


 
 

holistically  recognise the workforce needs of the health and social  care system , 
includ ing an assumption that  all entrants into the nursing profession would choose 
NHS roles.  
 

2.2 Available estimates suggest  that the 50,000 more nurses  committed to by the UK 
Government in England will be insufficient to meet the  increased demand on the 
nursing workforce . Many stakeholders, including the RCN,  argue  that robust, 
independent projections of the future demand for and potential supply of 
registered nurses must be part of a shift to a sustainable, long -term approach to 
nursing workforce planning. v   
 

2.3 In the short term, immediate 



 
 

nursing students, it is the RCN’s  view that further reforms to the way nursing higher 
education in England is funded should be introduced. This includes reimbursing 
tuition fees, and/or forgiving current tuition debt for all nursing and midwifery 
students, as well as abolishing future self -funded tuition fees for all nursing and 
midwifery students xiii . Further to this, the RCN has consistently said that universal, 
living maintenance grants need to reflect actual student need in terms of living 
costs so students can focus on their studies wit hout experiencing financial and 
emotional stress xiv. 

 

2.7 In the medium and long -term, domestic supply of the nursing workforce must grow 
to keep pace with population and workforce demand. It is the RCN’s view that t o 
enable sufficient and  sustainable recruitment of nursing staff across health and 
social care now and in the long -term , including retaining those who might be 
considering leaving  and attract ing  leavers to return , pay and working conditions  for 
the nursing workforce  must  be improved.  
 

2.8 The RCN is asking for an NHS Agenda for Change pay award for the nursing 
workforce that  delivers an above inflation increase, and adequately rewards 
nursing staff fairly for the highly skilled safety critical work they do , and includes 
parity f or members of the  non-NHS nursing workforce.  
 

2.9 The RCN is calling on the UK Government  – currently through amendments to the 
Health and Care Bill  - to 





 
 

including for specific initiatives such as the costing and detail of plans to recruit 
50,000 more nurses . 
 

7.2 Data that shows a clear need for increased numbers in the nursing workforce 
should be used by the UK Government to determine the adequate numb er and mix 
of clinical staff required to provide safe and effective care that meets population 
need across sectors  and geographies . 
 

7.3 Publicly  available  national  data such as Office for National Statistics (ONS) 
population  figures and  projections , if not already used by the UK Government,  
should be used centrally to determine the number of nurses that should be 
educated  to meet long -term  need. For example, m



 
 

staff, nor did it inclu de staff in publicly funded social care and public health 
services xxiii .  
 

8.6 The UK Government must go further and develop a strategic approach to levels of 
CPD requirement , based on modelling of future service and population -based need, 
as well as correctly id entified skill mix and establishment xxiv . It is the RCN’s position 
that this should be ring -fenced for all nursing staff in all settings and sectors, as a 
critical aspect alongside pay progression and career development opportunities xxv.  

 
8.7 However, investment  in higher nursing education is not  aligned with the ambitions 

of the health and care service in England . The 2015 HM Treasury Spending Review 
cut 60% of the Health Education England (HEE) budget for Continuing Professional 
Development (CPD) for  NHS 



 
 

9.9  For too many nursing professionals, their salaries  have not kept pace with the 
continued increases to their living costs over the past decade, or been enough for 
them to feel fully rewarded for their work  - the impact of this on retention should 
not be underestimated. Registered nurses and nursing staff  must  receive a pay 
award that recognises the complexity of skill and responsibility nurses 
demonstrate , and which also recognises that the salaries nursing  staff receive has 
not kept pace with increases in living costs over the last decade xxxvi .  
 

9.10 The RCN is concerned that increased demand on the health and care system 
throughout the pandemic , in the context of prior existing high vacancies and 
unsafe working c onditions ha s meant  registered nurses and nursing staff are 
continuing to  shoulder a large and unsustainable workload.  
 

9.11 The most recent published NM C register data shows that the number of leavers 
has increased compared to the same period in previous years. xxxvii  
 

10 Are there specific roles, and/or geographical locations, where recruitment and 
retention are a particular problem and what could be done to addr ess this? 
 

10.1  No issues with particular areas of practice or geography can be effectively 
addressed without addressing the overall issue with the pipeline of supply when it 
comes to the registered nurse workforce.  The NMC leavers data is broken down by 
regis tration type, and also by UK/EU/non -EU registrants. The most recent NMC 
data shows  the number of nurses leaving the UK register increased by 11.3% from 
2020 to 2021  - with a total of 2,372 leavers. Whilst NMC data shows the field of 
practice nurses are registered in  



 
 

11 What should be in the next iteration of the NHS People Plan, and a people plan for 
the social care sector, to address the recruitment, training an d retention of staff?  

11.1 The latest iteration of the NHS People Plan pledged to grow the NHS workforce, 
however, it did not provide costs or a plan for how this w ould be delivered, and 
only outlined proposals for 2020/21 xli .The RCN is  





 
 

 
xiii Royal College of Nursing, 
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xli NHS Employers, Summary of the NHS People Plan 2020/21, July 2020: 
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