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Abstract 41 

The Royal College of Veterinary Surgeons is dedicated to empowering Registered 42 

Veterinary Nurses (RVN) and ensuring that they are valued members of the workforce 43 

within the United Kingdom. However, this is not always reflected by the RVN 44 

themselves who state that although they derive satisfaction from working with animals 45 

and within a profession that makes a difference there are areas in which they are not 46 

currently satisfied such as pay scale and recognition. Responses to a questionnaire 47 

were analysed using a mixed-methods design to determine current factors affecting 48 

job satisfaction utilising a deductive and inductive approach. The questionnaire 49 

reached 205 RVN that were currently working in practice within the United Kingdom 50 

and respondents were divided between remaining at their current practice (n=101) and 51 

finding alternative employment (n=80); those who stated that they were happy in their 52 

job role were more likely to want to remain there. Themes relating to positive and 53 

negative job satisfaction were reported and used to devise strategies employers and 54 

employees could use to increase or maintain overall satisfaction of RVN. Focus is 55 

needed on support and communication within veterinary practices, support for 56 

appropriate delegation, linked to recognition of their role, and support from educators 57 

to prepare students for the role of the RVN. Although the questionnaire did not reach 58 

the targeted sample size responses were in line with previous data indicating that 59 

changes that may been made to the roles of RVN in the United Kingdom have not 60 

improved job satisfaction scores sufficiently.  61 

  62 

Introduction 63 

 64 

Since 2012, when the Royal College of Veterinary Surgeons (RCVS) stated that there 65 

was a shortage of Registered Veterinary Nurses (RVNs) in the United Kingdom (UK), 66 

there has been a 45% increase in RVN numbers. Research, however, suggests that 67 

RVNs may not be satisfied with pay scales, working conditions and support in the 68 

workplace1–3 and whilst figures indicate that RVN numbers are increasing,4 annually 69 

5.8% of nurses are consistently leaving the Register. Maintaining a sufficient amount 70 

of experienced RVNs is crucial for the veterinary profession to ensure that there is a 71 

bank of nurses that are able to pass on their knowledge and expertise to new 72 

generations3 and prevent them from relocating to non-clinical areas of the 73 

profession.1,5 Surveying RVNs on their perceived levels of job satisfaction in 2019 74 

would therefore provide up-to-date data which could be used to support future reviews 75 

of the RVN role.  76 

 77 

Responses from the most recent RCVS Survey of the Veterinary Nurse Profession in 78 

2019,6 indicated that 24.8% of those questioned were considering leaving the 79 

profession, an increase of 4.8% from its predecessor.7 In 2014 the survey 80 

demonstrated that 40% of respondents, RVNs, non-practicing RVNs and student 81 

veterinary nurses (SVNs), would not consider training for the profession if they had the 82 

opportunity to ‘start again’”. These results suggest that a substantial proportion of 83 

respondents may be dissatisfied with their career, however the reasons linked to 84 

dissatisfaction where not evaluated in these studies. The 2019 survey highlighted four 85 

96key areas centering on job satisfaction and motivation that should be researched to 86 

try and reverse the trend of veterinary nurses leaving the profession and therefore 87 

prevent a potential shortfall of RVNs. These key areas related to improving 88 

management capabilities, rewarding expertise of RVNs, better education about the 89 

role of the RVN and a pay scale that reflects the nature of the work.6 Amendments 90 



have also been made to Schedule 3 (order 2002) of the Veterinary Surgeons Act 1966 91 

to allow more clinical tasks to be delegated to veterinary nurses.8 The changes may 92 

support research that states variety, within the role of an RVN, as being the main 93 

reason for job satisfaction6.  Contemporary analysis of whether these issues remain 94 

causal factors within RVN retention and job satisfaction is warranted to determine 95 

whether job satisfaction is affecting longevity of the nursing role.   96 

 97 

Within educational settings, academics in the UK prepare students for the role of the 98 

RVN through modules which focus on placement within a veterinary practice, 99 

understanding the organisational structure of the veterinary practice and 100 

acknowledging the requirements for becoming a professional within a veterinary 101 

practice. The knowledge learned and skilled developed through this process are 102 

essential for preparing student veterinary nurses for their career.8 The 2014 RCVS 103 

Survey of the Veterinary Nursing Profession7 included student veterinary nurses who 104 

stated that they were not satisfied within their roles so far, if data from the research 105 

suggests that RVNs are currently not happy within their job roles it would be interesting 106 

to continue research into this area to determine if strategies could be put in place for 107 

the next generations of RVNs graduating in the UK.  108 

 109 

Despite industry consultation identifying poor pay as a driver for reduced retention in 110 

RVNs,8 it is suggested that RVNs are intrinsically motivated to remain in the profession 111 

by their desire to promote the welfare of animals.3,9,10 Factors such as poor job 112 

recognition and low salaries could  explain why RVNs may be experiencing job 113 

dissatisfaction and how this might impact retention rates in the profession.3,11,12 114 

Associations have also been made between poor and reduced job satisfaction and 115 

retention in human nursing13,14 with low salary scale, personal health and length of 116 

time in the position consistently reported. In human nursing it has been reported that 117 

length of service can be linked with an individual’s ability to cope with problems in the 118 

workplace15 and it is recognised worldwide that satisfaction within the medical 119 

profession varies.16 It is therefore important to consider these motivators to determine 120 

if strategies for employers and employees need to be informed regarding increasing 121 

job satisfaction for RVNs in the UK.15 Previous research suggests that developing 122 

strategies within the veterinary workplace could have a positive effect on the job 123 

satisfaction of personnel.19   124 

 125 

Currently, a range of research is being conducted in and around the veterinary industry 126 

in regards to work place stressors and job satisfaction.16–18 However this work seldom 127 

centres on RVNs, focusing instead on Veterinary Surgeons, despite research 128 

highlighting “significant” issues within the sector for RVNs as a part of the veterinary 129 

team.23 Research into job satisfaction of VSs indicates that the workload is stressful, 130 

however, overall they are satisfied with their chosen profession,24 similarities can be 131 

detected from the 2014 RCVS survey in which RVNs also stated that the role was 132 

stressful but that making a difference to animals lives was worthwhile.3 Going forwards 133 

research in this sector must focus on all key stakeholders including RVNs. Further 134 

work determining how satisfied RVNs are within the veterinary nursing role is 135 

warranted to provide a baseline for future research in this field. Therefore, the current 136 

study aimed to determine if Registered Veterinary Nurses, based in the United 137 

Kingdom were satisfied in their current job role and to use this information to develop 138 

and propose potential strategies which employers or employees could adopt to 139 

enhance job satisfaction in RVNs. 140 



 141 

Methodology and Methods 142 

 143 

SurveyMonkey® was used to create an online questionnaire, with 3 sections and 24 144 

questions. It was adapted from two previously validated surveys: the RCVS Survey of 145 

the Veterinary Nurse Profession6,22,23 and the Satisfaction of Employees in Healthcare 146 

Survey.24–26 The survey was made available between December 2019 and January 147 

2020, and the research aimed to assess a sample of self-selecting RVNs to determine 148 

factors that influenced job satisfaction. Utilisation of unbiased open and closed 149 

questions: “Please state how long you have been a Registered Veterinary Nurse” and 150 

“Are you happy in your current job role?” allowed for appropriate conclusions to be 151 

made from the data collected. Alongside this a 16 item, 4 point (Strongly Disagree, 152 

Disagree, Agree, Strongly Agree), Likert scale examined areas such as “I am 153 

appropriately recognised when I perform well at my regular work duties” and “I have 154 

learned many new skills in this position”.27  155 

Questions were designed as check box or multiple choice to streamline the 156 

questionnaire and allow for quantitative data analysis, however, comment boxes 157 

followed many of these questions to ensure that the participants were not restricted in 158 

their ability to answer accurately.28 Five questions within the survey were open-ended 159 

to allow for qualitative analysis to be conducted.  Section 1 of the questionnaire, “About 160 

You”, aimed to develop an understanding of the backgrounds of the participants29 by 161 

determining information such as, how long they had been in practice, their sex and 162 

when they qualified. Participants then entered the “About Your Practice” section which 163 

collected information to determine aspects such as benefits provided and rota 164 

patterns. The final section “About Your Job Satisfaction” highlighted positive and 165 

negative elements that the participants felt may affect their satisfaction in the work 166 

place. Data were collected via a series of Likert scale questions (Strongly Agree: 4; 167 

Agree: 3; Disagree; 2; Strongly Disagree: 1) which highlighted elements which may 168 

affect job satisfaction and subsequent open-ended questions which allowed 169 

respondents to state individual factors connected to their job satisfaction. It was 170 

important to ensure that only practicing RVNs were targeted to allow the results to be 171 

generalised to the larger population if an appropriate sample size could be obtained.2,6 172 

Inclusion and exclusion criteria were applied to the participants and skip logic was 173 

utilised to prohibit continuation if the participant was not a practicing RVN by 174 

embedding the question “Are you an RVN that is currently working in a veterinary 175 

practice?” (Table 1).  176 

 177 

(Place Table 1 here) 178 

 179 

A sample size calculator was used to determine the ideal sample required from the 180 

population of 18100 Registered Veterinary Nurses4 to reliably represent the opinions 181 

of RVNs and meet standard power assumptions.30 A confidence level of 95% and 182 

margin of error of 5% was used to calculate that an ideal sample of 377 was required.31 183 

Using a convenience approach to sampling19 the survey was posted to relevant social 184 

media sites, such as Vet Nurse Chatter. The Veterinary Times and Veterinary Nursing 185 

Times. The Royal College of Veterinary Surgeons and British Veterinary Nursing 186 

Association were also approached alongside corporate veterinary practices who were 187 

asked to forward the survey to their employed RVNs; it was not established whether 188 

all of these routes were participating. Parallel to this a snowball sampling method was 189 



utilised to increase distribution within targeted industry professionals and their network 190 

of contacts36,37.  191 

 192 

The survey began with demographic profiling of respondents to identify factors which 193 

may affect their level of satisfaction in the workplace.32 Categorical data, such as 194 

gender, current practice type and job title were collected and subsequently analysed 195 

using frequencies, and reported as medians and interquartile range.33 Continuous 196 

data, which included age and length of time registered, were reported as mean and 197 

standard deviation.33  198 

 199 

Categorical data were numerically coded to allow responses to be grouped to aid 200 

statistical analysis. Ratio data were not coded and therefore remained in their original 201 

form. Statistical Package for the Social Sciences Version 26 (SPSS) was used to 202 

analyse quantitative data after it was determined it did not meet non-parametric 203 

assumptions.33 A series of Kruskal Wallis analyses identified if differences existed 204 

between respondent ratings for Likert scale questions (Table 2), across the cohort and 205 

between type of practice, job roles, pay scales and age.35 Where significant differences 206 

occurred, subsequent post-hoc Mann Whitney U Tests established where differences 207 

occurred between groups.36 A 2-Way Anova determined if significant interactions 208 

occurred between variables37 (Table 3) before a Binary Logistic Regression Test was 209 

run to estimate the probability of participants using the dichotomous independent 210 

variable: happy or not happy in their job role against the dependent variables.38 Finally, 211 

a Receiver Operating Characteristics Curve was produced to determine the strength 212 

of respondents declaring they were not happy in their job role. 213 

 214 

(Place Table 2 here)  215 

 216 

(Place Table 3 here)  217 

 218 

To capture patterns from the qualitative data, the six step thematic analysis approach 219 

was adopted.39 This method allowed for key concepts to be identified and pooled and 220 

provided a starting point from which strategies for employers and employees21 could 221 

be developed. Themes were selected from the qualitative data to allow for individual 222 

thoughts and feelings to be accessed for a deeper insight than can be gathered from 223 

quantitative analysis.45 The objective was to highlight the range of opinions on job 224 

satisfaction rather than quantifying the prevalence of respondents with these opinions. 225 

Themes from previous research had been identified, such as pay scale, well-being 226 

and recognition from colleagues,3,11,12 further themes, as they became apparent from 227 

the questionnaire, were amalgamated to compile a definitive list. Themes from 228 

previously published research that were not represented within this collection of data 229 

were removed because they were not considered current factors affecting job 230 

satisfaction within this sample. Once new themes were no longer being identified 231 

within the responses data saturation was deemed to have been reached and the 232 

scrutiny of the transcripts was ceased.40 To allow for an in-depth look into factors 233 

affecting job satisfaction participants were asked to provide an explanation to the 234 

question “where do you see yourself two years from now”, alongside stating factors 235 

which positively and negatively affect their job satisfaction. To ensure that data were 236 

reported fairly the researcher was mindful of not re-interpreting participant’s responses 237 

and that all qualitative data were sanity checked by the second author to verify the key 238 

themes.41,42  239 



 240 

Ethical Considerations 241 

 242 

Legal and ethical requirements were met and processed through the Hartpury 243 

University Ethics Committee.  244 

 245 

Results 246 

 247 

About You 248 

 249 

A total of 205 RVNs currently working in veterinary practices within the UK completed 250 

the survey, representing a margin of error of ±7% at the 95% confidence interval level, 251 

for standard power assumptions. The majority of respondents were female (98.94%; 252 

n=187), therefore the effects of gender on job satisfaction were not analysed. Ninety 253 

four percent (n=177) of respondents did not have a disability that affected the work 254 

that they could do. Approximately 25% (n=50) of respondents were responsible for 255 

dependents: child/children 25.93% (n=49) and vulnerable adult 0.53% (n=1). Ages of 256 

respondents ranged between 16 and 60 years old with 84.13% (n=159) within the 21-257 

40 age brackets. (Figure 1). 258 

 259 

No respondents held a qualification relevant to their vocation higher than the Diploma 260 

in Advanced Veterinary Nursing with 67.2% (n=127) of respondents holding the 261 

Diploma in Veterinary Nursing, the minimum level of qualification necessary to become 262 

an RVN (Figure 2). The time period that respondents had been qualified for ranged 263 

from less than one year to 31 years (n=152) with a mean time period of 6.4 years. The 264 

mean age of respondents when they entered the Register of Veterinary Nurses was 265 

24.5 years (n=147).  266 

 267 

About Your Practice 268 

 269 

Pay scale of respondents ranged from less than £10,000 to more than £30,000 with a 270 

median of £20,100 to £25,000 per annum (Figure 3). Approximatelly 67% (n=122) of 271 

respondents worked 31 - 40 contracted hours per week with contracted hours ranging 272 

from less than 15 to more than 45 across all respondents. All respondents reported 273 

working extra hours outside of their contracted hours. Whether RVNs  were 274 

renumerated for additional hours varied, with 33.70% (n=61) paid for out of hours 275 

compared to 6.08% (n=11) who were not, and 70.72% (n=128) paid for overtime with 276 

24.31% (n=44) not paid. 277 

 278 

The majority of RVNs worked in First Opinion Small Animal Practices (n=136) with 279 

only 0.55% (n=1) working within an Equine Practice. Most respondents either worked 280 

in Corporate (48.62%) or Partnership/Sole Trader Veterinary Practices (43.09%) 281 

whilst 8.29% (n=15) worked for University Practices, Charities or where unsure of their 282 

practice type. Over 90% of respondents indicated that they had uniform supplied for 283 

them (n=172), 87% were provided with a CPD allowance (n=158), 85% received 284 

reduced veterinary bills (n=154) and 82% had their RCVS Registration paid (n=149). 285 

Additional benefits recorded (11%; n=19) included Health Insurance Cover, 286 

Association of Veterinary Anaesthetists Membership, a pension scheme, VDS cover 287 

or enhanced holiday allowance. Respondents worked for a varying number of 288 



veterinary practices after qualifying, with a range of 0 – 20 and the mean number of 289 

years that the RVNs had worked for their current practice was 3.7 years (n=147). 290 

 291 

All respondents were asked if they were happy in their current job role and where they 292 

saw themselves two years from completing the questionnaire (Figure 4). Respondents 293 

were divided between wanting to remain at their practice as an RVN (55.80%; n=101) 294 

and seeking employment elsewhere (44.20%; n=80) (Median±IQR: 1±1). RVNs 295 

stating that they were not happy in their current role indicated that they would not be 296 

continuing to work in the same practice.  297 

 298 

RVNs were asked to explain where they saw themselves two years from now, 299 

responses where categorised into two main areas: 1) Stay and 2) Go.  300 

 301 

(Place Table 4 here) 302 

 303 

Those who stated they would stay did not always do so with full enthusiasm: 304 

 305 

“[I am] Tied into my practice for 3 years after completing my training!” (Respondent 306 

155) 307 

 308 

However, others clearly wanted to continue in the practice in which they are currently 309 

employed:  310 

 311 

“My team is amazing and I will happily stay working for them as long as they will 312 

have me!” (Respondent 57) 313 

 314 

Responses to whether RVNs were happy in their current job role or not were very 315 

varied: 316 

 317 

“[I] Love my job, the autonomy we have, the respect from employer & opportunity to 318 

develop specialist area in line with clinic priorities” (Respondent 56) 319 

 320 

“I feel unfulfilled and that being a veterinary nurse was not the right choice for me” 321 

(Respondent 47) 322 

 323 

“There are good days and bad. I would say I’m happy 50% of the time” (Respondent 324 

158) 325 

 326 

About Your Job Satisfaction 327 

 328 

Respondents who stated they were happy in their current role consistently rated job 329 

satisfaction higher than those that were unhappy across all statements evaluated 330 

(P<0.05; Table 2). RVNs within the age range 36-40 years rated the ability to 331 

communicate with colleagues higher than those in the 41-45 range (P<0.05) (Figure 332 

2) whilst 26-30-year olds stated they were used to their full potential more than 41-45-333 

year olds did (P<0.05). RVNs rated their workload and availability of resources more 334 

favourably than senior ranking RVNs (P<0.05) (Figure 2).  335 

 336 

(Place Table 5 here) 337 

 338 



An interaction was determined between where repondents saw themselves two years 339 

from now and whether they were happy/not happy in their current job role (P<0.05). 340 

Logisitic regression identified that respondents who currently rated themselves as 341 

happy in their job role were 3.88 times more likely to  see themselves working in 342 

veterinary practice in 2 years time than those that were currently not happy in their job 343 

role (CIs: 2.22 to 6.66 P=0.0001). The predicatibility of the model to identfy factors 344 

which predicted if RVNs were not happy in their job was very good at 84.5% (ROC: 345 

0.845).No relationship existed between the other dependent variables evaluated and 346 

job satifaction within multivariable modelling (P > 0.05).  347 

 348 

RVNs were finally asked to explain what factors affected their job roles linked to their 349 

internal work environment and external personal circumstances. Four positive themes 350 

related to positive job satisfactions emerged 1) interactions with colleagues and 351 

clients: 352 

 353 

“Good relationship with [and] helpful feedback from colleagues” (Respondent 21) 354 

 355 

2) support from management: 356 

 357 

“Feeling appreciated, valued, encouraged, supported. without time or financial 358 

restrictions…affecting…care.” (Respondent 88) 359 

 360 

3) the ability to be involved with clinical practice: 361 

 362 

“Interactions with patients, making a difference daily” (Respondent 7) 363 

 364 

and 4) having support from those in their private life, such as family and friends: 365 

 366 

“A supportive family” (Respondent 177). 367 

 368 

Six themes were felt to have a negative effect on job satisfaction:  1) a lack of respect 369 

within the workplace: 370 

 371 

“Nurses aren’t respected in the industry. We are thought of as “just a nurse”. 372 

(Respondent 6) 373 

 374 

“My qualification not being recognised as important/ or an achievement by members 375 

of the public due to lack of understanding (‘are you going to become a vet?’)” 376 

(Respondent 29) 377 

 378 

2) issues within management teams: 379 

 380 

“…management altering protocols and expectations of work…when they have little 381 

knowledge of the impact that will have on the team.”. (Respondent 52) 382 

 383 

3) stress levels within practices: 384 

 385 

“Short staffed Too much work expected to be done” (Respondent 33) 386 

 387 



4) dissatisfaction with the level of salary and 5) underutilisation of the skills necessary 388 

to become an RVN: 389 

 390 

“…the fact that I feel RVNs are extremely underpaid” (Respondent 82) 391 

 392 

 393 

“[I] Would like to be utilised more by the vets and do more ‘nursey things’” 394 

(Respondent 66) 395 

 396 

and 6) reasons which are dictated by their personal considerations: 397 

 398 

“…Lack of understanding from friends and family about the difficulties of the job“ 399 

(Respondent 21) 400 

 401 

Discussion 402 

 403 

The results suggest that previously stated factors effecting job satisfaction were still 404 

evident in 2019 for this sample of RVNs in the UK.1–3,6,22 These results could be 405 

generalised to veterinary nurses and technicians elsewhere in the world due to 406 

similarities with  statements of satisfaction and dissatisfaction. Comments surrounding 407 

salary, benefits and worries regarding compassion fatigue arise in the United States, 408 

Australia and New Zealand,43 however, to be truly reflective of the veterinary nursing 409 

community a larger sample of the population would need to be secured.   410 

 411 

Reasons from surveyed RVNs regarding satisfaction within the workplace must not be 412 

overlooked because many RVNs want to remain in the practice in which they currently 413 

work. Reasons related to job satisfaction often mirrored the former factors; 414 

management, involvement with clinical skills (such as the ability to complete Schedule 415 

3 procedures) private life support, respectful colleagues and positive client 416 

interactions.43 The 2014 RCVS Survey highlighted that RVNs felt that working within 417 

a profession that was both “meaningful and worthwhile” provided the satisfaction 418 

needed for the job and this appears to still be true for a healthy proportion of RVNs. 419 

As suggested from the results under half of the RVNs surveyed were not happy within 420 

their job role, it would therefore be beneficial to focus on these respondents to try and 421 

prevent a shortfall of motivated individuals within the profession.6  422 

 423 

Intentions of human nurses to leave employment due to job dissatisfaction have been 424 

explored and found that few actually did so even though they wanted more autonomy, 425 

greater organisational communication and higher standards of patient care.51 The 426 

surveyed RVNs who stated that they were not satisfied within their current job role 427 

also stated that they would consider leaving their employment. It would be interesting 428 

therefore to take the study further to determine if RVNs expressing a desire to leave 429 

their practice or the profession actually did so or whether they followed the pattern of 430 

human nurses. It would also be pertinent to determine how education has prepared 431 

these RVNs for their role in practice and discover whether areas of disillusionment 432 

could be prevented earlier which could prevent RVNs leaving the profession.52   433 

 434 

Reasons for dissatisfaction, from the surveyed RVNs, were often linked to support and 435 

communciation issues within management. Similar reasons have been highlighted in 436 

previous literature 43,44 which also states that if these are left unresolved they can lead 437 



to high stress levels in employees. Depression and anxiety are becoming more 438 

common in the workplace and stress can lead to or further exacerbate anxiety, 439 

reinforcing job dissatisfaction especially when dealing with patients in critical 440 

conditions.44,46 The nature of work being undertaken should therefore be taken into 441 

consideration by both the employer and the employee to ensure that the RVN is 442 

emotionally prepared for tasks that will be presented to them; the RVN can do this by 443 

voicing concerns they may have so that they can access support that should be on 444 

offer or throughout mentorships within the practice. RVN should also ensure that they 445 

have fully engaged with modules throughout their education that help to prepare them 446 

become autonomous individuals.55 Communication within practices should be clear, 447 

precise and timely and where possible implemented from the bottom up because of 448 

the experiences and uniques skills that ‘front line’ staff possess.47,48 It may therefore 449 

be beneficial for veterinary practices to focus on communication styles due to the 450 

reaccurring theme from the study. Many respondents stated that they did not feel 451 

utilised by management, allowing communication to be carried out in a relaxed and 452 

safe environment may allow RVNs and management to gain better insights about their 453 

individual expectations. It would also be beneficial for educators to reinforce the 454 

importance of communication throughout programmes of study if they are not 455 

currently.  456 

 457 

Delegation to RVNs could relieve pressure on VSs49 whilst simultaneously creating a 458 

more satisfactory working environment for RVNs by enabling them to carry out the 459 

Schedule 3 activities they were trained to do.50 Many UK VSs and pet owners report 460 

they are unaware of what the role of the RVN actually entails and currently RVNs are 461 

trained in tasks that they are not experiencing firsthand; more support is therefore 462 

needed from colleagues to enable utilisation of these skills.41,49 The research 463 

undertaken agrees with previous findings highlighting that this is still an area that 464 

needs improvement. VSs and RVNs would be more efficient if they worked more 465 

cooperatively, which in turn would also ensure delegation was conducted 466 

appropriately.51 Veterinary professionals should, however, always be mindful that 467 

delegation should be carried out correctly and not conducted just to fill a void of 468 

satisfaction. RVN utilisation should therefore be considered on an individual basis 469 

based on competence, experience and confidence.55 470 

 471 

Although RVNs are strong advocates for their patients they do not put the same 472 

enthusiasm into promoting and supporting their profession.52 RVNs may have 473 

personal satisfaction in the role that they play but lack professional satisfaction and 474 

this may be due to a history of subservience within the role.52 It is important therefore 475 

for RVNs to recognise that they have a valued place within the workforce and that they 476 

need to project this because communication skills can also be affected by stress 477 

levels, confidence levels and role within the practice.53 With the majority of 478 

respondents holding a Diploma in Veterinary Nursing, RVNs may be lacking the skills 479 

for communication, critical thinking and problem solving that would come with a higher-480 

level qualification. It would therefore be interesting to discover if RVNs felt their 481 

qualification route aided the development of skillsets that allow them to promote their 482 

profession and begin to erode issues of recognition within the profession.  483 

 484 

Although many respondents stated that they had access to CPD it would be beneficial 485 

to consider the type and value of this CPD to both the RVN and their employer, and 486 

whether it is affecting job satisfaction or not. CPD should provide both learning and 487 



development in the workplace whilst being relevant to professional and personal 488 

growth and should therefore have a positive effect on employees in the workplace.54 489 

Signposting RVNs to their Code of Professional Conduct which states that they should 490 

take control of their education, through varied and appropriate CPD could lead to more 491 

productive employees who feel valued by the practice.48, 61 492 

 493 

Data in relation to age and gender of respondents represents the current RVN 494 

profession.4,52 Age can have an impact, with younger employees often having less 495 

self-confidence and therefore unwillingness to upset the homeostasis of the 496 

workplace.52 Within the study younger RVNs stated that they felt more utilised in 497 

regards to their job role than RVNs in higher age brackets, many other factors did not 498 

produce significant results. It would be interesting, therefore to investigate this further 499 

to determine if age was a factor affecting job satisfaction with RVNs, achieving or 500 

surpassing the representative sample size would aid in this endevour.30  501 

 502 

Due to the every changing world of the veterinary practice it is important to develop 503 

strategies that can be used within the veterinary practice to maintain a functioning 504 

bank of RVNs and slow the rate at which employees are leaving the profession (Table 505 

6).  506 

 507 

(Place Table 6 here) 508 

 509 

Limitations 510 

 511 

This research was purposefully restricted to current practicing RVNs within the UK 512 

whereas previous research has allowed RVNs or Student Veterinary Nurses to 513 

participate whether they are practicing or not. The figure of current RVNs provided by 514 

the RCVS includes those RVNs that have left the profession but remain on the register 515 

and is therefore a liberal estimate of current RVN numbers. An accurate representation 516 

of the sample size is therefore difficult to determine. Widening the scope to include 517 

Veterinary Nurses and Technicians throughout the globe may have provided a deeper 518 

understanding of the degree of job satisfaction within a more diverse population of 519 

veterinary nursing professionals.  520 

 521 

A 19% decrease in participation was noted by question 19 of the survey, which is a 522 

realistic drop off rate.55 It would be interesting to monitor which sampling route was 523 

achieving the greatest responses to allow for lower responding groups to be followed 524 

up. Research currently states that job satisfaction is an area of concern within RVNs 525 

therefore developing a more robust survey with a smaller drop off rate would be 526 

beneficial. Design, layout, question style and length all need to be considered to try 527 

and prevent RVNs not completing the entire questionnaire.56 Although a variety of data 528 

was collected from the respondents the ideal sample size was not reached, data 529 

cannot therefore be generalised as representative of the population of RVNs in the 530 

UK. 531 

 532 

Job satisfaction is a subjective topic and answers to surveys can vary depending on 533 

the experiences of the participant that day/week/month, the interests of the participant, 534 

their age or their sex.57 These factors must therefore be taken into consideration and 535 

reviews of job satisfaction within the veterinary profession should be repeatedly 536 



revisited to ensure that data collected is current and relevant for employees, 537 

employers and educators.  538 

 539 

Conclusion 540 

 541 

The RCVS are mindful of the changes that need to be made to the veterinary nursing 542 

profession, however, it is important that employers, employees and educators work 543 

concurrently to ensure that RVNs hold a clear understanding of the profession, feel 544 

that they are being utilised fully and do not become disillusioned. Focusing on 545 

education, support in the workplace and developing autonomous employees is 546 

therefore essential to the development of RVNs and their understanding of their 547 

satisfaction within their job role. Communication is an area that needs to be developed 548 

on the side of the RVN and the employer according to survey results, it could therefore 549 

be appropriate to suggest further research involving educational programmes and how 550 

they prepare students to communicate in a professional environment. The role of the 551 

RVNs is multifaceted and they need to be reminded of this before and during their 552 

employment, it is therefore essential that all involved in the development of the RVN 553 

work together to ensure that retention and job satisfaction are upheld.  554 
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Figure 1: Age range of Registered Veterinary Nurses.  566 

 567 

Figure 2: Qualification level of RVNs 568 
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Figure 3: Pay scale of participants 570 
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Figure 4: Comparisons of where respondents see themselves two years from now 572 

and whether they are happy in their current job role. 573 
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 800 

Table 1: Inclusion (√) and exclusion (X) criteria necessary for completing the survey 801 

On the UK Register of Veterinary Nurses √ 

Over 16 years of age √ 

Currently working in a UK veterinary practice √ 

Student Veterinary Nurse X 

Currently not working as a Registered Veterinary Nurse X 

 802 

Table 2: Statements relating to job satisfaction included in Likert Scale questions 803 

STATEMENT 

CODE 

STATEMENT 

1 The management in my practice is supportive of me 

2 I am provided with all the training necessary to perform my job 

3 I have learnt many new skills in this position 

4 I am appropriately recognised when I perform well at my regular 

work duties 

5 I am satisfied with my chances for promotion 

6 I have adequate opportunities to develop my professional skills 

7 I have an accurate written job description 

8 The amount of work I am expected to do in a week is reasonable 

9 I have the tools and resources to complete my job 

10 My colleagues and I work well together 

11 I feel I can communicate with members from all levels of the practice 

12 The moral in my work environment is high 

13 I feel that my clients understand what my job role entails 

14 I feel that I am used to my full potential by colleages 

15 I feel friends and family understand what my job role entails 

16 I feel that my job as an RVN meets the expectations I had as a 

student 

 804 

Table 3: Variables to test for interaction via 2-Way Anova. 805 

INDEPENDENT VARIABLE DEPENDENT VARIABLES 



LENGTH OF TIME ON REGISTER age range and happy in your current role 

LENGTH OF TIME ON REGISTER age entered register and happy in your 

current job role 

LENGTH OF TIME ON REGISTER job title and happy in your current job role 

LENGTH OF TIME ON REGISTER type of practice and happy in your current 

job role 

 806 

Table 4: Sub-themes following analysis of where RVNs see themselves two 807 

years from now. 808 

Stay Go 

Stay: free will Go: management issues 

Stay: contracted Go: personal considerations 

--- Go: career development 

 809 

Table 5: Determination of significant difference for job satisfaction statements and 810 

happy in current job role. IQR: interquartile range. 811 

Statement  Yes (Y),  No (N), Sometimes (S) 

(median±IQR) 

Age 

Range  

Job Title 

The management in my 

practice is supportive of 

me 

Y (2±1) increased to S (2±2) P =0.0005 

Y (2±1) increased to N (4±3) P =0.0005 

S (2±2) increased to N (4±3): P =0.170 

Not 

significant 

Not  

significant 

I am provided with all the 

training necessary to 

perform my job 

Y (2±1) increased to S (2±2) P =0.004 

Y (2±1) increased to N (4±3) P =0.0005 

S (2±2) increased to N (4±3) P =0.004 

Not 

significant 

Not  

significant 

I have learnt many new 

skills in this position 

Y (2±1) increased to S (2±1): P =0.272  

Y (2±1) increased to N (2±2) P =0.0005 

S (2±1) increased to N (2±2) P =0.013 

Not 

significant 

Not  

significant 

I am appropriately 

recognised when I 

perform well at my 

regular work duties 

Y(2±0) increased to S (4±2) P =0.0005 

Y (2±0) increased to N (4±1) P =0.0005 

S (4±2) increased to N (4±1) P =0.031 

Not 

significant 

Not  

significant 

I am satisfied with my 

chances for promotion 

Y (2±2) increased to S (4±1) P =0.0005 

Y (2±2) increased to N (4±1) P =0.0005 

S (4±1) increased to N (4±1): P =0.465 

Not 

significant 

Not  

significant 

I have adequate 

opportunities to develop 

my professional skills 

Y (2±1) increased to S (2±2) P =0.006 

Y (2±1) increased to N (4±0) P =0.0005 

S (2±2) increased to N (4±0) P =0.022 

Not 

significant 

Not  

significant 

I have an accurate 

written job description 

Y (2±2 MRD 56.75) increased to S 

   (2±2 MRD 77.72) P =0.050  

Not 

significant 

Not  

significant 



Y (2±2) increased to N (4±2.75) P =0.001 

S (2±2) increased to N (4±2.75): P =0.191 

The amount of work I am 

expected to do in a week 

is reasonable 

Y (2±0) increased to S (2±2) P =0.001 

Y (2±0) increased to N (4±3) P =0.0005 

S (2±2) increased to N (4±3): P =0.198 

Not 

significant 

RVN:SenVN 

P=0.000 

I have the tools and 

resources to complete 

my job 

Y (2±1) increased to S (2±2) P =0.0005 

Y (2±1) increased to N (4±2) P =0.0005 

S (2±2) increased to N (4±2) P =0.225 

Not 

significant 

RVN:SenRVN 

P=0.001 

My colleagues and I 

work well together 

Y (1±1) increased to S (2±0.5) P =0.0005 

Y (1±1) increased to N (2±0.5) P =0.004 

S (2±0.5) N (2±0.5) P =1.000 

Not 

significant 

Not 

significant 

I feel I can communicate 

with members from all 

levels of the practice 

Y (1±1) increased to S (2±2) P =0.0005 

Y (1±1) increased to N (2±2.5) P =0.0005 

S (2±2) increased to N (2±2.5) P =0.781 

36:40-

41:45 

P=0.033 

Not  

significant 

The moral in my work 

environment is high 

Y (2±0) increased to S (4±2) P =0.0005 

Y (2±0) increased to N (4±2) P =0.0005 

S (4±2) increased to N (4±2) P =0.703 

Not 

significant 

Not  

significant 

I feel that my clients 

understand what my job 

role entails 

Y (4±2) increased to S (4±1) P =0.024 

Y (4±2) increased to N (4±3) P =0.148 

S (4±1) increased to N (4±3) P =1.000 

Not 

significant 

Not  

significant 

I feel that I am used to 

my full potential by 

colleages 

Y (2±2) increased to S (4±2) P =0.003 

Y (2±2) increased to N (4±2) P =0.003 

S (4±2) increased to N (4±2) P =1.000 

26:30-

41:45 

P=0.019 

Not  

significant 

I feel friends and family 

understand what my job 

role entails 

Y (2±2) increased to S (4±2) P =1.000 

Y (2±2) increased to N (2±2) P =0.105 

S (4±2) increased to N (2±2) P =0.006 

Not 

significant 

Not  

significant 

I feel that my job as an 

RVN meets the 

expectations I had as a 

student 

Y (2±0) increased to S (4±2) P =0.0005 

Y (2±0) increased to N (4±2) P =0.0005 

S (4±2) increased to N (4±2): P =1.000 

Not 

significant 

Not  

significant 

  812 



Table 6: Strategies for employers and employees to assist with the enhancement of 813 

job satisfaction in RVNs 814 

1. Utilisation of RVNs currently satisfied within their job role, by employers, 
as mentors, to help support and nurture fellow RVNs 

2. Remind RVNs to access the support available to prepare them for all 
aspects of their employment  

3. Educators and employers to ensure that SVNs are fully aware of the 
role of the RVN in regards to responsibilities and renumeration   

4. All involved with the development of the role of an RVN (employer, 
educator and employee) to allow communication skills to be practiced 
and established appropriately 

5. RVNs to know how to access support if they feel emotionally or 
professionally unprepared for activities within the job role 

6. Employer and employee to ensure that delegation is appropriate and 
consistent 

7. Employee to ensure that CPD is relevant to their progression and 
supportive of their development 

815 



- 47 - 

 

 


