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Introduction
Title of Academic Report – The challenge of retaining Nurses
In this Report, we shall cover the below topics and come to some recommendations -
· Data relating to how many Nurses have left and joined Nursing in recent years;
· The key factors affecting job satisfaction in Nursing;
· The possible affect of pay on retention;
· The possible effects of Staff shortages on Patient care;
· Conclusion : a recommendation on improvements that could be made by the NHS to improve the retention and recruitment of Nurses.
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Data relating to how many Nurses have left and joined Nursing in recent years
Since 2017, The Nursing & Midwifery Council (UK) have been running an annual survey to understand why People leave their permanent register.
[bookmark: _Hlk89559205]Just under 21,800 Nurses, Midwives and Nursing associates have left The Nursing & Midwifery Council (UK) permanent register between July 2019 and June 2020 (Nursing & Midwifery Council 2020).
In the Nursing & Midwifery Council (UK) annual report dated 20th May 2021, it gives us an annual registration data report for April 2020 to March 2021. Well over 15,000 more Nurses, Midwives and Nursing Associates are now registered with The Nursing and Midwifery Council (UK) compared to March 2020. The number of people leaving the register is at its lowest in five years, with fewer than 24,000 (23,936) people leaving in 2020-21 compared to a peak of almost 35,000 (34,941) in 2016-17 (Nursing & Midwifery Council 2021). 
Given the global shortage of nurses and the apparent haemorrhaging of expensively trained staff from the workforce, it seems incumbent upon educators, regulators, and health service providers to urgently work together to strengthen programmes and support mechanisms, before, during and after qualification. (Collard, Scammell, and Tee, 2020).
Nurses are vital to the functioning of our healthcare organisations and to the health of our nation. Excessive and unnecessary nurse turnover is costly and potentially dangerous. If the nursing community could successfully address turnover alone, the dilemma would already be solved. (Wallis and Kennedy, 2012).
A nurse named Hannah in a podcast by BBC (2021) mentioned that she got an amazing amount of appreciation from the public but no recognition from social media.
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The key factors affecting job satisfaction in Nursing
Job satisfaction is one of the crucial factors in medical health system staff. At least 50% of health services are provided by the nurses, and even in some countries, 80% of health affairs are done by the nurses. Thus, their satisfaction influences the organisational success and quality of health care. (Mousazadeh 2019).
 
Lack of job satisfaction in the long term disrupts the organisation and causes rebellion, absenteeism, and reduced sense of responsibility and commitment of nurses. 
Also, dissatisfaction with the job leads to medical and nursing errors, and other undesirable functioning. (Mousazadeh 2019).
On the other hand, increasing job satisfaction causes higher efficiency and a feeling of satisfaction. Individuals who feel satisfied with their job are more likely to stay in their job. (Mousazadeh 2019).
 
Nurses employed in the hospital, especially in the ICU, struggle with different issues such as, job features, workload, elevated level of physical, mental, and emotional stress in the workplace which may affect their job satisfaction, and they are mostly dissatisfied with their job. (Mousazadeh 2019). 

Below are some of the factors identified as affecting job satisfaction in Nursing –
Lack of proper equipment 
The availability of modern and adequate equipment is one of the essentials of providing useful care and the lack of equipment can lead to work disruptions, delays, lack of care and emotional exhaustion. (Mousazadeh 2019).
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Lack of knowledge and skill in Management 
Managers managerial skills and management knowledge have a direct impact on nurses’ satisfaction. Managers who have an authoritarian management style and it is committed by someone whom they like, they do not counteract it, or they behave normally. But if they do not like someone, they respond in the worst manner; that is, it seems regulations are not the same for all. Managers who improve group communication and promote positive emotions in the workplace lead to more effective employee activities as well as improved job satisfaction. (Mousazadeh 2019).
[bookmark: _Hlk89619998]
Excessive workload
High workloads and many work shifts take nurses’ energy and reduces their capability of working properly. The pressure of work has made them just a machine, and sometimes they do not even have a brief time for break. (Mousazadeh 2019).

It is vital to increase nurses’ job satisfaction because this has the potential both to improve patients' perceptions of care quality and ensure an adequate nursing workforce. The indirect relationships and predictors of job satisfaction contribute to a more comprehensive understanding of the complex phenomenon of job satisfaction, which in turn may aid the development of effective strategies to address the nursing shortage and increase the quality of patient care. (Lu, Zhao, and While, 2019).
[bookmark: _Hlk89619646]
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The possible effect of pay on retention of Nurses
A report carried out by the Institute of Fiscal Studies in 2021 (ifs.org.uk 2021) concludes the following –
· Despite pay regulation, annual earnings for nurses in the same role vary across the country. Basic earnings of nurses are governed by national pay scales, determined under Agenda for Change, which do not vary across the country. In recognition of potential staff shortages, trusts have some additional flexibility in using supplements to basic pay. The use of these supplements varies considerably across trusts.

· This variation in pay is dwarfed by much larger differences in the cost of living. Average house prices range from 2.5 to 14 times the average nurse earnings in the local area. This indicates that the relative value of nurse earnings varies considerably across the country.

· Trusts respond to these cost-of-living differences through several channels. These include offering extra hours of work to those who are not already full time, offering bank work and faster promotion if vacancies exist. Nurses can then choose to work additional hours, accept promotions, or leave the trust (either to move to another trust or to leave the NHS acute sector entirely).

· Increases in the cost-of-living lead to an increase in the earnings of nurses in the local area because of these trust and nurse responses. Much of this increase in pay is explained by an increased rate of promotion to higher bands (which in part may be required to fill any vacancies created by more senior nurses leaving because of the growth in cost of living), and therefore to a higher salary. Trusts also increase the amount paid in supplementary allowances, although these account for a relatively small share of average earnings (15% in 2018).

· However, nurses work fewer hours for NHS acute trusts in response to an increase in the cost of living. The number of non-bank hours falls in response to an increase in house prices. The likelihood of working any bank hours and, conditional on doing so, the earnings from bank work are also reduced.
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· Responses vary across pay bands. Band five nurses work more in response to an increase in the cost of living, while Band 6 nurses work less.

· A higher cost of living leads to an increased exit rate from the NHS acute trust sector and an increased rate of job changes between trusts. The median three-year increase in house prices of 13.9% between 2011 and 2017 resulted in a 1.8 percentage point increase in nurses leaving the NHS acute trust sector and a 2.4 percentage point increase in nurses switching between NHS acute trusts. These increases are equivalent to 11% and 22% of the mean exit and switching rates, respectively.

· Nurses in permanently high-cost areas also experience larger increases in earnings and in the probability of promotion than nurses in lower-cost areas.

· There are differences in the reaction of nurses across diverse groups. Younger nurses are more responsive to cost-of-living increases than their older peers. Part-time nurses respond to shocks by working more, while full-time nurses work less.

· There is slight difference in the reactions of nurses of different nationalities. British and non-British nurses are both more likely to leave or switch trusts, and more likely to be promoted, because of an increase in the cost of living.

· In sum, our report provides evidence that the existing national pay system does not provide trusts with sufficient flexibility to retain staff in the face of cost-of-living increases. Trusts located in areas that have a long-run prohibitive cost of living face particular difficulties. (ifs.org.uk 2021)
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The possible effects of Staff shortages on Patient care
[bookmark: _Hlk89641939]From a report by the Royal College of Nursing done in 2021 (New law in England must resolve nursing workforce shortages that compromise patient safety | News | Royal College of Nursing, 2021), they are stepping up demands to make the Health Secretary fully accountable for the planning and supply of Nursing Staff in England as the Health and Care Bill passes through Parliament. (New law in England must resolve nursing workforce shortages that compromise patient safety | News | Royal College of Nursing, 2021)
Their report mentions twenty-one times the Government has ignored warnings about the nursing workforce crisis since 2016. Health policy experts, parliamentary scrutineers and health watchdogs have repeatedly stressed the severity of staffing shortages engulfing the health and care sector. (New law in England must resolve nursing workforce shortages that compromise patient safety | News | Royal College of Nursing, 2021) 

RCN General Secretary & Chief Executive Pat Cullen said: “While Westminster was consumed by Brexit after 2016, there were more than 20 missed warnings given to ministers about the state of health and care staffing. (New law in England must resolve nursing workforce shortages that compromise patient safety | News | Royal College of Nursing, 2021) 

“New legislation has to resolve this gross oversight compromising patient safety, for the last time. (New law in England must resolve nursing workforce shortages that compromise patient safety | News | Royal College of Nursing, 2021)

“With ministers gambling on lifting COVID-19 restrictions and NHS waiting lists apparently set to soar to up to 13 million, the public cannot be put at risk a moment longer. (New law in England must resolve nursing workforce shortages that compromise patient safety | News | Royal College of Nursing, 2021) 
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“We went into this pandemic with almost 50,000 nursing vacancies in the UK – and the true scale of the shortage is unknown. The government has a once-in-a-lifetime chance to fix this problem and help a severely depleted workforce. If it does not take this opportunity, it won’t even have the capacity to deliver the law as it is currently set out.” (New law in England must resolve nursing workforce shortages that compromise patient safety | News | Royal College of Nursing, 2021).

The RCN insists key changes must be made to the Health and Care Bill to enable the workforce crisis to be addressed. These include:
· the publication every five, 10 and 20 years by the government of the workforce needed to deliver health and social care services based on population need 
· ensuring a senior nurse sits on the board of the new regional health and social care organisations (called Integrated Care Systems) 

· ensuring that the commissioning of services is done in partnership with local communities
· ensuring that the voices of experts such as royal colleges are part of the regulation of the profession.

The bill will now progress to the committee stage of the legislative process, when it will be scrutinised line by line by a group of MPs this autumn. At this stage we will be seeking substantial amendments to the bill so it addresses the needs of our members. (New law in England must resolve nursing workforce shortages that compromise patient safety | News | Royal College of Nursing, 2021) 
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Conclusion - a recommendation on improvements that could be made by the NHS to improve the retention and recruitment of Nurses
 
In conclusion, a few recommendations on improvements need to urgently be made to the NHS for it to improve the retention and recruitment of nurses.
The recommendations are as follows –
Flexibility 
Being more flexible to accommodate the needs of a diverse workforce, harnessing data to learn more about the workforce.
Continuing Professional Development
Acting to encourage and help Staff increase their skillset and promote working opportunities.
Discrimination prevention
Discrimination is harmful on many fronts. It is imperative that all members of the workforce feel welcome and as such an inclusive culture should be fostered.
Improving the narrative
Acting to change the negative narrative concerning the NHS through communication and engagement.
Establishing and improving Staff Banks
Reducing the need for Trusts to obtain temporary staff from agencies.
Valuing Staff
Valuing Staff and ensuring that they do not feel taken for granted.
Autonomy
Giving Staff the necessary autonomy to provide high-quality Patient care without being restricted.
Targeted wage increases
Preventing the NHS being outcompeted in specific circumstances and groups. (Bimpong 2019).
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