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The United Kingdom’s nursing industry faces a substantial problem with employee turnover. The high attrition rate of nurses impacts the quality of care provided to patients and strains the finances of healthcare organizations. This report seeks to provide insight into the underlying causes of nurse turnover and assess the efficacy of the NHS's current retention strategies (NHS, 2022). Finally, recommendations will be made to retain existing nurses over the short and long term, thereby reducing nurse turnover rates in the United Kingdom.
[bookmark: _Toc132132328]Causes and effects of employee attrition 
Employee turnover has emerged as a significant challenge for the UK nursing industry in recent years. According to the Nuffield Trust, for the year ending in June 2022, 40,365 NHS nurses in England left active service, which is equivalent to nine percent. Moreover, younger nurses are abandoning their positions in the NHS in greater numbers, with two-thirds or nearly 23,000 of those who departed in the past year being under 45 years of age, a 26% increase from the year before (NHS, 2022). The problem of employee turnover in the nursing industry is multidimensional, with multiple contributing factors. 
Heavy labor load: The demanding nature of their employment can result in exhaustion, anxiety, and ultimately a decision to resign. The situation is frequently exacerbated by a nursing shortage in the United Kingdom, which requires nurses to work extended hours to make up for labor shortages.
Low pay: Nurses in the United Kingdom are frequently paid less than their counterparts in the United States, Canada, and Australia. This can be a significant factor in a nurse's decision to quit, especially if they have accumulated substantial student loan debt (Drennan et al., 2015). In addition, the lower pay often forces nurses to take on additional positions or work overtime, which further contributes to stress and exhaustion.
Lack of support: Nurses frequently believe that their employers do not adequately support them, which can lead to feelings of frustration and isolation (Bogaert et al., 2013). This can then make it more difficult for them to handle the demands of their job and contribute to their decision to quit.
Few professional advancement opportunities: The absence of advancement opportunities can result in feelings of stagnation and a loss of motivation to remain in a profession. This problem is exacerbated by the fact that nurses are frequently underappreciated for their valuable work, which can further demotivate them (Laschinger & Fida, 2014).
Effects 
Employee turnover in the nursing industry can have far-reaching effects, especially on the quality of care provided to patients. When nurses quit their positions, it can be difficult to find replacements, which can contribute to understaffing and a decline in care quality (The American Nurses Association, 2018). Due to understaffing, nurses are frequently required to work extended hours, resulting in fatigue, exhaustion, and the possibility of medical errors. In addition, a paucity of nurses may cause patients to wait longer for treatment, resulting in frustration and discontent.
Additionally, nurse turnover can result in increased costs for healthcare organizations. Costs associated with staff replacement include recruitment, training, and orientation. Indirect costs may also exist, such as decreased productivity and lost knowledge and expertise (Needleman et al., 2011). When nurses depart, it may be necessary to pay remaining staff overtime to ensure that patient care is not compromised, thereby increasing costs.
Remaining nurses may experience a decline in job satisfaction and morale as a result of nurse turnover. The remaining staff may be required to take on additional responsibilities and obligations to fill the void left by departing co-workers (Laschinger & Fida, 2014). This can result in feelings of exhaustion, tension, and diminished job satisfaction. This may contribute to further attrition and exacerbate the nursing shortage in the long run.
Employers and policymakers must address the various factors contributing to nurse attrition if nurses are to be motivated to remain in the field and provide the necessary care to patients (The American Nurses Association, 2018). By supporting and retaining nursing staff, healthcare organizations can improve patient outcomes, reduce costs, and create a more positive and supportive work environment for nurses.
[bookmark: _Toc132132329]Monetary and non-monetary retention schemes 
Retention strategies are crucial for reducing employee attrition, and the National Health Service (NHS) employs a variety of retention strategies to retain nurses. These programs can be divided into two groups: monetary and non-monetary retention programs (McFadden et al., 2018). 
Monetary Retention Strategies
Competitive compensation and benefits: To retain nursing personnel, the NHS provides competitive salaries and benefits. In 2021, a newly certified nurse's starting salary was £24,907, and it increased with experience and responsibility. NHS also offers a variety of benefits, including a pension plan, flexible working hours, and paid time off (Dussault & Dubois, 2017). Although competitive pay and benefits are essential for retaining nursing professionals in the current market, they may not be sufficient. Private healthcare providers typically offer higher compensation and benefits than NHS. In order to be more competitive, the NHS must increase its compensation and benefits.
The NHS offers performance-based compensation to nursing professionals based on their performance evaluation. This means that nurses who perform well receive a higher salary and additional benefits (Butler & Flynn, 2018). While performance-based pay is an effective retention strategy, it may contribute to a toxic work environment in which nurses compete against one another instead of working as a team. Furthermore, it may cause resentment among nurses who believe they are not being compensated equitably for their labor.
The NHS provides relocation assistance to nursing professionals who are prepared to relocate to a different location. This may include financial assistance, lodging, and transportation costs. Relocation assistance is an effective retention strategy because it makes it easier for nurses confronting difficulties in their current location to relocate to a new location (Kotzee & Galenkamp, 2018). It may not apply to all nurses, and it may be costly for the NHS to provide relocation assistance to all nurses who require it.
The NHS provides education and training assistance to nursing professionals who wish to pursue additional education or training. This may consist of financial aid, study leave, and mentoring. Education and training assistance is an effective retention strategy because it assists nurses in enhancing their skills and knowledge, thereby increasing their value to the organization (Hayes & Bonner, 2019). It may be costly for the NHS to provide education and training support to all nurses who require it.
The NHS offers retention incentives to nursing personnel who remain with the organization for a predetermined period of time. This may include a one-time payment or a remuneration increase. Retention incentives are an effective retention strategy because they encourage nurses to remain with an organization (Kanfer & Ackerman, 2017). However, they may not be long-lasting and may not address the fundamental cause of employee turnover.
Non-Monetary Retention Schemes
Work-life balance: The NHS offers nursing professionals flexible working hours and part-time work options to help them maintain a healthy work-life balance (NHS, 2023). Work-life balance is an essential retention strategy because it enables nurses to effectively manage their professional and personal lives. However, it may not apply to all nurses, and it may be challenging for the NHS to offer flexible working hours to all nurses who require it.
The NHS provides nursing practitioners with numerous career development opportunities, including career progression pathways and mentorship programs. Career development opportunities are an effective retention strategy because they assist nurses in enhancing their skills and knowledge, thereby increasing their value to the organization (Simpson et al., 2019). However, they may not apply to all nurses, and it may be challenging for the NHS to provide career development opportunities to all nurses who require them.
The NHS promotes a positive work culture by fostering a supportive and respectful workplace where nurses feel valued and appreciated. This includes recognizing and rewarding excellent performance, promoting open communication, and providing opportunities for professional and personal development (Clarke et al., 2018). A positive work environment is essential for retaining nursing personnel because it enables them to feel valued and motivated to remain with the organization. However, it may be challenging for NHS to create and maintain a positive work culture, particularly given the organization's size and complexity.
The NHS offers a variety of employee engagement programs, including social events, team-building exercises, and employee feedback sessions, to keep nursing professionals engaged and motivated (NHS, 2023). Employee engagement programs are effective at retaining nursing personnel because they cultivate a sense of community and belonging. However, they may not apply to all nurses, and it may be challenging for the NHS to provide employee engagement programs to all nurses who require them.
The NHS recognizes and rewards nursing personnel who demonstrate exceptional performance or go above and beyond their responsibilities. This could consist of awards, certificates, or public recognition. Recognition and reward programs are an effective retention strategy because they help to motivate and appreciate nursing professionals (Kling et al., 2020). However, it may be difficult for the NHS to recognize and reward all deserving nursing professionals.
NHS must adopt a comprehensive retention strategy that addresses the underlying causes of employee attrition, such as work-related stress, burnout, and job dissatisfaction. By doing so, NHS can establish a more sustainable workforce that is motivated, engaged, and devoted to providing patients with high-quality care.
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The NHS can adopt a number of short-term and long-term measures to increase nurse retention and reduce nurse turnover in the United Kingdom.
Short-term suggestions
· Increase compensation and benefits: As previously stated, competitive compensation and benefits are essential for nurse retention (Drennan et al., 2015). To be more competitive with private healthcare providers, the NHS must increase its compensation and benefits program.
· The NHS can enhance working conditions by addressing issues such as workload, personnel levels, and the availability of equipment. These variables contribute to fatigue and discontent among nurses, resulting in high turnover rates.
· Enhance communication and employee engagement: The NHS can enhance communication and employee engagement by providing regular feedback and opportunities for employees to express their concerns and ideas (NHS, 2023). This can assist nurses in feeling appreciated and invested in their task.
· Training and support are essential for nurse retention. The NHS can provide mentorship, mentoring, and training programs to assist nurses in acquiring new skills and knowledge.
· Technology can help nurses work more efficiently and effectively, leading to greater job satisfaction (McBride, 2021). NHS can enhance nurse employment satisfaction by investing in technology such as electronic health records and telemedicine.
Long-term suggestions
· The number of registered nurses in the United Kingdom is insufficient to satisfy the rising demand for healthcare services. The NHS can invest in recruitment and retention programs to increase the number of nursing professionals (Health Foundation, 2018).
· To address the fundamental causes of nurse turnover, NHS can conduct regular surveys and focus groups to determine why nurses depart the organization. This can aid the NHS in implementing targeted strategies to combat these problems.
· Establish a framework for career development: The NHS can establish a framework for career development that specifies career progression pathways for nursing professionals (Department of Health and Social Care, 2019). This can assist nurses in understanding the available career opportunities and the necessary measures to advance their careers.
· Promote a positive work environment: A positive work environment is essential for nurse retention. NHS can cultivate a positive work environment by fostering a supportive and respectful workplace where nurses feel their contributions are valued and acknowledged (Maben et al., 2018).
· Provide adequate resources: The NHS can provide adequate resources, including personnel, apparatus, and training, to support the work of nursing professionals. This can help to reduce fatigue and dissatisfaction among nurses, resulting in reduced turnover rates.
Nurse retention is essential for the NHS to deliver high-quality healthcare in the United Kingdom. Short-term actions can increase the retention of nurses in the short term (Nursing Times, 2018). Long-term actions can help to resolve the underlying causes of nurse turnover and increase nurse retention over time.
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In conclusion, nurse attrition continues to be a significant problem for the nursing industry in the United Kingdom, with negative effects on patient care, the nursing workforce, and the NHS as a whole. The monetary and non-monetary retention programs currently utilized by NHS play a crucial role in reducing nurse turnover. However, more must be done to address the root causes of nurse turnover and enhance nurse retention (Nursing Times, 2018). Implementing a combination of short-term and long-term solutions, such as addressing burden issues, enhancing leadership and management, and investing in professional development opportunities, can help improve nurse retention in the United Kingdom and guarantee the delivery of high-quality patient care.
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