REGISTERED NURSES ASSOCIATION OF
THE NORTHWEST TERRITORIES AND NUNAVUT

Nurse Retention and
Recruitment Survey 2021
Draft Nunavut Survey Results Report
FEBRUARY 2022

Acknowledgements
This report would not have been possible without the support and funding
provided by the Government of Nunavut, Department of Health and the
Government of the Northwest Territories, Department of Health and Social
Services. Their assistance updating the survey questions and helping to contact
those nurses not registered through the Registered Nurses Association of the
Northwest Territories and Nunavut (RNANTNU), namely licenced practical nurses
(LPNs), and registered psychiatric nurses (RPNs), was greatly appreciated.
The President, Jennifer Pearce and Executive Director, Denise Bowen would
like to extend a sincere thank you to DPRA Canada who took the lead on the
development, implementation, and analysis of the survey. Their expertise
and skills in facilitation and survey development was instrumental in the
survey’s success.
We would also like to thank our Nurse Practitioner and Registered Nurse
members, and the LPNs and RPNs who completed the survey. The information
that you have provided is invaluable and will help to address the complex issues
surrounding the recruitment and retention of nursing professionals in the
Northwest Territories and Nunavut.

Jennifer Pearce RN
President, RNANTNU

Denise Bowen RN
Executive Director, RNANTNU

Draft Nunavut Survey Results Report | February 2022 iii

Executive Summary

Executive Summary
Introduction
Globally, the nursing profession continues to face critical shortages.1 Although
nursing shortages are the result of a complex interplay of numerous factors,
shortages are primarily caused by “…the increasing and more complex
demands for population health services coupled with a shrinking workforce,
with more nurses retiring from the profession and others leaving the
workforce altogether due to unhealthy work environments, characterized as
being overly burdensome and stressful”.2 In Nunavut (NU), the recruitment
and retention of nurses has been an on-going challenge for many years as a
result of additional factors such as remote isolated communities and lack of
adequate housing. The current COVID-19 pandemic has further exacerbated
an already critical situation. Understanding nurses’ experiences and
perceptions of their workplaces is essential for the successful recruitment and
retention of nurses in the NU.
The Registered Nurses Association of the Northwest Territories and Nunavut (RNANTNU)
recognizes that the issue of recruitment and retention of nurses in NU is a continuing priority
issue that must be monitored closely. Ongoing discussions with, and funding provided by, both
the Government of NU (GN), Department of Health and the Government of the Northwest
Territories (NT), Department of Health and Social Services supported the development and
implementation of this 2021 survey which sought participation from registered nurses (RNs) and
nurse practitioners (NPs)3, as well as licensed practical nurses (LPNs) and registered psychiatric
nurses (RPNs) working in both NU and the NT.
The NU results of this survey will be used by the GN, Department of Health to inform, plan and
implement effective recruitment and retention initiatives.

1

WHO. (2020)> State of the World’s Nursing 2020: Investing in education, jobs and leadership. https://www.who.int/publications/i/
item/9789240003279

2

Ingram School of Nursing McGill University. (2019). Global Shortage of Nurses. https://www.mcgill.ca/nursing/files/nursing/nurse_
shortages.pdf

3

Only RNs and NPs are registered with the RNANTNU.

iv

Acronyms
ANOVA

Analysis of Variance

CHN

Community Health Nurse

DHSS

Department of Health and Social Services

GN

Government of Nunavut

GNRP

Graduate Nursing Residency Program

GNWT

Government of the Northwest Territories

HR

Human Resources

LPN

Licensed Practical Nurse

NAC

Nunavut Arctic College

NP

Nurse Practitioner

NT

Northwest Territories

NU

Nunavut

OT

Overtime

PDI

Professional Development Incentive

PHN

Public Health Nurse

RN

Registered Nurse

RNANTNU

Registered Nurses Association of the Northwest
Territories and Nunavut

RPN

Registered Psychiatric Nurse

SCHP

Supervisor Community Health Programs

SPSS

Statistical Package for the Social Sciences

VPHN

Virtual Public Health Nurse
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Demographics
Registration Status, Age and Gender
RPN
NP
LPN
RN

519

328

They ranged in age from under 30 to
over 60 years, with the majority in the
31-60 year age range.

The majority of respondents were RNs
(64.8%) and nearly one‑quarter were
LPNs (24.5%) with fewer NPs (7.0%)
and RPNs (3.7%).

75.5%

A total of 847 nurses from both the NT and NU
completed the 2021 survey (response rate of 45%)
including 519 responses from NT respondents and
328 from NU respondents (confidence level
of +/- 2%, 19 times out of 20).4

4

86.5%

Most identify as women.

RNANTNU does not sort its membership by territory, so it is not possible to know how many RNs
and NPs currently working in NU were sent an invitation to take part.
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Current Work Location/Primary Place of Work
11.0%
Qikiqtani Region

34.3%

Kivalliq Region

26.3%

Kitikmeot Region
Qikiqtani General Hospital

28.3%

34.3%

Permanent Place of Residence
Only 29.0% of
respondents identified their
permanent place of residence
as Nunavut, while the remainder
reported Ontario, British
Columbia, Alberta, Nova Scotia and
Newfoundland and Labrador as
their permanent home.

Nunavut

29.0%

Ontario, British Columbia,
Alberta, Nova Scotia and
Newfoundland and Labrador

66.9%

Undisclosed

The majority of respondents working in the three regions permanently live outside of Nunavut
but the majority of nurses who work at QGH live permanently in Nunavut (66.7%).

26.3%

Figure ES1: Locations Where Nurses Permanently Living in Nunavut Reported Working

28.3%

18.9%

Qikiqtani Region

35.6%

11.0%

Kivalliq Region
Kitikmeot Region

21.1%

Of those who permanently
live in Nunavut, the largest
number work in the Qikiqtani
region and the fewest work in
the Kitikmeot region.

Qikiqtani General Hospital

24.4%

46.1%

Almost half of respondents
reported working primarily in a
Community Health Centre.5
5

vi

 ote: 9.1% of nurses whose current location of work in NU was Qikiqtani General Hospital also selected Community Health Centre as their
N
primary place of work; indicating they work at both places.
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Demographics
Nursing Experience / Years Nursing in NU/ Number of Years in Position
17.2%
10+ years

39.0%

46.5%

2 years or less

36.4%

More than one-third of respondents have 20 years or
more of nursing experience, while 3.7% have two years
or less of experience.

3–9 years

While 17.2% have been nursing in the territory for
10 years or more, 46.5% have been practicing in NU for
2 years or less and 36.4% for 3 to 9 years.

75.4%

Three-quarters of nurses have been in their current
position for five years or less.

Current Employment Status

20.4%

Indeterminate full-time employees represent
20.4% of respondents including 15.2% to 24.3%
of nurses working in each region.

5

45.5%

45.5% of nurses who work at QGH identified as
indeterminate full-time.5

78.1%

Casual and contract employees represent
78.1% of nurses.

Further investigation would be needed to determine why 15.2-24.3% of nurses in each region are indeterminate full-time employees while 45.5% of QGH nurses are indeterminate full-time employees. Between 19.0% and 31.1% of nurses in each region prefer this
employment status while 63.6% of QGH prefer indeterminate full-time status.
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Recruitment
Over half of NU respondents reported being satisfied/somewhat satisfied with the
recruitment process. Those who reported being unsatisfied/somewhat unsatisfied
identified long and confusing hiring processes, challenges navigating relocation,
lack of support, lack of formal orientation/onboarding processes, poor communication,
and lack of accessible and current information as key reasons.

15.2%

26.9%

57.9%

Satisfaction levels with recruitment could be improved by simplifying and streamlining
hiring processes, providing better orientation/onboarding, and improving incentives
(e.g., for signing on and staying, travel benefits). Just over half of nurses had received
orientation and felt that the orientation was sufficient and that it was tailored to
meet the roles and responsibilities of their position. Those who felt it was inadequate
noted that their orientation did not focus enough on the realities of working in
Northern communities, was not sufficiently structured or comprehensive, lacked clear
information about roles and responsibilities, lacked a formal buddy system, and did
not have a standardized list of information to cover. Orientation could be enhanced
through an increase in the orientation period, more targeted onboarding, and more
resource materials.

Received orientation

Quality and level of orientation
was sufficient

Satisfied / Somewhat satisfied

viii

Neutral

Somewhat unsatisfied / Unsatisfied

Orientation was tailored
to meet the roles and
responsibilities of the position

55.5%

52.2%

60.5%
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Working Conditions
More specifically, many expressed satisfaction with:
The amount of responsibility
they are given in their job

70.0%

The support they received from
other nurses and healthcare staff

59.3%

67.6%

All respondents

80.0%

QGH Nurses
Nurses in each region

63.2% – 68.5%

The quality of care nurses are able to
provide to their patients/clients6
All respondents

60.6%
76.0%

QGH Nurses
Nurses in each region

55.1% – 65.8%

More than half of respondents reported being satisfied
(very satisfied/somewhat satisfied) with their overall working conditions.

6

Note: While a number of nurses are satisfied/somewhat satisfied with the quality of care they are able to provide, a substantial number are
somewhat dissatisfied/very dissatisfied with the nurse to patient ratio.
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However, a number of nurses also expressed dissatisfaction (somewhat dissatisfied/
very dissatisfied) with:

When asked what makes their workplace great, respondents identified a
variety of positive aspects including:

41.7%

Continuing education opportunities

In-service and webinar opportunities

32.4%

Benefits

31.9%

The community

Local health centre staff

Variety of professional
growth opportunities

Commute

The landscape

Flexibility to
schedule my time

Nurse to patient/client ratio

30.3%

All respondents
QGH Nurses
Nurses in each region

Opportunities for social contact with
colleagues after work; more so by
nurses working in the communities
outside of Iqaluit

8%
27.1% – 37.9%

30.2%

Conversely, 66.5% of nurses reported having personally experienced
workplace violence and 80.5% reported having witnessed incidents of
violence in their own workplace.7

66.5%
7

x

80.5%

For the purposes of this survey, workplace violence was defined as including any event or situation which
could have or did result in physical or emotional harm to a staff member. This includes anytime that a person
is physically or verbally abused or threatened at work. Incidents can involve employees, patients/clients,
visitors and community members.
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Workload
Many respondents reported that staffing levels are not adequate to meet patient/client needs and they expressed concern about
negative impacts on patient care, staff and programs/services. They also commented that current management practices impede
effective staffing processes.

84.1%

67.5%

While the majority of nurses want to
work some overtime hours each week,
they do not want this to be an expectation
or to feel pressured/guilted into working
additional hours and, they want overtime
to be paid at a higher rate.

87.3%

62.9%

As it stands now, 45.2% find working overtime to
be stressful and report having no work-life balance
and concerns about quality of care.

45.2%

73.9%

More than two-thirds feel their current job is leading to burnout with 87.3% experiencing symptoms of burnout over
the past 12 months and 73.9% feeling that burnout has affected their work performance. Nurses reported the burnout
was the result of two main factors, management issues and inadequate supports.

76.2%
The majority of nurses also reported
spending a portion (up to several hours)
of their day on non-nursing duties.
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Professional Development
Professional development opportunities are important
with nurses indicating that in‑services and webinars and
continuing education opportunities are important.
100%

80%

95.6%

100.0%

60%

40%

51.8%

73.2%

62.9%

In-services/webinars

Continuing education
opportunities

In the last two years, the majority of nurses
participated in in‑services/webinars and/or
in continuing education.

22.0%

21.5%

Critical care

Skills/procedures

Clinical development

29.0%
Occupation-required courses

Nurses identified clinical development and
occupation-required courses as important areas
of educational opportunities.

19.3%
Primary care

14.3%
Acute care

Moving forward, respondents feel additional education is required in the areas of critical care, skills/procedures,
primary care, acute care, as well as areas such as:

20%

Mental health and addictions
0%

xii

In-services
and webinars

Continuing education
opportunities

Public health

Cultural competence

In order for educational opportunities to be more effective and accessible, respondents stated that they need
more educational leave/protected training time.
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Retention
Respondents identified a number of factors that would influence their decision
to continue practicing nursing in the NU, including income, flexibility of work,
opportunities for professional development, relationship with colleagues,
workload, and benefits.
More than two-thirds of nurses
(67.5%) have considered leaving
their job in the last two years
primarily because they feel
overworked, spend too much
time on paperwork, do not get
to spend enough time with their
patients/clients.
The key changes that could be
made to encourage nurses to stay
at their current jobs included:

Annual financial incentives

About half of nurses have
considered leaving the nursing
profession in the last two years mainly
as a result of burnout, staffing issues,
being physically tired/exhausted,
low morale, stressful work environment,
and a lack of good management
and/or leadership.

46.4%

6.1%

67.5%

10+ years

42.7%

51.2%

5–10 years
Immediately or when
the pandemic is over

66.9%

Ability to work
short-term contracts8

54.9%

Access to more professional
development opportunities

54.9%

Although about half of nurses do not plan to retire for more 10 years, 6.1% intend to
retire immediately/when the pandemic is over and 42.7% plan to retire in the
next 5–10 years.
There is an apparent disconnect between some of the working conditions responses
and some of the workload and retention responses (e.g., 59.3% are satisfied/very
satisfied with the overall working conditions but 62.9% feel that staffing levels are not
adequate to meet patient/client needs and 67.5% have considered leaving their job
in the last two years because of burnout). Further investigation would be needed to
understand these discrepancies.

8

Although this was desired by only 26.7% of QGH nurses.
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Comparison of 2005 and 2021 Surveys
The last Nursing Recruitment and Retention Survey was carried out in 2005. A lot has happened in NU and across
Canada in those 16 years. Although it was not possible to do a direct comparison between the 2005 and 2021 findings
because of differences in process (e.g., the 2005 survey only included RNs and NPs, the 2005 survey used 4-point
scales while the 2021 survey used 5-point scales), operational environment, and context (e.g., COVID-19 pandemic),
it was possible to compare some high-level thematic findings. These include:
• The percentage of nurses in 2021 who were over
the age of 40 years (63.9%) is still relatively high
compared to 2005 (70%), demonstrating a continued
lack of younger nurses.
80%

60%

70.0%

63.9%

40%

• In both 2021 and 2005, nurses expressed concerns
with the levels of staffing, indicating that they were not
adequate to meet patient/client needs.
• Similar to 2005, in 2021, a large majority of nurses
indicated they work overtime each month. The
amount of overtime nurses worked in 2021 increased
compared to 2005.
• In both 2021 and 2005, nurses indicated that the
amount of overtime they work causes them stress.

20%

• Similar to 2005, the vast of majority nurses in 2021
indicated that in-service/webinar and continuing
education opportunities are important.

0%
2005

2021

• In 2021, fewer nurses were satisfied with the
recruitment process than in 2005.
• Similar to 2005, nurses in 2021 expressed
dissatisfaction with aspects of the orientation process
and suggested similar approaches to remedy the
situation including increasing the length of time for
orientation, ensuring orientation is provided in a timely
manner, having dedicated and qualified staff provide
the orientation, and ensuring orientation is structured
and consistent.

xiv

• In both 2021 and 2005, nurses expressed high levels
of satisfaction with the opportunities they had to use
their skills and abilities to their fullest potential.

• In 2021, the factors that would most influence nurses’
continued employed – income, opportunities for
professional development, and relationships with
colleagues – were very similar to those in 2005
(salary, opportunities for professional growth, and
accommodation/housing).
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Conclusions
The findings of the Nunavut Nurse Recruitment and Retention 2021 Survey Report identify the factors that have affected, and
continue to affect, the GN’s ability to maintain a stable nursing workforce. They also identify strategies that may help promote
attraction and the sustainability of qualified nurses. The findings presented in the report provide an opportunity for the GN,
Department of Health to build on current system strengths and address the gaps and challenges that nurses identified.
Nurses are attracted to working in NU because they want to
experience the northern lifestyle, to work in small, remote
communities and to make an impact in the communities.
Nurses identified their community and the
staff they work with as the two key factors
that make their workplace great. By continuing to support
those experiences and opportunities along with more
comprehensive and structured orientation, the ongoing
ability to work to their full scope of practice, more in-service/webinar and
continuing education opportunities, and more supportive and healthy
relationships between colleagues and management,
nurse workplace satisfaction will increase and in turn, will
strengthen the retention of the current and future nursing
workforce in NU.
There is also a need to address the heavy workload, lack
of work-life balance, insufficient staffing numbers,
and the management of workplace violence. Nurses
are experiencing burnout and stress that is being
exacerbated by a lack of support and appropriate
response from management. Job-related stress can have
negative implications for the individual, the patients,
the organization and ultimately for both attracting and
retaining nurses in the territory.

In next 10 years, almost half of NU nurses are planning
to retire; about 30% of them in the next five years. This is
compounded by the fact that in the last two years more
than two-thirds of NU nurses considered leaving their
job. Nurses did indicate that changes such as receiving an
annual cash incentive, the ability to work short-term contracts, and having
access to more professional development opportunities
would make them rethink their desire to leave. The lack of
attention to the issues and potential remedies identified in
this report, could result in a loss of nurses to employment
opportunities in other parts of Canada or abroad.
Although this report is not intended to be a comparison to the 2005
report, it does indicate that while there have been some improvements
(e.g., decreasing age of the nurse workforce) and continued positive aspects
(e.g., opportunities to use skills and abilities to their fullest), there remain
many issues that are unresolved or have worsened since the last report
(e.g., inadequate staffing). These concerns must be addressed or NU may
face a decline in its current nursing workforce and a further deterioration of
the recruitment and retention situation.
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