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Causes and Effects of Employee Attrition within the Nursing Industry in the UK


Employee attrition can be defined as a phenomenon where an employee, or a group of employees, leave their position in a given organisation and are not replaced (Lucas, 2023). Similarly, employee attrition can be understood as a loss of workforce for any given reason, which can hamper production or services, resulting in heavy, long-term costs (Singh and Singh, 2019). Although the end result is the same, the loss of employees can be classified as four different types of attrition; voluntary, involuntary, compulsory and natural attrition (Singh and Singh, 2019), with positive pull factors such as better pay influencing the voluntary leave, negative factors such as lack of promotion or opportunities being the reasons for involuntary attrition, and organisational or governmental policies and death being the factors affecting compulsory and natural attrition respectively.

When it comes to employee attrition within the Nursing Industry in the UK, there are various factors that can be highlighted as the cause behind the growing leaver rates (Palmer and Rolewicz, 2022). According to Shembavnekar and Kelly (2023), recent trends point towards a workforce reallocation in the nursing sector, with 38% of individuals that leave the NHS nurse force choosing to re-allocate to other sector nurses, or provide independent services (Shembavnekar and Kelly, 2023), with second place showing 22% of individuals choosing to change occupation entirely (Shembavnekar and Kelly, 2023). One internal cause for the nurse attrition in the UK is salary, with factors such as insufficient pay when compared to work-load and wage compression (Singh and Singh, 2019) playing a vital role.

Similarly, promotion opportunities and psychological working conditions, such as pressure or burn-outs (Palmer and Rolewicz, 2022), also play a major role in nurse attrition, with stress and payment being the biggest factors that force nursing staff to leave NHS employment (University of Bath, 2023). Lastly, a drop in work satisfaction due to poor working conditions, management or stress has also been directly correlated to nurse attrition in the UK (Ocean and Meyer, 2023). More recently, workplace culture has also become a factor that influences nurse attrition in the UK, with discrimination, harassment or bullying being reported by some of the nursing staff, particularly those from ethnic minorities (Hemmings et al, 2021). When it comes to external causes, fringe benefits, poor work-life balance and family problems are also considered important factors when it comes to nurses departing the nursing industry.

Despite the fact that these causes can vary depending on the economical, geographical and social conditions of the individuals, all of these factors can lead to analogous effects. Firstly, the nursing attrition in the UK can affect the employer and the subsequent user of the services, since a loss of nursing workforce can lead to a loss of available help and lower quality of services. This means that individuals seeking help in hospitals or other organisations experiencing a nurse attrition, might not be able to receive the help as quickly as they would otherwise, or could even be turned away. Similarly, a lack of sufficient nurse workforce will lead to an increase in organisational costs (Singh and Singh, 2019), with the costs of staffing and training having to increase in order to help effectively train new candidates and retain the remaining nurses.

On the other hand, nurse attrition can influence both the leaving and the remaining employees. The leaving individuals will have to face uncertainty and the stress of new employment, sometimes in a completely different occupation, and could also be affected by a loss of skill if the waiting period between the old and new employment is too great. Alternatively, nursing attrition can affect staffing morale for the individuals that stay in the nursing sector (Lindquist, 2023), leading to higher turnover rates or poor patient care, which can ultimately damage the prestige of the organisation.

As previously noted, these causes and effects can vary depending on various conditional factors such as geographical location and economical conditions. For example, statistics show that nurse leaving rates are highest in the Greater London region and lowest in the North-East (Kelly, Stoye and Warner, 2022: 16) which can be influenced by factors such as alternative job and payment opportunities. As the most developed region in the UK, London will offer opportunities for better payment or lower work-load, whilst Northern regions tend to have fewer employment opportunities, which can affect the choices of the individuals.

Even so, it is important to note that nurse attrition can have some positive effects on the UK’s Nursing Industry. For example, attrition can bring the advantage of new knowledge and ideas, which will come with the introduction of new staff. Furthermore, attrition can create a healthy competitive environment and can also produce the possibility of turning towards technology and innovation in order to address the issues at hand.



Evaluating Five Monetary and Five Non-Monetary Existing Retention Schemes Used by NHS for Nursing Professionals

One monetary retention scheme that various trusts within the NHS have more recently begun to use is the so-called ‘Golden Hellos’ schemes, which offer bonuses of varying degrees for certain positions. For example, the Cheshire and Wirral Partnership recently offered bonuses of up to 4,500 pounds for nurses that are qualified to join their mental healthcare and learning disabilities teams (Das and Ungoed-Thomas, 2023). On one hand, direct monetary incentives such as bonuses are advantageous in that they often align with the employee’s needs (Bykova et al, 2022) and are tied to requirements such as remaining at this given position for a period of time, which also ties in with the employer’s immediate needs. On the other hand, bonuses do not show any form of concern for the nurses on behalf of the employer, which is a factor that increases nurse attrition.

Similarly, the NHS and its trusts offer nurses Recruitment and Retention Premiums (RRP) which can reach up to 6,000 pounds per year, on top of the nurse’s existing salary, which are applied to certain position based on geographical market forces that influence the retention of staff (Welsh Partnership Forum, 2020). This monetary scheme is more attractive and beneficial than a once-off bonus as it exists as long as the individual remains at that position, however the use of it is limited due to the scheme’s terms and conditions, which means that it will be for specific nurse positions.

A third monetary scheme is financial support during university or additional degree perusal, also known as the NHS Learning Support Fund, which can grant non-refundable support such as training grants, parental support and specialist subjects (NHS, 2023). This form of incentive is particularly advantageous to the Healthcare system in the UK as it maintains a skilled and capable workforce (Widhianingrum, 2018) whilst also motivating individuals to choose a subject of study that has labour shortages, making it a very long-term oriented scheme. However, this scheme is based on ‘eligibility’, which can often alienate specific communities and can result in a lower diversity.

The last two monetary retention schemes currently in use in the NHS or in respective healthcare trusts are compensation payments such as petrol and uniform allowance and professional support (Kingma, 2003). Although compensation payments are beneficial in that they can help nurses not only when they are working, but during their personal time too, some individuals see these payments as being ‘fussy’ and the process for reimbursement too long. Similarly, although professional support can be something as simple as hiring a competent manager and a network that can help with physical and mental strain, this type of retention scheme is not linked to momentary gratification and can therefore quickly get lost as an advantage of the position.

One non-monetary retention scheme implemented by an NHS trust is expanding nurse’s flexibility when it comes to their job through the integration of technologies such as electronic self-rostering (NHS, 2023). Although this implementation was a result of an internal investigation in the Royal Free London NHS Foundation Trust and this particular retention benefit is specific to this organisation/trust, it effectively helped increase nurse work satisfaction. Improvements such as these can be implemented nationwide, with every hospital basing its improvements on its employee’s needs, which is what makes it so beneficial.

Wellbeing support is another non-monetary retention scheme that has been implemented at the University Hospitals Bristol NHS Foundation Trust. This scheme provided nursing staff with free, one-hour long at-home workshop sessions, where other trust employees teach techniques regarding stress-awareness and self-care (NHS, 2023). Although this technique can help individuals manage immediate psychological issues, the incentive requires nurses to set aside extra time which can be regarded as an infringement on their personal life.

A third non-monetary incentive can be a recognition campaign where hard-working employees are publicly appreciated, such as through social media or even a physical employee of the month board, as was the case with the #WeCareTogether Norfolk and Waveney Health and Care Partnership (NHS, 2023) and the Reward and Recognition Network. By recognising the hard work nurses are doing publicly, employers can enhance motivation and productivity, which can lead to higher work satisfaction amongst the individuals. However, these types of schemes are intangible and will take time for them to work.

The last two non-monetary retention schemes used by the NHS for nursing professionals include access to free training and discounts for local services such as gyms and restaurants. These incentives are beneficial in that they are not only useful for both the employee and the employer, but they are also very socially responsible which can build a more solid employee-employer relationship. Even so, both schemes are widely available in other organisations, so they are not specifically tailored for nurses’ needs.



Nurse Retention Rates Recommendations

There are two crucial actions that can be carried out short-term in order to raise nurse retention rates in the UK. The improvement of work-life balance should come first. Nurses frequently put in long, difficult shifts, which causes burnout and unhappiness. This problem can be considerably reduced by putting in place policies like flexible scheduling alternatives, enforced overtime restrictions, and providing enough downtime in between shifts. Nurses will feel more respected and inspired to continue serving in the field if they are given the freedom to maintain a healthier work-life balance.

The second recommendation is to create recognition and appreciation programmes within healthcare facilities. Nursing is a rigorous profession, which frequently causes nurses to feel overworked and underappreciated. The morale and job satisfaction of nurses can be increased by regularly recognising their contributions through awards, peer recognition programmes, or straightforward expressions of gratitude. Higher retention rates are a result of the pleasant and encouraging work environment that results from nurses feeling appreciated and recognised for their commitment.

There are two key longer-term methods that can help maintain nurse retention in the future. Investing in professional growth is essential, to start. It is crucial to develop thorough strategies for continued skill development, specialisation, and career growth chances. Giving nurses financial aid, study leave, and mentorship programmes might motivate them to advance their training and education. This feeling of professional advancement and improvement can boost job satisfaction and lower attrition rates.

For long-term nurse retention, an emphasis on competitive pay and benefits is essential. To make sure that nurse remuneration and benefits are in line with the demands and obligations of the profession, a complete evaluation is required. For skilled nurses to be recruited and retained, adequate salary, performance-based incentives, all-inclusive healthcare coverage, and retirement plans are crucial. Additionally, updating pay scales to reflect experience and specialised training shows a commitment to appreciating nurses' knowledge and devotion.


Conclusion

There is a need to implement both short and long-term recommendations in order to prevent not only nurse attrition, but also an overall drop in interest in the subject of nursing. In order to achieve this, all levels of the nursing profession must be targeted, from students to retired employees.
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