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ABSTRACT



Aim the results of a review of the literature on registered nurses (RN) desire to leave their jobs or their profession.
The shortage of registered nurses is a global issue that, if not addressed, will result in a negative impact on the capacity to just provide greater medical care. If efforts to encourage retention are to be successful, it is critical to understand why RNs leave their jobs or career.
In order to locate United Kingdom research studies about RN intentions to leave their jobs or the profession, electronic resources were rigorously examined. The issue's most important findings were culled and combined. 
The different assessment methods, samples, and levels of departure intention made it difficult to compare or synthesize findings.
The organizational and personal elements that were determined to be influencing the RN intention to depart were separated out. 
The factors that lead an RN to decide to quit are complicated process that is influenced by both organizational and personal factors. More research is needed to better recognize how external factors such as job satisfaction relate to RN intention to leave.
The evaluation offers knowledge that might be helpful in developing and putting into practice measures to keep a nursing workforce that is sustainable.














INTRODUCTION AND RATIONALE


Over the years, the need for registered nurses has progressively gotten worse. Patients, prospective nursing students, and faculty members have all felt the effects of this scarcity. This literature review aims to pinpoint the root cause of the RN shortage and its consequences for the local and global population. This literature review includes a review of the literature on the nursing shortage and its detrimental consequences on the medical community and academic staff within the British National Health Service (NHS). There are numerous motivations for reducing the shortfall and growing the RN population, according to seven research journals, followed by a succinct conclusion.
A rewarding yet difficult job option is nursing, however, the RN responsibilities go beyond simply supporting the doctor during procedures. Instead, nursing professionals act as patient advocates, caretakers, educators, researchers, counsellors, and case managers in a collaboration with the doctor and the patient. The caregivers job involves providing the client with physical, mental, and emotional support while also upholding the patients dignity. A comprehensive approach to patient care is necessary for a RN to provide excellent treatment. In the field of nursing, it occurs frequently that many areas of practice must be examined by utilizing primary research from other academics. It is clear that nursing scholarship is essential to the field if an RN is to stay up to date with research and practice. The manner in which the fusion of art and science in nursing will be communicated to others, to the next generation, and through educational theory, however, lies at the very heart of this paradigm (Alligood & Tomey, 2002). To do this, however, calls for a fresh perspective on the paradigm of nursing leadership, as well as suitable integration of a more holistic and multidisciplinary approach to professional nursing.






METHODOLOGY & METHODS
[bookmark: _Hlk499540418]


To find the most pertinent articles about nursing shortages, a search was done on Google Scholar, Pubmed, Medline, the Royal College of Nursing (RCN), and the websites of professional associations were used to launch the search. The British National Health Service, the United Kingdom (UK), Wales, hospitals, patient outcomes, preventive, nursing faculty shortage, and nursing shortage were among the search terms used. The first search turned up 402 items, by limiting the search to only academic publications and research articles with full text accessible from 2000 to 2020, the search was further restricted to the evaluation of twelve journals. Based on the different types of research designs, seven of these journals were chosen to be included in the literature review, as well using the CRAAP was able to assess the reliability of sources, the CRAAP test plays a significant role in information literacy, and it consists of five basic parts: Currency, Relevance, Authority, Accuracy, and Purpose (Scribbr  2022).  



MAIN BODY OF THE 
LITERATURE REVIEW AND FINDINGS




In order to deliver a thorough and accurate literature review, the literature review used and researched reliable sources to shortlist the eight most trustworthy journals. As it is mentioned below, the journals are marked in alphabetical keys from A to H to represent them in this review. After reading the information in the journals and modifying the CRAAP test, it became clear that journal D is not pertinent and does not address and does not answer the questions. 
· Mind the gap: the extent of the NHS nursing shortage (A)
· Managing complexity of nurse shortages: A case study of bank and agency staffing in an acute care Trust in Wales, UK (B)
· The impact of Covid-19 on work, training, and well-being experiences of nursing associations in England: A cross-sectional survey (C).
· NHS payment reform: lessons from the past and directions for the future (D).
· In short supply: pay policy and nurse numbers (E).
· Leaving nursing: an event- history analysis of nurses careers (F).
· Investigating the quitting decision of nurses: Panel Data Evidence from the British National Health Service (G).
· Improving nurse retention in the National Health Service in England: the impact of job satisfaction on intention to quit (H).


According to the most recent NHS data, there seem to be 321,624 Certified Nurses working in the NHS, figures also include Health Visitors (NHS, 2022). At the exact same point in 2021, the NHS employed 311,137 RN and health care visitors (Nurses, 2022). The amount of nurses hired by NHS increased within a year by 3.37%, trying to match the increase in the total count of Rn on the NMC Register (NHS, 2022). Only journals G and H focus on the closure of wards and operating rooms, unfortunately, none of the journals go into great detail about this case. Every journal from A to H emphasizes the reasons why RN are leaving NHS England. All journals pay a lot of attention to job satisfaction which includes age, race, marital status, gender education, and children, journal H focuses on job satisfaction as well as high turnover and this means a high number of staff leaving employment in the set time, (Smart HR, 2023). Journals G and C go into considerable detail regarding how the NHS system is being impacted by the nursing shortage and what steps have been made to stop it by hiring agency and bank workers, due to this in general, temporary employees charge more per hour than equivalent-grade employees with solid contracts UK Parliament (2022). The most expensive supply of temporary employees typically comes from agencies. In 2016–17, NHS organizations in Wales spent more than £1.6 billion on agency workers (Audit Wales,  2019),  more than four times the amount spent in the previous year. Additionally, there have been significant rises in agency spending in other UK nations (Raynor et. al. 2019). Journals A, B, F, and H all concur that the NHS is seriously threatened by the nurses ageing population, 15% of registered nurses are under the age of 30, (Buchan and Seccombe, 2017). 23% of nurses who are 55 or older stated they intend to make changes to their work situation soon, with 13% planning to retire, 3% seeking employment outside of the nursing field, and 7% working part-time (NCBI 2021). In addition, 72% of those questioned said they would advise others to pursue a career in nursing. According to demographic differences, 80% of nurses between the ages of 19 and 39 said they would advise people to pursue a career in nursing, compared to 7% of nurses between the ages of 40 and 54 and 70% of nurses beyond the age of 55 (AML health care, 2023). RN inability to work flexible hours and shifts is discussed in journals B, E, F, G, and H, flexible shifts can be added to the same job satisfaction category and journal G is going into detail about dissatisfaction with RN working hours. The NHS took significant damage when the United Kingdom left the European Union, and journals A, E, F, and G detail how overseas nursing and healthcare workers kept the NHS operating, according to information in the journal E states that 3500 nurses from EU countries left NHS in 2016 (Buchan and Seccombe, 2017). According to many nurses in journal B, access to extra training is limited or not existing at all, journals A, B, C, G, and H explain this. Only journals E and G go into further detail or make any notice of the large turnover of nurses with a diploma and further education. There are far more men who leave the nursing profession than women,as noted in Journals B, F, and H. Only journal F has not made reference to policies or plans, and journal H has no information about security and high-quality medical care which is crucial in healthcare sectors. Only four journals E, F, G, and H have made the connection between RN shortage and waiting times, rising wait times, and issues with emergency treatment.

Job satisfaction

Many topics can be addressed in employee satisfaction SHRM, (2021), including working hours and family lifestyle, which is why RNs are leaving the NHS these days. The survey's morale score (5.8, down from 6.1 last year) has dropped to its lowest level since 2017, according to (DVV Media International, 2023), with growth in the proportion of employees considering changing jobs, feeling unable to meet all competing demands at work, and feeling ill as a result of work-related stressors (Webber, 2021). Thirty-one percent say they frequently consider quitting the NHS organization for which work, a four-point increase over the previous four years. Almost a quarter of nurses say will look for a new job in the next 12 months, the largest percentage in four years, and much less than 17% say will end up leaving as soon as they are offered another role CIPD (2022). When asked about work overload and resources, only 43% believe can meet all requirements for the time at work, a five-year low, and 27% believe the organization has enough staff to do the job properly, down from 38% last year. Harassment and discrimination are also prevalent, according to the NHS staff survey conducted by (NHS, 2021) twenty-seven percent have experienced harassment, bullying, or harassment from patient populations, service users, relatives, or members of the public, nearly 12% have encountered harassment, bullying, or abuse from managers, and nearly 19% have encountered harassment, bullying, or abuse from other colleagues, physical abuse from individuals in the general public and service users was reported by 14.3% (Gershlick, 2016).



High turnover and Low pay

Another major issue inside the NHS RN field is high turnover, according to (Vaughn, 2020), by emphasizing the scope of the NHS staff crisis, it is evident that Healthcare organizations need to do more to retain their current employees. Nursing workforce attrition, in particular, may have a significant impact on both consumers care and hospital finances (Jones 2007). A vast intense NHS trust, for example, may have over 3,000 nurses and a high turnover of 10-12% (NHS, 2023). This means that each year, over 300 student nurses must be hired, and it costs £12,000 to replace trainursesurse with full qualifications, compared to a minimum annual expenditure of £3.6 million (Nurses, 2022). Even a slight decrease in nursing turnover has the possibility to save a single NHS trust millions of pounds while also helping to ensure a happier and more efficient workforce. Medway NHS Foundation Trust, like other NHS organizations across the country, has attempted to address its RN retention issue (CQC, 2023). Including over 1,300 RNs and a yearly turnover of 14%, its working population team was eager to investigate novel ways to use data to enhance nurse retention, with the objective of creating a successful business model that could be replicated to assist NHS coworkers across the country, (Palmer and Rolewicz, 2022).


Safety and quality healthcare

There is a critical to delivering quality and safe healthcare and education to everyone, patients and staff, and all journals have discussed it thoroughly except journal H. Everyone is concerned about healthcare safety, people make mistakes, even when they have the best intentions increasing safety means lowering risk and minimizing mistakes in order to miss any harm. The NHS aspires to be the world's safest healthcare system (NHS, 2022), and provide nurses to spend the most time with patients, the same as any other healthcare worker, nurses capacity to work at a high level is critical to providing necessary care to patients, due to this nurses time or assets are lowered, and patients quality of treatment suffers (BMC, 2014). Different studies have different common denominators and connection between nursing shortage and improved patient, as nursing management struggle to minimize the effects of nursing shortage on service user’s support. Quality care has indeed been associated with the RN shortage’s impact on RN professionals in the following ways: lowered level of support, lower patient satisfaction level, increased patient deaths, overcrowding in emergency rooms, and medication administration errors. Nurses are all at danger of making mistakes while providing care because of the complex nature of their work. Nurses are understaffed in the absence of adequate staffing ratios, accountable for having to work with inadequate nurses may involve overtime work or regular extended shifts to care for even more sick people, which regularly leads to additional distractions and has been discovered to significantly increase safety errors. (RCN, 2010).
 


Gaps in the research 	

There are numerous research gaps for nurse practitioners and newly graduated nursing staff, and the transition to practice is a critical learning period that places registered hires on the route toward becoming expert practitioners. There was minimal to no acknowledgment of the recently registered nurses, patient safety knowledge in the literature. It should be noted that nursing is a complicated method that aims to address the most frequently asked scientific knowledge and practice questions (BMC, 2014). Furthermore, nursing theory frequently interacts with the nursing process in the following ways. The nursing process, in particular, is at the heart of nursing education, providing a theoretical scientific foundation for nursing care (NIH, 2022). Furthermore, the theory investigates the recurring patterns of nursing care organization, and scientific research in this area develops nursing models and rights, and the responsibilities of nursing staff at all stages of status and education. A nurse must be knowledgeable about extraordinary patient care, manipulation standards, procedures, and the mathematical formalism of the nursing process in order to apply an individual care plan (NMC, 2022). An expert begins to develop analytical reasoning and makes it look at the circumstance from various angles and sides after having studied the theory and realizing the key areas of nursing processes. A nurse considers, analyses, and draws conclusions based on their findings. Such elements aid in making informed decisions in practice while avoiding potential blunders. 
It is evident that more research needs to be conducted to find out why men are underrepresented in the health sector, more has to be achieved by promoting inequality in the workplace, and more should be done to motivate men to become nurses (Ford, 2022). In the UK, 11% of RN identify as male and 89% identify as female RN (Nurses, 2023). In the UK, are over 690,000 RN, according to the Nursing and Midwifery Council (NMC), only 10.8% of registered nurses were men in 2017. (NMC, 2017). According to Iduvo nursing is the most gender-preference employment in the UK, with only 74,580 male registered nurses, there for it was requested that the RCN Congress ask Local authorities to create and promote a strategic plan to employ as many men in the nursing field (Iduvo, 2022). Nursing in the UK is facing a staffing crisis, it is beset by an ongoing shortfall of RN and a loss of the ability to gain employment in all fields.  There have to be discussions about why a career path that offers a diverse range of beneficial career options is unable to fill positions and appeal to a large number of people. People seem so complacent in ignoring an obvious issue at a time when civilization had also managed to learn to embrace gender equality, men are vastly undervalued in nursing, unfortunatly the number of man working in nursing has not increased much over the last decade, the number of males on the NMC registration has increased by 0.1% since 2006 (NMC, 2017).














CONCLUSION AND RECOMMENDATIONS





 
The issue of how to address the persistent and rapidly deteriorating nurse shortage is a pressing one for policymakers around the UK. Despite this, and the fact that healthcare is one of the most populous occupations, there has been very little economic research into the workings of the registered nurse labor market over the last few decades. High turnover has a knock-on effect on staff morale and also has an effect on patient care, which is why individuals who have degrees are much more likely to quit nursing. Without a serious examination of its strategy to charge as well as the reason it intends and utilizes its healthcare workforce across the system, the NHS is not able to move towards success and deliver efficiency improvements and change services.


Recommendations 

The challenges confronting the healthcare system and the role of nurses are complex and numerous, as mentioned throughout this literature rewiev. Regulatory issues, expert tension to enlarged scopes of practice, healthcare system segmentation, insurance provider policies, massive turnover among nursing staff, and a shortage of diversity in the nursing field are all obstacles to nursing practise. Larger numbers, better planning, and greater variety in the student population and teaching staff, the working population, and the coterie of researchers are all needed in nursing education. New and current skills and knowledge, continuous learning, and multi-professional education are also required. The obligation for nurses to learn leadership skills is one of the nursing leadership challenges, cooperative environments in which nursing staff can learn and practice, and involvement of nursing staff at all levels from entry to senior management. Leadership positions range from students to the front nursing staff to registered nurse executives and researchers. Finally, comprehensive, fine-grained workforce data are required to determine the necessary skill balance between many nurses, healthcare professionals, and other healthcare providers for a changed national healthcare system and the practice environment.

Several of challenges have solutions that are well inside the scope of the nursing field, while others do not. A variety of constraints affect both the career path and the healthcare system as a whole. While regulatory and legal constraints influence advanced practice, the representative sample restrictions stem from a lack of resources in RN scopes of practice. available financially and humanely. These limitations are not novel, nor are they limited to the registered nurse. The economic environment has exacerbated some of the problems involved with all these restrictions while also emphasizing the necessity for change. To face these challenges, the registered nurse must be well-knowledged, team-oriented, able to adapt, and capable of applying skills and knowledge.

The registered nurse may never be large enough to meet the requirements of patients, student nurses, and the healthcare system. To make the most of the resources available in care settings, providers must collaborate effectively and efficiently. Patients and families, in addition to a variety of health such as nurses, healthcare professionals, chemists, occupational and physical counselors, physician assistants, and social services, must be included in teams. Health professionals must adopt the strategy of their license and education, and care teams must make the most efficient use of each member's education, skill, and expertise. Registered nurses, just as clinicians delegate to RN, should delegate to front-line carers including medical assistants and community health professionals. Furthermore, rather than detracting from patient care, technology should ensure smooth care that is centered on the patient. In regard to education, efforts need to be made to increase the number of RN who can serve as tutors. Meanwhile, curricula must be evaluated and streamlined, and techniques such as rising modeling and online education must be used to make the most of available faculty. Academic-practice collaborations must also be used to maximize resource utilization and widen clinical education sites.
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APPENDICES 

	Journals
	Database
	Search terms
	Notes/ comments 

	A
	Google Scholar
	NHS* and nurse* and shortage
	Was able to limit the search by choosing academic publications 

	B
	Royal College of Nursing
	Registered nurse* shortage in the NHS
	Choose full text accessibly

	C
	Medline
	Training, nurse, UK
	UK only

	D
	Google Scholar 
	NHS* AND pay*
	Not suitable

	E
	PubMed 
	Nurse and nurses shortage
	NHS and UK ONLY 

	F
	Google Scholar
	UK and NHS and nurse shortage
	Search between 2000-2020

	G
	Royal College of Nursing
	Nurse* AND working conditions
	Working in the hospital sector

	H
	Google Scholar
	Nurse shortage impact on the NHS
	UK only
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