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Introduction
In this report we will be looking at all the challenges of retaining nurses, there are a lot of factors when looking into this subject. It will need to look at job satisfaction, and what affect this has on the retaining of nurses. Question’s that will be needed to find out are weather the nurses are happy in their job? Do they feel supported in their role? And do they feel like their job matters? Does their pay effect or have an influence on whether they stay in the job or if they decide to leave and follow another profession, also looking into whether there are other issues they may affect their decision?
 Research into weather the shortage of nurses influences nurse retention and what if any affect this has on patient care.  Looking into what recommendations or improvements can be made by the NHS to improve the recruitment of nurses and retention. It is important to investigate and compare how the retention and recruitment of nurses has changed over the years, and what factors have made these changes. It goes without saying that the last couple of years a lot has changed, one of the main changes being Coronavirus and the pandemic that has affected the whole world. However even before Coronavirus there has been issues with the shortage of nurses and their wages.
Job satisfaction
Listening to the BBC (2021) The conversation podcast, they spoke to two nurses Hannah, a twenty four year old nurse from London England,  and Bianca, a twenty seven year old from Boston USA, both nurses at the time where nurses in Intensive care. Both spoke on their experiences a year on from the Pandemic. 
Bianca stated that she found the second wave of the Pandemic easier to deal with, as she felt the hospitals were more prepared for what was to come. She said that one of the hard things to do deal with was treating patients of people that she knew, but this was made at little easier as restrictions were eased a little and families were able to get in to see their loved ones, and say goodbye if that was the case. When asked why she had chosen her job, her reply was that she likes high stress and things changing. She had started her career on a surgical floor in the hospital and wanted to go to the next level of critically ill patients, feeling that in intensive care you are constantly learning and taking care of people at the most vulnerable point in their lives.
Hannah stated that she felt dread when the second wave started as she knew what was coming, however as much as she felt like she could not get through this again she told herself you can do this and that’s just what she did. She states that she did not have as much anxiety of catching Coronavirus as she had her first dose of the vaccination. When asked why she had chosen her job, she said that she had always loved the mix of knowledge of science and how you can apply that to patients and in intensive care you were able to provide one two one care, that you don’t get to give on the main wards. Hannah has now left adult intensive care and moved onto Paediatrics
When asked how supported they felt in the job from the public, Hannah states she had never felt more supported by the public when she was out and about. But on social media not everyone was as supportive, she said she had read some comments that people had made like this is their job and what they signed up for, Hannah disagrees and states the comments are wrong as she did not sign up for going into work and risking her life, also that pre covid 19 she had not looked after 8-10 patients who were potentially at the end of their lives.
Both were also asked what they had learnt in the past year, both had pretty much the same answer that nurses are resilient and selfless people, and that since the Pandemic helped more people to acknowledges that the role of a nurse is an important one. Hannah said that some people have asked is nursing a vocation or a profession. Her was reply was that, you need a degree to do this job and that she is an advocate for making people aware of this. 
There are a lot of factors to consider when it comes to job satisfaction. Hou et al (2013) states that they found after controlling for demographic variables nurses job satisfaction independently explained 11.8% of total variance of job performance. Alotaibi et (2016) talks about there being examples of lack of educational opportunities and support and poor image of the nursing profession. This could also be factors to consider when thinking of job satisfaction. All over the world there is concern that low job satisfaction has an impact on the care that patients receive. 
Data
When there is a shortage of nurses the quality of care to patients decreases, (Wang et al, 2012: Zhao,2013; Sabanciogullari and Dogan, 2015; Masum et al; 2016; Chen et al; 2016; Zhang et al;2016a, b) states the retention of hospital staff has been identified as a key factor to counteract the shortage. Only eighty-five per cent of the registered nurses in the US are actively working, out of just over three million. Forty-four-point seven percent of this total being fifty years or older (HRSA 2010). This is due to recession according to (Buerhaus et al, 2009). He also states that before the Passage of the Affordable Care Act of 2010 there was a shortfall of half a million registered nurses needed in the US by 2025 (Buerhaus et al, 2008). (Buchan et al; 2018) talks about the ten European countries including Germany, Spain, Switzerland, and the United Kingdom having a turnover of five to seventeen percent of registered nurses leaving the profession. While (Van camp and Chappy, 2017) states that newly qualified nurses are leaving the profession at a higher rate than years before, due to anxiety and feeling ill-prepared to perform as a registered nurse (Tapping et al; 2013; Morrow, 2009). In Finland (Stakes, 2003) states that over a third (37%) of Finnish registered nurses are over forty-five years old and only every fifth (18%) are under thirty years old. So, if these younger nurses are leaving the profession, it is no wonder there is a shortage of nurses. However (Javelin, 2003) states in Finland, the number of nurses per capita is the highest in Europe. 
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This graph shows that the number of NHS staff coming from the EU27 states has fallen, while the number of staff leaving the NHS has risen. Most of the NHS staff are United Kingdom nationals, however international migration has a significant role in helping to staff the NHS. (J Buchan 2019) British Medical Journal.
Does this play a role in the staff joining and leaving the profession? 
Recruiting 
Ireland began actively recruiting nurses from overseas in 2000, Ireland have recruited almost 10,000 nurses mostly from the Philippines and India (Niamh Humphries, Ruairi Brugha, Hannah Mc Gee. (2008). The nurses required by the Irish public sector health services has increased by forty- three percent in the last fifteen years, this having gone from 24,574 for full time equivalent nurses employed in 1990 to 35,258 by December 2005. 
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The NHS campaign “we are the NHS” is in its fourth year of running and it highlights different career opportunities in nursing, health professional and healthcare support worker roles. There are advertisements on television, radio, and billboards, with the NHS claiming that nursing applications have boosted to around 8,000. But even with this data there is still a shortage of nurses, with 38,952 vacant posts recorded in the first quarter of 2021-22.  
Despite the increase in the supply of nurses in England over the past decade, there is still long-term problems in the recruitment and retention of nurses (Carter, M.R, and Tourangeau, A.E. (2012). There is always going to be issues when it comes to recruiting and retaining nurses, whether that is about job satisfaction, the training and pay and what improvements are made by the government. Finland is trying to find out why young nurses are planning to leave the profession, (Chan and Morrison,2000, Kuokkanen et al., 2003) states that nurses with less than fifteen years of employment are amongst those eager to leave the profession. The (Ministry of Social Affairs and Health,2003) states that the retaining an adequate number of nurses and maintaining recruitment is already a great challenge in the Health and Social Care sector. Reasons that a lot of nurses leave the profession are low job satisfaction, low professional commitment, and personal burnout, (Hasselhorn et al 2005) states poor opportunities for development are also a factor to nurses leaving the profession. Insufficient time for patient care is also a factor according to (Fottler and Widra, 1995).
Steve Ford the Editor of the Nursing Times asks the question “Is substitution really the best and only solution to nurse shortage?” Which is a very good question as there is a large shortfall of health professionals, and increasing challenges to provide competent and qualified staff, while making sure to reach the targets of recruitment. The Health Foundation stated in a report in December 2020 that the government needed to exceed the target of 50,000 new nurses in England by 2024/25 if it wants the NHS to recover from the Coronavirus Pandemic.
A survey by the Nursing Times in January 2021 states that eighty percent of nurses felt patients’ safety was compromised due to severe staff shortage. There is a need for the government to make changes to meet the needs of recruitment, while providing qualified and competent staff to protect the patients and keep the NHS going for more years. 
According to a report by nursing solutions NSI 2021, the fourth wave of the Coronavirus Pandemic is exacerbating the ongoing crisis of the nursing workforce, which has led to many nurses leaving their job from total burnout. However, the global pandemic has only heightened existing problems that have been an issue with the nursing profession. Challenges that nurses have been dealing with for as long as twenty years and more.
A hospital is South Dakota has been offering incentives to entice nurses’ staff to sign up for jobs, by offering a sign on bonus of US$40,000 in a boost to help recruitment. Travel nurses have the incentive of being paid more money than staff nurses, however this does not help the organization to retain staff, some may ask the question is this the way to go?
Many hospitals in this country are having difficulty recruiting and retaining registered nurses (RNs; Duchscher and Cowin, 2004; Kucher. 2000). There is evidence to increase the need for a culturally representative in the nursing workforce (U.S. Census Bureau, 2000). While The Sullivan Commission (2004) states that they examined the number of ethically and racially diverse students in health care education programmes and concluded that “increased diversity will improve the overall health of the nation” (Simpson, 2004) states that when demonstrated patient’s outcome and compliance rates are better when communication is not only effective but, in the patient’s, own language.
(Taxis 2002; Villarruel, Canales, & Torres, 2001) asks the question how do we attract students to nursing, but retain minority students and assist them to graduate, pass the National Council Licensure Examination (NCLEX) and becomes successful nurses?
Staff Shortages
In an article in the Health Affairs (vol 25, No 1) it states that nurses are the largest group of health professionals providing direct patient care in hospitals, and the quality of care for hospital patients is strongly linked to the performance of hospital staff. Recent studies have shown that taking care of too many patients, working overtime and long shifts are associated with errors and poorer quality of patient care. The International Council of Nurses was founded in 1899 and is the world’s first and largest organization for health professionals, they have over 13 million nurses working worldwide and have made a major initiative showing important information regarding the shortage of nurses. The Royal College of Nursing are stepping up their demands in England to resolve workforce shortages that compromise patient safety, they are demanding that the Health Secretary take full accountability for the planning and supply of nursing staff in England. Their General Secretary and Chief Executive Pat Cullen states that there were twenty missed warnings about the state of health and care staffing.
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Figure 8: Flows of EU27 staff into and out of the NHS in England, HCHS, 2016/17
and 2017/18

0617 W 20778

Joining the NHS Leaving the NHS,

Source: NHS Digial. NHS Hospia and Communty Hodl Werktorce Staisics - e 2076,
Provsion! s ore)

& share

X v
= o-

Editing

© Comments

@

Analyze
Data

Analysis

1606
. B





image2.jpeg
WE ARE EN S

e are recruiting noy Search NHS careers.

1
NHS





