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Task 1 – Academic report: ‘The challenge of retaining nurses’ 

The Challenge of Retaining Nurses.
Because of the continual changes in the healthcare industry, nursing staff retention is one of the most challenging challenges facing healthcare companies today. As a consequence of the high turnover rate at the hospital, the overall quality of care has decreased over time. As a consequence of the lack of nurses, the few that are available are under a great deal of pressure to perform. Nursing directors in many countries are experiencing substantial difficulty in maintaining their personnel as a result of concerns with nurse retention. There is a severe shortage of skilled and well-trained health-care employees, particularly in low- and middle-income countries, which is a global problem (Devi et al., 2021). Nursing shortages affect both industrialized and developing countries, but the cost is disproportionately felt in the latter, where poor health indicators and a lack of precise and reliable statistics on the health workforce in general, and nurses in particular, exacerbate the situation even more. The primary goal of the essay is to investigate the difficulties in retaining nurses, which will include including information on nurses who have left and returned to the profession in the previous few years. In addition to a variety of other factors, the most essential of which is the overall health and safety of the workforce, is job satisfaction in nursing. Potential effects of remuneration on retention, if any; Recommendations for the National Health Service to promote the retention and recruitment of nurses
Data on the number of nurses who have left and entered the nursing profession in recent years
During the last year, nurses have both left and joined the field of nursing. A 25 percent increase in the number of nurses leaving their positions has occurred, marking the first increase in recent years. It has been revealed that 13,945 people left the nursing and midwifery profession between April and September 2021, compared to 11,020 over the same period in 2020, according to official numbers released by the Nursing and Midwifery Council (NMC). Only in 2017 did the total number of departures exceed the total number of arrivals this year (Krut et al., 2021). New nurses, midwives, and nursing associates have been added to the registry, bringing the total number of registered nurses to 243,336. Approximately half of them (roughly 10,000) originated from countries outside of the European Union (EEA). Between April and September of this year, there were 13,078 new members in the United Kingdom, a reduction from the previous year's figure of 14,410 new members for the same time period. Additional 11,668 Britons left the country, representing an increase over the previous year's total of 9,339 persons. It is anticipated that an increase in the overall number of nursing professionals would assist Boris Johnson in meeting his pre-election promise to employ 50,000 more nurses by 2025 (Castner et al., 2021). Professionals from countries other than Europe are increasingly adding to the register as it grows. They have a tremendous influence on the health and well-being of individuals. 
The most important characteristics that influence work satisfaction in nursing.
Efficacy is directly proportional to how engaged you are in your task. In human nature, this is a well-known rule of thumb. Job satisfaction is influenced by a variety of factors, including salary, development opportunities, incentives, team members, work atmosphere, and non-cooperative management. Changing work schedules, management, professional presentation, organizational commitment, effort, incentives, malingering behavior, illness, weariness, a slow recruitment system, and working capacity are all discussed (Javanmardnejad et al., 2021). Job satisfaction is influenced by a variety of elements, both personal and work-related. A lack of autonomy, poor communication, incapacity to make choices on one's own, a lack of engagement in decision-making, and an overburdened workload are all factors that lead to low levels of job satisfaction in the workplace. In addition to work overload and shift work, a stressful work environment, a lack of appreciation and rewards, an unfair pay distribution system based on educational attainment, a lack of appraisal, interpersonal relationships, communication gaps, limited opportunities for promotion and higher education, and the inability to achieve a work-life balance are all factors that affect nurses' level of satisfaction. When workers have low levels of job satisfaction, they experience lower motivation, and as a consequence, they are more likely to abandon their positions or to work less passionately in the future.
The potential impact of compensation on employee retention.
In order to guarantee that employees get a fair salary for the job they do, it is in the best interests of both the employee and the firm to do so. Although a competitive pay is important when seeking new personnel, it's also important when attempting to retain current staff members. It is straightforward to implement compensation increases in the short term in order to solve difficulties of recruitment and retention among institutional workers. According to research, 45 percent of employees who leave their jobs do so as a result of the compensation they get (Bhardwaj et al., 2021). Employees who feel they are being paid insufficiently are more likely to quit their employment than those who believe they are being paid excessively. Salaries are a significant factor in employee retention because they stimulate and inspire workers to perform at their highest levels of performance. Salary appraisals are often done on the fly, based on the views and experiences of the workers themselves. Workers have a propensity to believe that they are underpaid and that they lack confidence in their talents as a result of this. in the realm of medicine The capacity of a business to retain employees is strongly impacted by the quality of their compensation, which instills confidence in employees that the company is concerned about their well-being (Modau et al., 2018). Many people are dissatisfied with their jobs as a result of the pressure to meet financial obligations on a restricted budget. Employees may believe they are being underpaid despite the fact that they are receiving a suitable salary.
The potential consequences of a staffing shortage on patient care.
As a result of the nurse shortage, healthcare institutions all around the nation are struggling to fill vacant nursing positions on a timely basis. As a consequence, there will almost certainly be an increase in patient fatalities. The death of a patient is only the beginning of a long list of ominous effects of the nursing shortage and a lack of healthcare staff. Multiple studies have shown that facilities with insufficient personnel have higher death rates than those with enough staff. According to a research conducted by the National Center for Biotechnology Information, Hartz and colleagues discovered that one of the two most significant indicators of decreased patient mortality was a higher proportion of registered nurses on the team (Haddad et al., 2020). Nurses are busy to the point that they are disregarding their patients. The high prevalence of burnout among nurses and other healthcare professionals is another aspect to consider. Nurses are quitting their positions at an alarming pace, allowing others to step in to fill their shoes. Since the beginning of COVID-19, hospitals have seen a large increase in the number of patients, which has resulted in many nurses having to work longer hours.
Nursing staffing at hospitals, on the other hand, will be in short supply. Patients are obliged to stay in the institution for longer periods of time and are more likely to be readmitted if complications emerge as a consequence of a shortage of nursing staff. As a consequence of the present scenario, patients in need of emergency care may have to wait longer for their appointments. Wait times are increasing, and this is having a severe influence on the quality of care for patients all throughout the United States. It is becoming more common for nurses to be compelled to work longer hours in more stressful conditions, causing them to get weary and even injured by the end of the day. They are losing their excitement for their job and getting more disillusioned with their own efforts as time goes on. When these variables exist, it is easier for nurses to make mistakes and commit medical errors while on the job. Unfortunately, as a consequence of this, the quality of patient care is currently being jeopardized. An overworked or underpaid nurse may make blunders that may have been prevented had they been given more time. Nurse burnout may result in medication errors, overcrowding in the emergency department, and an increase in the number of patients who die (Catton, 2020). The nursing shortage is also having a negative impact on the financial health of hospitals. In order to keep up with the growing demand for nurses, healthcare organizations have become more competitive in the employment of nurses and in providing them with a fair wage. Increased sign-on bonuses, increased benefit packages, and hourly nurse compensation that is almost twice as much as it was before are now typical practice in hospitals.
Recommendation To The National Health Service In Order To Increase Nurse Retention And Recruitment
The National Health Service (NHS) should take these factors into consideration. The quality of employee orientation and work transitions may be increased, which will increase their satisfaction. There is evidence to suggest that new graduate transition programs have the potential to increase retention while also decreasing burnout. Employers that provide mentoring programs report an increase in employee productivity and retention as a result of their efforts. The turnover rate at Franciscan St. Francis Hospital and Health Centers in Indianapolis, Ind., decreased from 31 percent to 10 percent in two years following the installation of a preceptor program, thanks to the assistance of a mentor and preceptor (van Rooyen et al., 2018). Staff happiness, burnout, and turnover may all be decreased by making improvements to the workplace environment, and this is especially true for small businesses. Reduced weekly and incremental overtime, as well as the elimination of forced overtime, are all strategies for lowering turnover. 
Furthermore, the National Health Service should prioritize keeping and motivating its employees. Employee retention strategies are likely to be less costly than employee recruitment strategies since they are focused on keeping employees. Nurse turnover may be reduced if the organization's leadership is committed to the goal, and the staff is focused on developing and maintaining strategies and relationships with nurses in order to retain them (Malakoane et al., 2020). The creation of the "right" culture, the removal of bottlenecks, and the provision of resources are all things that will need continual leadership in order to be effective in enhancing job satisfaction and minimizing burnout. Develop nursing leaders and managers for the future of the profession. The level of nurse satisfaction, the pleasantness of the work environment, staff retention, and turnover may all be increased and lowered when there is excellent leadership in the nursing unit. 
Nurse executives must provide organizational leadership, as well as a stable nurse executive with opportunities for advancement, in order for nurses to advance to the position of leader. Nurses should be trained as people managers as a matter of priority. This should involve educating them how to provide and accept constructive criticism and praise, as well as preparing them with the information and skills to recognize and remedy poor performance when it occurs (Hartley et al., 2020). If an employee's professional aims and values are consistent with those of the company, their line manager should ensure that they have the information, skills, and competence necessary to perform their job duties successfully. They should put in place support and an action plan to aid the individual in growing if there is a poor 'match' between the person and their work function. In order to be effective, bad performance and behavior must be managed swiftly and effectively. Dealing with poor performance must be seen as a necessary aspect of improving quality and assisting clinical teams by the organization.
In conclusion, turnover rates are higher among newly qualified nurses, those working in specialty nursing professions, and potentially even those approaching retirement. Maintaining existing nurses is less expensive than the expense of recruiting, training, and placing new ones. A scarcity of nurses is a big challenge for many healthcare companies, and they must create efficient retention strategies in order to retain their employees on the job long term. Improving the working circumstances of nurses is one of the most effective strategies to keep them employed. Although a single method is unlikely to succeed in retaining nurses on staff, a range of techniques is more likely to be successful in keeping them on staff. Further investigation is necessary in order to determine the most effective approaches for nurse retention. Furthermore, the National Health Service should prioritize keeping and motivating its employees. Employee retention strategies are likely to be less costly than employee recruitment strategies since they are focused on keeping employees. Nurse turnover may be reduced if the organization's leadership is committed to the goal, and the staff is focused on developing and maintaining strategies and relationships with nurses in order to retain them.
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