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1: Introduction 
 
The report is to understand the challenges that are occurring in retaining Registered Nurses. With the current Covid crisis there has been a high concern in the NHS field with the system and individual care. Nurses are more concerned with the long hours been done which is leading to fatigue and stress. (BBC 2021 podcast.mp3)  
Due to the current covid crisis and the elevated level of deaths occurred around the world more nurses are working under enormous pressure providing the care needed to the sick and dying patients. This has also led too many of the nurses having a straining effect on their mental health and being infected themselves due to the infections. (Turale and Nantsupawat, 2021) 
Due to these concerns of the nurses, it has led to many experienced nurses leaving their role’s and putting the pressure on the newly qualified nurses, for example “In 2018 almost 29,786 Registered Nurses left the nursing register in the United Kingdom alone”. (Collard, Scammell, and Tee, 2020) 
The report discusses the challenges that are being faced by NHS Nurses and what can be done to help them feel safer and happier in their jobs. 
 
2: Issues of nurses leaving their jobs 
 
There are increasing number of issues facing nurses leaving their jobs. Some of the influencing factors which is commonly mentioned is job satisfactions which has been identified in different studies for example: 
Several issues mentioned such as stressful work environment, patient-nurse ratios, and structural empowerment, have been recognised as related factors of job satisfaction. Over the last five years, many models have been developed to explain the study of the relationships and interactions between job satisfaction. Other theories such as Sickness absences and Efforts and rewards were also mentioned. (Lu, Zhao, and While, 2019) 
Nurse shortages has been a challenge for some time, there has been an issue globally regarding this. Many nurses are finding it difficult to manage their personal family lives with work, having to work extra hours to manage the Covid issue and other patients with the limited resources they have available to them. During the pandemic period there were almost 50,000 nursing vacancies in UK that were available the true figures, of the shortage is unknown.
It is difficult to understand the exact level of stress the pandemic has caused to the NHS staff. Issues relating to the Stress of mental health amongst the NHS staff has been a growing concerning as this has led to having an impacting effect on individual performance, sickness, and employment retention of the staff. Social distancing measures prevented 
 
Some of the reason nurses leave is shown below:
 [image: ]
(Farrah, 2021) 
As shown above one of the biggest reasons why nursing has become as a stressful job is due to the environment that they work in. As shown above it shows that almost 44% of newly qualified nurses left the profession at a higher rate than any other years of experience”. (Collard, Scammell, and Tee, 2020). 
Poor pay of staff nurses also is a factor with nurses feeling they are not paid enough for the long hours they must do during their shifts. 
The number of nursing professionals leaving the Register in the UK has been at the lowest over the last five years.” (“Stats And Facts: UK Nursing, Social Care and Healthcare 2021”). 23,936 people left the register in 2020-21 This is compared to the figures shown that 35,000 nurses left in the year 2016-17.” (Farrah, 2021) the average age of Registered nurses in the UK is over the age of 40. 
 “If we compare this to other countries around the USA there were just over 3 million registered nurses out which only 85% of them were actively working. Out of which approximately 44.7% of the total age was 50 years of age or older”. (WALLIS and KENNEDY, 2012). 
 It is unclear why nurses tend to leave the programmes once qualified. Different research was carried out across the world using the following resources such BNI, CINAHL complete, Science Direct, PsycINFO, Medline Complete, Academic Search Complete and ERIC. 
The findings showed to strengthen the resilience-building within the undergraduate education amongst newly qualified practitioner, and to support the nurses within the field to allow them to cope with the emotional and physical impacts that the professional practice has on the developing confidence in the skills and gain a better guidance’s for their career progression (Collard, Scammell, and Tee, 2020). Not having the right knowledge of what steps need to be taken and having the lack of confidence in making the right decisions and not having the right management skills to handle clinical situations were shown to cause issues for students and registered nurses leading them to leave their roles. 
 
Other sources within nursing stated by (Collard, Scammell, and Tee, 2020) showed that students in Ireland felt that they were dissatisfied with their placements they were given as they felt that not enough was being learned as they should, and not given enough responsibilities to carry out their roles. 
Other examples from different countries within the NHS nursing placements within the undergraduate programmes for example in countries like Singapore, found that some nursing students initially found the placement traumatising and that there was lack of support provided to them which increased the impact of the stress and worry. To help, the NHS should provide better job environment for the student’s nurses, it would be a good step to build a good relationship amongst staff and with other patients, relatives, and other health professionals. (Collard, Scammell, and Tee, 2020) 
By providing a good plan within the workforce such as allowing staff to speak with management and other experienced staff, by having a positive reframing system to learning and being able to adjust to the situations in the ward would help them gain a valuable experience. The RCN insists key changes must be made to the Health and Care Bill to help deal with the current pandemic. Health and social care services need to be delivered according to the population needs. RCN (2021) 
Interviews conducted by team members as mentioned by (WALLIS and KENNEDY, 2012) stated that registered nurses felt that the work that they were carrying out was not appreciated enough. 
 
3: How to Help Nurses to Improve the Retention  
 
To resolve this issue having a reward system would help the nurses feel that they have something to work towards and feel more confident in the roles they are given. 
Other ways to help student nurses is to provide the right leadership training to improve nurse retention. By making them feel comfortable and help them understand the responsibilities and workload they will face before they start their roles as registered nurses will put them in advantageous position and reduce the numbers that leave early within the nursing field. (WALLIS and KENNEDY, 2012) 
To help solve the issue during the current crisis it is important that the right amount funding is provided within the NHS education system by providing the required training and support to help the staff deal with prominent level and stress they are going through during this time. This will help promote and sustain the well-being of the staff and could lead to less nurses leaving the roles at an early stage of their careers.
Wobble rooms and online spaces were created as staff chill-out rooms. These are rooms set up around the workplaces and on Ward which can be used 24 hr a day, to help the staff a place comfort, a place to relax (music/reading materials) and allow the staff to clear their minds during challenging times they face, this could lead to them functioning more effectively within the workplaces. 
Staff are encouraged while working within the wards and departments to come together, to talk and practice techniques to help deal with their mental well- being and encourage staff to be kind and compassionate to themselves. 
 The primary purpose of these online and physical spaces was to help staff who were struggling with pandemic related pressures and promote staff wellbeing. 
 

4: Roles and Leadership for Resilience 
 
To help the nurse’s settle in their roles a Leadership for Resilience was designed as a year-long training programme which was conducted in 2008–09. (WALLIS and KENNEDY, 2012) 
This covered the following 4 fundamental areas: 
Emotional intelligence: By helping improve the understanding of a person’s emotional factors and being able to achieve a greater self-awareness and be more effective in their social management. 
Collaborative leadership: This involves improving a person's leadership skills, especially those involved within the problem solving amongst people from across various parts of the NHS. 
Teamwork: Having a good understanding of the various aspects that contribute to team building and clinical team working that leads to better working workforce. 
System Change: Understanding the systems and sources of resistance that are required to change in within an organisation. 
The LR programme was implemented to address the challenges that were occurring with the retention of nurses within the health care professions. 
Training programmes such as leadership resilience were set up to improve the performance of teams. Team trainings will not always overcome the barriers and adopt innovative ideas in a organisations, by engaging in this type of collaborative process and personal trainings for the staff will allow the staff to open about issues and be supportive to their colleagues at workplaces. 
 Working within teams is a more effective when a constructive and supportive environment is provided. Having the right mentors as whole can resolve issues within the staff which can avoid bullying at workplaces, however it cannot resolve what team members are not willing to open to. It is useful to have a senior member of management that the team can report to. (WALLIS and KENNEDY, 2012) 
In some case’s organisations do poor job of in implementing the changes their occasions where the training is not filtered down to the staff members. 
In a study carried about (WALLIS and KENNEDY, 2012) it mentions that the uncivil behaviours were observed at workplaces and staff abilities were undermined to work more effect which led to low job satisfaction, and lower retention rates amongst nurses. 
 
5: Conclusion 
Currently nurses leaving is quite high, which is one of the major reasons leading to a shortage of nurses experienced globally. Findings from the report varied in job retention for nursing and job satisfaction and how to improve nurse retention. 
The findings of this research suggest that there are many factors in job satisfaction with work environment. It also suggests that newly qualified nurses are less satisfied than nurses aged over 40, mostly the participants indicated that registered nurses are leaving their jobs due to stress levels at work and not getting enough support and guidance. To resolve this it is important for nurse managers to possess the qualities needed to promote good working relationships within the nursing staff. 
 
The research recommends retaining nurses could be done by focusing on factors which will make nurses stick to their jobs the study insisted on improving relationships within the work environment and supervisor, ability to solve problems, communication, rewarding the demanding work and efforts, providing relevant skills to solve problems, well organised structure, team meeting and personal assessments with senior managers and supervisory support. 
Nurse retention is particularly important topic to increase the staff stability, nurses to be satisfied with their jobs and improving patients out comes. 
Workload and stress can be reduced in a bid to increase job satisfaction. 
The information gathered in this research addressed the problems with nurse retention this can be achieved by monitoring nurses and addressing their dissatisfaction in a timely manner. 
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