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SECTION 1

Health workforce in Australia

There were more than 670 000 Number of health practitioners
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SECTION 1

Nurses and midwives in Australia

Nurses and midwives are
the largest group of
registered health
professionals in Australia, at
about 367K, registered in
2021 (55% of all registered
health professionals).

Workforce planning projections for the nursing
workforce show that in the medium to long- term
Australia's demand for nurses will significantly
exceed supply, with a projected shortfall of
approximately 85,000 nurses by 2025, and 123,000
nurses by 2030 under current settings.

Health.gov.au
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SECTION 1

Nurses and midwives by job role and job area

Registered Nurse Only, 278,912

Health.gov.au
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SECTION 1

Nurses and midwives by Local Government Area

The state of New South Wales Local Government Area
(NSW) has the highest 3
proportion of nurses and
midwives in Australia with
about 101K registered in 2021,
followed by Victoria (100K),
and Queensland (78K)

However, NSW has the lowest FTE rate (1075 FTE
per 100,000) followed by Western Australia (1,134
FTE per 100,00) and Victoria (1207 FTE per 100,000)

Powered by Bing
© Australian Bureau of Statistics
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SECTION 1

Nurses and midwives by employer and remoteness area

Public vs Private Remoteness Area
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SECTION 2

Nursing workforce trends

According to McKinsey 2021 Future of
Work in Nursing survey, one-fifth of
Australia’s registered nurses say they
intend to leave their current role in
the next year. Avoiding major staff
shortages will likely require targeted
interventions from stakeholders

McKinsey and Company: Future of Work in Nursing

Australia has nearly 300,000
registered nurses (RNs) and one of
the highest nurse workforce densities
of any OECD nation, yet it may soon

experience a worsening of current
shortages. Demands on nurses are
high and growing across the rapidly
expanding sectors of healthcare

Acute effects of the pandemic on
demands and workloads have
stretched the nursing workforce
more thinly and could cause a
significant increase in early exits from
the profession, further compounding
the anticipated shortage.


https://www.mckinsey.com/industries/healthcare/our-insights/should-i-stay-or-should-i-go-australias-nurse-retention-dilemma#/auth-download/%2F~%2Fmedia%2Fmckinsey%2Findustries%2Fhealthcare%20systems%20and%20services%2Four%20insights%2Fshould%20i%20stay%20or%20should%20i%20go%20australias%20nurse%20retention%20dilemma%2Fshould-i-stay-or-should-i-go-australias-nurse-retention-dilemma.pdf

SECTION 2

Next career steps for nurses planning to leave current position
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McKinsey and Company: Future of Work in Nursing



https://www.mckinsey.com/industries/healthcare/our-insights/should-i-stay-or-should-i-go-australias-nurse-retention-dilemma#/auth-download/%2F~%2Fmedia%2Fmckinsey%2Findustries%2Fhealthcare%20systems%20and%20services%2Four%20insights%2Fshould%20i%20stay%20or%20should%20i%20go%20australias%20nurse%20retention%20dilemma%2Fshould-i-stay-or-should-i-go-australias-nurse-retention-dilemma.pdf

SECTION 2

Factors influencing the decision

to stay in current position

The work environment is the most
important factor in nurses’ decision to
stay in their current role

Beyond remuneration, workplace conditions play a
critical role in retaining nurses. Many of the most cited
reasons for leaving— workload, understaffing, and

emotional toll on the job—relate to workplace conditions.

Conversely, the strongest drivers of decisions to stay
included a positive and safe work environment and the
opportunity to perform meaningful work.

Survey respondents expressed the desire for a safe
workplace, a positive and caring team environment, and
choices in working conditions. Respondents reported
increased recognition of individual nurses’ contributions
as the single most effective initiative to address well-
being, followed by more built-in breaks, additional
support, and open lines of communication.

McKinsey and Company: Future of Work in Nursing

Factors that would influence the decision to stay in current position,' % of respondents (n = 2027)
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https://www.mckinsey.com/industries/healthcare/our-insights/should-i-stay-or-should-i-go-australias-nurse-retention-dilemma#/auth-download/%2F~%2Fmedia%2Fmckinsey%2Findustries%2Fhealthcare%20systems%20and%20services%2Four%20insights%2Fshould%20i%20stay%20or%20should%20i%20go%20australias%20nurse%20retention%20dilemma%2Fshould-i-stay-or-should-i-go-australias-nurse-retention-dilemma.pdf

SECTION 2

Perception of support initiatives’ effectiveness

More recognition and built-in work
breaks stand out as the most
desired initiatives for supporting
nurses’ well-being

Caring and trusting colleagues were the primary driver
of retention. The pandemic introduced many nurses to
new ways of working that they found they prefer,
although they also have concerns that they may lack the
advanced clinical skills they need to be effective in

their roles.

Nurses also value control over their schedules,
ranking the three most important aspects of
workplace flexibility as control over time off, working
roster, and shift type

McKinsey and Company: Future of Work in Nursing

Perception of support initiatives’ effectiveness,! % of respondents (n = 2027

Ranking 1-2 3-4 5-6 7-8

More appropriately and
sufficiently recognising nurses
for their contributions

Embedding more breaks
into the working model

Increased availability and
accessibility of other support 30 25 28
resources

Creating and maintaining
open lines of communication

20

More actively monitoring signs
of nurse distress and proactively
reaching out

Evolving organisation's culture
to support talking about and L 04 25
seeking help

Facilitating greater personal

connections between 17 25 25
nurses
Increased availability and .
accessibility of mental-health 10 17 44
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SECTION 2

Nursing workforce supply and demand

Retention is the most powerful
approach to address short-term
supply challenges.

McKinsey encourages governments, industry
groups., and employers to deploy three-pronged
strategy - build, excite, and utilise to address the
nursing workforce supply challenges.

The most effective of the three strategies is to excite
the workforce, giving nurses as many reasons to
stay as possible. Retention is the most powerful
lever to address the short-term supply gap

Building the workforce can create a positive
feedback loop as increased and stable staffing levels
facilitate many of the retention practices

Employers could consider the composition and
capabilities of care teams to better utilise existing
skill sets and qualifications

McKinsey and Company: Future of Work in Nursing

Retention is the most powerful approach to address short-term supply challenges.
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SECTION 3

Healthcare Australia

Healthcare Australia

Overview: Australia’s leading provider of recruitment,
NDIS and Care services and Training. HCA connects
healthcare professionals, organisations, and people to
provide end-to-end healthcare solutions as needed.

Website: http://www.healthcareaustralia.com.au/

Company size: 501-1,000 employees
Headquarters: Sydney, NSW

Specialties: Agency nursing, Perm nursing, Locum
doctors, Nursing, Midwifery, Aged care, Medical, Rural
and remote, International resourcing, Training and
development, Workforce solutions, Allied Health
Professionals, Medical Imaging, Physiotherapy,
Audiology, Perm Doctors, Support Workers, Home Care,
Youth Workers, Disability Support Workers, Mental
Health, Welfare Supports, NDIS Registered Provider,
covid-19, emergency response, and acute.

16


https://healthcareaustralia.com.au/
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SECTION 3

YouandAus

YOU + AUS

You and Aus

Overview: You+Aus (You and Aus) is Australia’s largest
family of boutique healthcare agencies. You+Aus
supports both in recruitment and relocation of
healthcare staff to Australia.

Website: http://www.youandaus.com.au/

Company size: 501 -1,000 employees
Headquarters: Fitzroy, VIC

Specialties: General nursing, aged care nursing.
Midwifery, mental health nursing, ICU nursing,
community nursing, theatre nursing, pediatric nursing,
support workers, allied health — casual and permanent.


http://www.youandaus.com.au/
http://www.youandaus.com.au/

SECTION 3

Alliance Nursing

Q Alliance

Alliance Nursing

Overview: National strength. Local focus. Alliance
Nursing was born out of the passion of dedicated
healthcare experts. Alliance Nursing offers a combined
140 years' collective experience and a national network
right across Australia.

Website: http://www.alliancenursing.com.au/

Company size: 1,001-5,000 employees
Headquarters: Surry Hills, NSW
Specialties: Immunisation nurse, enrolled nurse,

registered nurse, assistant in nursing, specialist
registered nurse, aged care nurse, midwife


https://www.alliancenursing.com.au/
http://www.youandaus.com.au/

SECTION 3

HealthStaff Recruitment

Heal hStaff”

RECRUITMENT

HealthStaff Recruitment

Overview: HealthStaff Recruitment has developed
extensive expertise in both national and international
recruitment of Registered Nurses, Midwives, Doctors
and other Healthcare Professionals and specialised in
placing health professionals in position in Australia and
New Zealand.

Website: https://www.healthstaffrecruitment.com.au/

Company size: 11-50 employees
Headquarters: South Yarra, VIC

Specialties: Doctors, Midwives, General Practitioners,
Registrars, Psychiatrists, Occupational Therapists,
Dentists, Physiotherapists, Registered Nurses, Social
Workers, and Aged Care Facility Managers

19


https://www.healthstaffrecruitment.com.au/
https://www.healthstaffrecruitment.com.au/

SECTION 3

Bower Healthcare

Overview: A Sydney based nursing and community in-
home support recruitment agency, Bower Healthcare
provides specialist recruitment services within the
health care and community sectors, throughout the
Sydney metro area and further afield within NSW.

Website: https://www.bowerhealthcare.com.au/

Company size: 2-10 employees

Headquarters: Sydney, NSW

Specialties: General nursing, acute care nursing.
Midwifery, mental health nursing, ICU nursing,
community nursing, rural and remote healthcare, allied
health

Bower Healthcare 20
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SECTION 3

Digital healthcare recruitment platforms in Australia

4

uPAGED

UPAGED

Marketplace for healthcare workers

uPaged was born of an idea that there had to be a
better way for great nurses to get great nursing jobs
when they want; and for quality healthcare
organisations to find quality nurses quickly. since
then, uPaged has expanded across a range of
healthcare workers

Giving healthcare workers freedom of choice with
when, where and how they work, and control over
their careers, on a platform that showcases their
skills and expertise direct to the healthcare
organisations that engage them

Helping healthcare organisations solve supply,
quality, time and cost issues and eliminate labor-
intensive sourcing and administrative burdens

Internet

( zonda| :

ZONDA PEOPLE

Healthcare recruitment platform

Zonda People was founded in 2010. Since then, our
business has grown to become a specialist in
multiple industries, including Medical, Aged care,
Allied Health and Business Support. We pride
ourselves on our industry knowledge and vast
candidate networks, ready to support our Clients.

At Zonda People we work alongside our clients as a
trusted partner, developing a deep understanding of
their business to help them achieve their goals. We
know that every business is unique, just like every
candidate. We take a tailored approach to find you
the best candidate in market for your business.

/2, HEAD
v, J IHUNT

GO HEADHUNT

Nursing recruitment platform

Goheadhunt is the future of headhunting.
Candidates use the platform to create their profiles,
attend a virtual interview and get on the job hunt.
Employers use a search engine to find candidates,
lookup their profile, watch their interviews and
connect.

A digital marketplace designed to deliver a more
robust and inclusive recruitment experience for both
the candidate and employer, connecting them in a
more effective and efficient way than traditional
methods.

21
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Disclaimer: This document only contains general information and is not formal advice. The New Zealand Government and its associated agencies (‘the New Zealand Government’) do
not endorse or warrant the accuracy, reliability or fitness for any purpose of any information provided. It is recommended that you seek independent advice on any matter related to the
use of the information. In no event will the New Zealand Government be liable for any loss or damage whatsoever arising from the use of the information. While every effort is made to
ensure the accuracy of the information contained herein, the New Zealand Government, its officers, employees and agents accept no liability for any errors or omissions or any opinion
expressed, and no responsibility is accepted with respect to the standing of any firms, companies or individuals mentioned. Please understand that, although your specific needs may
drive the direction of our research, our reports are prepared for NZ exporters generally and are likely to be shared with multiple exporters and/or published on myNZTE.
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