departmental culture.
The main solution to reduce this turnover lies in improving recruitment procedures so that fewer people in the category are appointed in the first place. However, some poorly engineered change management schemes are to blame especially where they result in new work or organization. This may be due to insufficient development, poor levels of staff involvements and straight forward personality clashes. 


[bookmark: _Toc629092183]DATA RELATING TO HOW MANY NURSES HAVE LEFT AND JOINED NURSING IN RECENTS YEARS
There are 669,854 registered nurses in the UK. Below is the statistics according to nurses.co.uk.
540,527=Adult Nurses
90,203=Mental Health Nurses
52,286=Children’s Nurses
17,179=Learning Disability Nurses
4,100=Nursing Associates (NMC approved trained as Feb 2021)
94% of nursing graduates find a job within 6months of finishing their degree. According to the NHS most recent data, there are more 301,381 full time equivalent NHS Nurses working in the UK. There are more 36,000 NHS nursing vacancies according to the most recent data published. At the most recent count there were 7.8 Nurses for every 1000 British people which is slightly below the average among developed nations of 8.8, and under half of the number there are in Norway (17.7).
According to a survey of 88NHS hospital trusts, 22,600 EU nationals have left their NHS positions because of Brexit. In 2020,37365 nursing students were accepted on to courses, which was 23.8% increase from 2019. The NMC Register report for 2020/21 shows there were in total 34,577 first-time joiners to the register in 2021, compared to 38,323 the previous year. The number of nursing professionals leaving the NMC Register is the lowest in five years. 23,936 people left for the NMC Register in 2020-21. This is compared to a peak of almost 35,000 in the year 2016-17. 11% of the Registered Nurses in the UK are male.









[bookmark: _Toc1759326041]THE KEY FACTORS AFFECTING JOB SATISFACTION IN NURSING
Job satisfaction mostly determines the efficiency of the productivity and the efficiency of human resource working for health. UK has a major shortfall of trained human resources of health.
[bookmark: _Int_2GpeCK4q][bookmark: _Int_DxKMknjI]Human resource in any organization is a valuable asset and it works as an engine to supply sustainable service delivery. Quality assurance in health includes all the actions taken to promote and enhance health care. Improvement in a health care delivery system involves not only adding Anew resources to a system, but also making changes within an organization to make the best use of the resources, especially human resources. An individual's perception in an organisation plays a vital role in job satisfaction. In health care settings doctors' satisfaction plays a key role in their performance and satisfaction among their patients. Similarly, a nurse's job satisfaction in their job determines whether their roles towards one's job has an impact not only on inspiration but also on career, health relations with peers and patients. Job satisfaction can be defined as a staff’s emotional response to a job or work, based on evaluating real outcomes. The satisfaction of nurses is linked with the patients overall satisfaction and ultimately to quality of healthcare whereas, dissatisfaction of a staff leads to absenteeism, conflicts and increase in turnover. Job satisfaction is a key factor of nurses' lives which can influence patient protection, staffs' morale, efficiency and performance, healthcare quality, retention, dedication to the organization and the job and hiring and training of inexperienced staff or the organization.
Nurses were interviewed through the pretested questionnaire.
Data was collected and analysed based on different variables:
Excessive work at workplace always acts as a demotivating and dissatisfactory factor. Among the 50 nurses surveyed from NHS majority found the work to be excessive for them I.e., 44%. Even in private sector among 50 nurses surveyed most of them felt that the workload to be excessive for them I.e.,60%, Thus nurses from both the sectors had excessive work to do.






Level of satisfaction with behaviour of superiors. Superior had to be co-operative along with being demanding and professional in order to increase job satisfaction among its staffs. Most of the superiors in government hospitals were very cooperative I.e., 34%. But in private hospitals superiors were on 60% cooperative.
Satisfaction level with pay scale is the most key factor that leads job satisfaction.
A study done in Jordan (Mrrayan.2005) shows that Nurses are more satisfied from working in private hospitals and had higher intentions to stay than the nurses in public hospitals, Khowaja et al... (2005:34) cite Thomas (1997) report about work stress in the NHS(UK) that had been aggravated by increased workloads, Nursing shortages and organizational changes, influencing nurses’ job satisfaction negatively.
[bookmark: _Toc1782590098]POSSIBLE EFFECTS OF PAY ON RETENTION
Job Retention rates usually depend on several factors, including staff morale, job satisfaction and salary. Other influences include benefits, work environment and professional development opportunities. According to the society for Human Resource Management, employers should expect a certain amount of turnover as staff seek increased pay, responsibility or challenges.
EQUITY
Staff typically consider their salary to be the primary motivation to come to work. Other factors that positively influence job retention include flexible work schedules, training opportunities and other amenities such as bonuses or extra vacation time.
INCREASES
According to the society for Human Resource Management, base salary increases for U.S staff in 2009 decreased because of economic conditions. On the other hand, trying to keep or hire talented, qualified workers in specialized areas may be difficult if the company's financial situation prevents the HR team from paying staff at or above the median wage reported by the Bureau of labour Statistics Occupational Outlook Handbook.
SATISFACTION
According to the Society for Human Resource Management, in a 2008 job satisfaction survey,92 percent of staffs stated that Compensation had some level of importance.




[bookmark: _Toc928412079]POSSIBLE EFFECTS OF STAFF SHORTAGES ON PATIENT CARE
The Staff Shortages on patient Care has had a direct impact on patient care as the nurse-to-patient ration worsens. The shortage results from a combination of factors including retirement of baby boomers from industry.
Staff Shortages leads to errors, higher medical conditions and mortality rates. In hospitals with high patient- to- nurse ratios, nurses experience burnout, dissatisfaction, the patients experienced higher mortality and failure to rescue rates than facilities with lower patient-to-nurse ratio.
[bookmark: _Toc532736911]IMPROVEMENTS TO BE MADE
Ensuring a senior nurse sits on the board of the new regional health and social care organisations (called Integrated Care Systems).
Ensuring that the commissioning of services is done in partnership with local communities.
Ensuring that the voices of experts such as royal colleges are part of the regulation of the profession. 
Empowerment, NHS must be creative in meeting the needs of nurses while supplying the best and safest care to the patients. An environment that empowers and motivates nurses is necessary to rejuvenate and sustain the nursing workforce.
Training programmes, such as Leadership for resilience, can help improve the performance. Providing training in emotional intelligence and the use of tagging seem to improve a team’s awareness of the problem.
Paid annual leave, the first practical solution that could potentially alleviate difficulties in staff retention is the provision of an extended paid holiday for practising nurses every five years of their working life or an increase in the amount of leave they can take every year. Nurses have always endured high levels of pressure brought about by shift work, and because they provide an important interface between other healthcare professionals and patients, nurses are constantly working in a stressful environment that demands a high level of professionalism during routine practice. A questionnaire-based study involving 276 nurses in a hospital in Northern Ireland demonstrated that nurses experienced high scores on stresses related to confidence and competency in their role, conflict between home and work, and organisational involvement (Kirkcaldy and Martin 2000)




A fair promotion system, a fair and transparent promotion system should be employed. It is suggested that such a system should be implemented by an independent promotion board consisting of healthcare and non-healthcare professionals. Instead of merely being based on performance appraisal provided by supervisors, promotion for nurses should also be made with consideration of peer-reviewed working performance and self-assessment of the candidate. The need to consider this diversity of factors in making a decision on promotion is evident in the literature (Ferris et al 1 992).
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