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With a membership of around 450,000 registered nurses, midwives, health
visitors, nursing students, nursing associates, nursing assistants, nursing support
workers and nurse cadets, the Royal College of Nursing (RCN) is the largest
professional body and trade union of nursing staff across the UK.



funding levers, can address the following five aspects of workforce identified by
the RCN, and could be included as policy options for member states to consider:

Clear accountability — Specific duties for government, national bodies,
commissioners and providers to make sure there are enough registered
nurses and nursing support staff, and other professional groups, to meet
patients’ and staff needs.

Right numbers and skills — Decisions regarding staffing levels for safe and
effective care should be based on assessment of local needs, evidence,
workforce planning tools, and the professional judgement of nursing staff
and senior clinicians.

Workforce strategy — A credible, fully funded strategy for tackling
registered nurse and nursing support staff shortages and those in other
professions, to meet the whole population’s health and care needs.
Workforce planning — Quality assurance of workforce planning within the
system for the right numbers and skill mix of registered nurses and nursing
support staff, alongside other parts of the workforce to deliver safe and
effective services.

Education — Governments should educate enough nursing students, as well
as invest in learning and development for existing staff, to equip the
nursing workforce to meet patients’ needs. As part of this, governments
must train enough clinical educators by supporting clinical academic roles
and supporting the development of, and access to, research development.
The SDNM does not currently refer to the vital roles of clinical academics
and researcher nurses so we recommend their inclusion.

With regard to workforce planning, we recommend that governments create and
fund workforce strategies that:

Determine current and future population need, based on open and
transparent data and engagement with stakeholders; and determine future
health care needs, for example disease trends and emergency response.
Include expected future demand for all health and care services.

Set targets for future workforce as the basis for funding the nursing
supply chain, including relevant higher education public bodies, and for
educating the existing workforce.

Recognise the profile and impact of health inequalities and utilise local
needs assessments to inform planning an



example genomics and digital health care skills. This requires investment but
strengthens the workforce considerably.

In order to increase recruitment and retention, we suggest including a number of
additional enabling actions. An












