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The Challenge of Retaining Nurses

Introduction
Within this report the challenges of retaining nurses are discussed. Several studies reported how job satisfaction among NHS healthcare staff was negatively impacted on by low staff morale, inept management, an inability to engage in professional development or to provide patients with the desired level of care. Currently the rate of nurse turnover is quite excessive, and the problem is more common in nurses at entry level. The strategy is practical in keeping nurses in a particular company, and this helps to retain the skills and knowledge accrued in the process of serving the organization. Nursing shortages have been a challenge for some time and will worsen over time due to people having chronic diseases. (Tolley, Khan,2020). It’s discussed of how many nurses have left and joined over the recent years, and the key factors of working within the job and the satisfaction affecting nurses pay.

How many nurses have left and joined in recent years
The number of staff nurses that have left increased over the years by 2%, there were also 469 fewer nurses in April 2017, also by 2019 they are planning on training and employing more doctors over the years and the UK is currently planning on hiring 13.5 per 100,000. The us currently trained more people than the UK but no more than Australia. There has also been a growth of hospital-based doctors but an increase of gp’s this also could be due to the coronavirus (Covid-19) and going into a lockdown for 18 months. This added pressure on nurses compared to the year before. Staff leaving the NHS can also have a big impact on the care that the patients receive due to there not being enough staff. Majority of the staff that leave are usually replaced; it was also proven that by 2016/17 the highest rates of nurses that left the NHS was Northwest London which is higher than the England average and London’s average came in at 21%. Also, it is not surprising that the staff shortages are due to being underpaid or being understaffed and the staff having to work twice as much for not enough money. (Seccombe, Gershlick, Charlesworth, Buchan, 2017) The overwhelming lack of support that the staff experienced led to their decisions to leave the clinical practice or the NHS, this indifference and lack of support allowed a culture of horizontal hostility (HH) and bullying in the workplace. Many of these incidents occurred when the study participant was a new nurse, yet they were the reasons nurses left clinical practice even years later. For many, this type of work environment was synonymous with clinical nursing, and this caused clinical nurses to not want to attend back into nursing any time soon.(MacKusick, Minick 2010) 


The key factors affecting job satisfaction in nursing
Job satisfaction is of interest to the people who work in organizations and those who study them, job satisfaction focuses more on the person about his/her job and the goals and aims they need in order to go into clinical nursing, and it's also how that person feels towards their careers. (Aiken et al. 2010) found job dissatisfaction was higher in the United States 41% followed by Scotland 38%, England 36%, Canada 33% and Germany 17%. It also stats that people are more than likely to leave their jobs in 12 months are people that live in the United States. (Tovey and Adams 1999) found that most of the nurse's dissatisfaction came from poor management, needful standards of care, understaffed, not earning enough money and working under tremendous pressure. Over the past year 69% of staff have felt that the morale has fallen, this also could have been caused from coronavirus (Covid-19) and all the people in general was currently in a lockdown which stopped people from leaving their homes, travelling to and from workplaces and losing their passion for their jobs and being scared to even leave their homes after being in a lockdown for the past 18 months. There have been several people that have had the chance to be able to study/work from home, while there have been people that cannot. Most of the staff leave their job is stress related. Nurses were more satisfied with communication with their supervisors and less satisfied with their organizational perspectives (Vermeir, Blot, Degroote, Vandijk, Mariman, Vanacker, Peleman, Verhaeghe, Vogelars, 2018)

The possible effect of pay on retention
Major challenges within children’s palliative care have sufficient effect on children, families and the nurses in their workforce. Staff retention fell between 2010/11 and 2016/17, and then over many years the variation of staff increased. In recent years it has caused an issue of recruitment and retention, and this is because of a shortage of qualified nurses, most of them believe they work tremendous hours and receive poor pay. (Seccombe et al; 1994, UNISON, 1996). 25% of people work between 5-9 hours a week and 15% are doing 10 hours or more, and the rest of those worked overtime and received no financial compensation. (Gordon and Denisi,1995) found that using data from three sectors asking questions to the public such as future expectations or intentions. Nurses provide a wide range of skills that require 24-hour patient care and working as a team/organization, it also comes with very many faults, and these can include dealing with death/dying patients, patients and their families, problems with their own peers and their supervisors, confrontations with the physicians and having too much workload for the hours that they work. A higher paid nurse is a happy nurse. Over the years majority of nurses don’t complain if they have any problems and therefore, they are never heard. You find the more qualified they are at their, they don’t benefit from their salary. Most don’t receive financial compensation and it has sufficient effects on people including their gender, race, marital status, children and their education. 

Possible effects of staff shortages on patient care
 Over 20 missed warnings were given to the parliament about the care staffing, while they were being occupied by the discussion of Brexit and going into a pandemic the shortage of nurses was unknown even though there were over 50,000 nursing vacancies in the UK. Covid-19 has given people fresh starts and made people rethink their careers moving forward. There has been an anticipated drug shortage due to covid-19 and the restrictions during the pandemic. Healthcare assistants are the ones that usually nominate themselves first to do any tasks, and feel they work more than the staff nurses. A drug shortage means that some patients are at risk due to them not being able to have their medication and because of this it can cause patients to have severe side effects such as patient deterioration, worsen the patient's illness, cancelled surgical procedures and prolong their stay in hospital with an increase of mortality and during these side effects they then can cause patients frustration, distress and confusion. (Badreldin, Atallah, 2021). Pharmacists have an important role within the industry they secure evidence-based medication for patients to improve their outcomes. They are also involved in preparing the medication and keeping it up to date and communicating with the suppliers. Some of the suppliers are often from places like China or India and due to the borders being closed there was a shortage of medication. Nursing homes across the country seem to have suffered the most because of there being staff shortages all over the world. During the pandemic there were so many shortages of equipment as hospitals had to use other hospitals' equipment which left some of them without anything. It has been reported that there have been almost 154,000 confirmed and suspected cases, majority of them have been in homes due to them being at high risk because of their age or disabilities (Abbasi,2020) Homes also felt that they weren’t being prioritized it was the hospitals that needed the most care.

Conclusion
The two main sources of job satisfaction were poor management amongst staff shortages, and improved working conditions they found were more important than their increased pay. They say the current vacancies are set to fall, nurses and health visitors left their roles in the NHS then joined in July 2017 and July 2018. (Beech, Bottery, Charlesworth, Evans, Gershlick, Hemmings, Imason, Kahtan, Mckenna, Murray and Palmer, 2017). NHS needs to provide high-quality training so that more nurses can become more qualified, and more training in the right specialties to meet that the nurses need, by doing this it can provide over 10,000 more trained nurses by 2024.  The NHS needs to provide additional support to students while they are undertaking their first graduate role, as this can become quite draining and severe. Leadership roles should be more supported within their roles and be upfront and honest in discussions that any deputy's may have for more development plans and opportunities (Cabral, Oram, Allum, 2018). Nurses also benefit from more support and mentoring and more communication and understanding of the ability to work in a professional manor, and this could encourage less retention, increased staff communication and financial support. Overall, there is room for improvement, current communications should be improved, and different strategies should be being used via different sections and hospitals. There would be fewer people leaving their jobs if they were support out there for the nurses. 
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