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Demand Supply

Model for Demand:
overall economic growth
% out-of-pocket health expenditures
% population over 65 years old

Model for Supply:
number of graduates

Im-/export of health workers
deaths and retirements

ARIMA model 1960 - 2013 for Doctors / 1978-2013 for Nurses

- 22,7% nurses
(- 2,5 million)

5,000,000 doctors
13,400,000 nurses

4,600,000 doctors
10,900,000 nurses

- 8,5% doctors
(- 400,000)

Given current trends
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Surplus / Shortage of MDs and RNs in 2030 in selected OECD countries
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Example 3: Pacte Territoire de Santé - France
Started in 2012
Aim: recruiting and retaining doctors in underserved areas – medical deserts
Pacte contains 3 packages & 10 measures
Emphasis is on measures and incentives 
Developed at national level, implemented at regional level
Mix: educational      , financial      , professional     , regulation 

http://solidarites-sante.gouv.fr/archives/pts/article/2015-pacte-territoire-sante-2



Example 2: Buurtzorg - NL
NL-2006

SE-2011

NL-2014

Characteristics:
Self-directed teams: up to 12 nurses for 50-60 patients
Scope of Practice: holistic care
Relationship-based practice: neighborhood
Low overhead
Buurtzorg-web: IT support: easy documentation, scheduling, billing
Employee engagement and satisfaction
Outcome measurement
Financial viability: 40% of traditional care

Job Demand Control model - Karasek



Example 3: Impact on job outcomes for 
nurses in RN4CAST

UK-NL-CH-SE-NOPL-GR-ZA



Conclusion

• Shortage of health professionals if current trends continue
• Important to influence R&R trend by redesigning the job of 

health professionals
• Inflow: more interesting jobs – more engagement
• Outflow: working environments – better experiences

• Combined measures (               ): more impact than single 
measures
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