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of  staff,  capture  and inte rpretation  of  meaningful  data,  and action  on key systemic  
issues.  
 

1.6 It is critical that the professional strategy prioritises and embeds a strong and 
consistent focus on equity, diversity and inclusion throughout. There must be 
recognition of the importance of addressing the experiences and impact of inequalities 
and discrimination, as well as fostering inclusion and diversity, within the nursing 
profess ion. 
 

1.7 It is important to acknowledge the context  �w�	�Z���	�%���w���	�ß�����Z���ê�����_�f���R���R�Z�K�Ã�Z�ê���}���	�R���Þ�ê�	�%����
developed, including unprecedented  systemic issues  and challenges facing the nursing 
and midwifery professions and the health and care system in England.  This include s 



 

 
 

Page 3 of 14 
 

1.10 The rate of nursing staff leaving the profession is also increasing: from 2019 -20 to 
2021-22 the number of nurses leaving the NMC register increased by 12%, while the 
rate of sickness and burnout is also rising. vii 
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across all health and care settings and provide nursi ng and public health advice across 
government policy.  
 

2. Workforce and people  
 

2.1. Globally, n
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nursing staff with protect ed characteristics. Furthermore, the diversity of the 
profession is not represented or reflected in nursing or wider health and care system 
leadership structures and there is a need for a priority  focus on equity, diversity and 
inclusion.  
 

2.6. The RCN believes that a professional strategy sh ould seek to celebrate the diversity of 
nursing and midwifery and clarify the principles and values of health and care systems  
to enable a diverse nursing profession as rooted in anti -racism , anti -sexism and anti -
discrimination. There should be a strong an d consistent focus on tackling inequalities 
and embedding equity, diversity and inclusion throughout the strategy, and ensuring 
that all nursing and midwifery staff have equity in relation to their careers, access  
adequate training and professional develop
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expertise
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accountable for providing advice about staffing levels, establishment, con ditions, skills 
mix. This advice should be based upon insight from nursing staff, research and data, 
�`�R�	�%�����Z���ê���…���_���R���%�`�K�R�	�%�����w�,�K���ÿ�,�K�ße standards.  
 

2.14. The CNO should be accountable for feeding this insight into decisions at national level, 
ensuring that ministers have access to recommendations and advice based on 
intelligence from the nursing workforce. To facilitate this, the CNO must put  in place a 
system to capture intelligence relating to  health and care workforce requirements,  
workforce establishmen t and sustainable staffing. Data and intelligence captured 
through this system should be published regularly to allow for clear scrutiny a nd 
ongoing transparency about decision -making.  The RCN is clear that the government 
must then be accountable for detai ling cross government policy interventions and 
investment to generate supply and retention to meet these requirements .  
 

2.15. To facilitate imp rovements in the workforce decision making process, in May 2021  the 
RCN published the first UK overarching Workforce Standards .xix  The Standards are 
designed to be used as a key tool for nursing workforce planning . They are a national 
blueprint for addressin g nursing shortages and set the standard for patient care and 
nursing in all settings. Implementing the RCN Workforce Standards could help to 
alleviate many of the issues which contribute to poor retention, such as access to 
training and CPD, unplanned ove rtime, short staffing, and a lack of flexible working. 
Impleme ntation of this tool will be beneficial for staff morale, patient safety and 
retention .  
 

2.16. The RCN recommends that the ���_�f���R���H�K�,�ÿ�ê�R�R�	�,�%�Ã�����R�Z�K�Ã�Z�ê���}���Ã���	���%���w�	�Z�����Z���ê��RCN 
Workforce Standards and advocate for the ir use at provider, commissioner and 
government lev el, with accountability for their delivery ; to be used as the basis for 
workforce decision making. This will help to ensure that determinations about 
registered nurse staffing is informed by leg islation, national regional and local policy, 
research evidenc e, professional guidance, patient numbers, complexity and acuity, the 
care environment and professional judgement.   
 

2.17. As the needs and expectations of patients evolve, this will require changes t o the scope 
of practice for registered nurses an d an increased use of nursing support workers to 
support and provide areas of care that may previously have been undertaken by a 
registered nurse.  While this is welcomed, the RCN would want to see greater s upport 
for this group of the nursing workforce  and actions  taken to ensure patients are 
protected from potential harm . This should be considered in the professiona l strategy  
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since the restructuring of public health in England, xxii  and is contributing to  many public 
health nursing staff feel ing under-represented and under -valued. The specific issues 
affecting nursing leadership across different parts of the system must be conside red 
and addressed, and the RCN reiterates our view that a professional strategy needs to 
be representative of the whole profession . It should seek to raise the profile of nursing 
and support robust, aligned, cohesive nursing leadership across all levels of  the system 
and decision -making, including public health and social care nursing, and for nurses 
working in the independ ent sector , education and research . 
 

3.5. It is also important to recognise t he significant pressures on nursing leaders  �û they are 
often dealing with significant system issues, including workforce shortages a.04 Tf

 n





 

 
 

Page 11 of 14 
 

adversely  affecting  �H�ê�,�H���ê���R health  and quality  of  life  and the  necessary  solutions.  In 
the  current  context  of  the  cost -of -living  crisis, this  has never been more vital.  The 
���_�f���R professional  strategy  should  explicitly  consider  how nursing  staff  can be better  
enabled  to  act  on health  inequalities  and contribute  to  health  equity.  This should  
include  a focus  on the  delivery  of  populatio
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workforce.  This includes spe cific action to address n ursing sho rtages across the whole 
range of services, including public health  where there are significant workforce 
shortages  (for example, since 2015 the number of NHS health visitors has decreased by 
42% and the number of school nurses by 28% ).  
 

4.7. The RCN would also  support the CNO in making  a strong case to Government for 
greater action across government to improve population health and health equity. This 
should include  ensuring that health and health equity are cross gove rnmental priorities, 
backed up by  a cross governmental strategy to improve health and address health 
inequalities ; ensuring that there is sufficient, sustainable funding and resources for 
prevention and public health to meet  demand ; and investing in growin g and developing 
the nursing work force , including public health nursing . 
 

5. Person centred practice and improving outcomes  
 

5.1. Nursing staff  play a vital role in patient reported outcome measures and experience 
which provides a barometer on which the quality of health care can be assessed . The 
RCN believes that g reater consideration in the development of nursing process and 
support in the deli very of person -centred care is important to ensure nurs ing staff  
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