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Employee attrition refers to departure or leaving of employees, from organisations due to “voluntary” or “involuntary” reasons. This study sheds light on employee attrition issues within nursing industry of UK, pivoting around “National Health Service (NHS)". Both monetary and non-monetary retention schemes are explained in this study which is utilised by NHS UK to ensure employee retention.       
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Figure 1: Number of Nurses in NHS from 1995 to 2021
(Source: As inspired by Michas, 2022)
“National Health Services (NHS)" is the largest healthcare provider in UK which provides good quality treatment to people free of cost or half of original prices to ensure equal treatment for all. NHS is a publicly funded organisation which supports “local integrated care systems (ICS)” and qualified doctors and nurses serve people to ensure well being of patients (NHS, 2023). Regional teams like “NHS organisations”, “primary care professionals”, “local councils”, “social care providers”, “community sector”, “voluntary sector” and “social enterprise sector” are included in NHS. Michas (2022) has imposed importance on recruitment of nurses in NHS and explained that more than “396,000 nurses”, “ambulance staff” and “midwives” have been employed by NHS as of 2021. Workforce planning is one of important measures through which employee retention can be ensured which is directly linked with organisational excellence. On contrary, Waitzman (2022) focused on employee attrition and explained that a shortage of nearly "50,000 nurses and midwives” in NHS has been reported by “Nuffield Trust” in 2022. This represents an adverse situation faced by NHS in terms of employee attrition which imposed a negative impact on overall performance. 
Causes of employee Attrition in NHS
Issues of employee attrition have been caused by several reasons which are analysed by this organisation and have highlighted “lack of long-term workforce plan”, “Brexit”, “Concerns over pay” and “Job pressures” (Waitzman, 2022). Process of providing good quality treatment and ensuring the well-being of people has been affected by issues of staff shortage.   
Lack of long-term workforce planning
Long-term planning to acquire a skilled workforce is beneficial for organisations to increase efficiency and NHS has faced issues in this regard. “Strategic planning”, “Analysis of need to appoint staff”, “Assessing skills of candidates” and “Offering benefits and perks to candidates” are effective strategies to develop workforce planning (Crasii and Nawar, 2022). As per a report published by NHS, UK, “inability to forecast length of time for training staff” is explained as reason for an inability to develop workforce planning (Waitzman, 2022). Therefore, it can be said that workforce planning is an important reason for employee attrition in nursing sector. 
Brexit
Brexit has impacted nursing sector of NHS in a negative aspect as a large number of employees coming from European Union (EU) have left this organisation because of Brexit restrictions. However, Baker (2022) showed that more than “70,000 staff" of NHS are "EU nationals” which constitutes “5.3% of total employees” as of 2022. As a result of imposing regulations relating to Brexit, which imposed negative impacts, existing staff of NHS were forced to leave NHS and an overall issue of staff shortage took place.       
Payment Concerns
Pressures in terms of “Cost of Living” resulted in attrition of employees in nursing sector of NHS. Yearly “rate of inflation” has reached “11.1%” in 2022 which accelerates issues of “Cost of living” in UK (Devine et al. 2023). It has been observed by NHS, nurses are more likely to leave NHS for better jobs which pay higher than NHS. This can be considered as another reason for staff attrition in NHS.   
Job pressures
High workload and pressure are found to be significant factors causing employee attrition in nursing sector of NHS. “Chronic excessive workload" was identified by NHS as a key reason for "burnout” and “employee attrition" which increased a number of employee attrition within an organisation (PARLIAMENT, 2022). Thus, huge work pressure needs to be addressed by "Executive Leaders" of NHS to facilitate employee retention to improve quality of service. Overall quality of service provided by NHS has deteriorated by employee attrition and workload on existing employees has been increased. As a result of leaving organisations, workload on existing staff has been increased and they are required to take on multiple responsibilities within an organisation to maintain performance. 
Well-being of patients as well as health standards of people is affected by employee retention which developed concerns for managerial heads of NHS in terms of resolving staff shortages. This has caused a significant impact on finance structure of NHS which affected overall business performance. It has been observed in a statistical report that approximately a "10-12% turnover rate" is associated with "3,000 nurses” belonging to “NHS trust” (NHS, 2020). From this statistical data, a clear image of negative financial impact of employee attrition can be obtained which has imposed a negative impact on NHS and its business functions.         
Effects of employee-attrition in NHS  
As a significant issue, employee shortage has been addressed to be faced by NHS which has affected overall performance of this organisation. In this context, Waitzman (2022) focused on negative impact of employee retention which includes “deterioration of living standards among nurses" "demoralising existing staff” and “increase in sickness absences". Furthermore, the author has analysed that rate of sickness has increased from "4.37% to 5.20%” in between 2020 to 2022.  
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Monetary schemes 
Increasing payment structure: Amount of wages, provided by NHS to nurses, has fallen to "7%” in last 10 years which raises amount of staff shortage (THEGUARDIAN, 2021). On contrary, Ashton and Farhat (2023) showed that payment structure of newly hired nurses has been estimated to rise to “£2,750" from 2023 to 2024. This can be considered an effective monetary staff retention scheme which is quite beneficial to retain existing nurses in NHS.   
Reimbursement policies: Reimbursement policies are quite helpful in terms of employee retention as they provide financial reimbursement to nurses which would increase their financial standing. This has been adopted by this organisation after facing issues of staff shortage and employee attrition. 
Providing incentives: It has been observed from a report published by NHS, an initiative to provide incentives to nurses has been adopted by this organisation (NHS, 2023). This is one of great monetary employee retention schemes which have potential to reduce employee attrition from NHS.   
Providing bonus: Stewart and Bawden (2023) claimed that a bonus of “8.2%” has been provided by NHS as a result of strikes conducted by staff and nurses of this organisation. This represents an effective measure of monetary employee retention scheme by NHS which has potential to motivate nurses to stay within NHS and continue serving this organisation.   
Policies of pension: NHS has taken a pension scheme for staff working within this organisation which provides financial support to staff and nurses (NHSEMPLOYERS, 2022). Through this, flexible retirement and willingness to work within organisations can be facilitated among nurses NHS.  
Non-Monetary schemes 
Occupational health and employee assistance programme 
An employee assistance programme has been initiated by NHS through which nurses get guidance about their responsibility and pattern of work (NHSBT, 2023). This can be considered a beneficial non-monetary scheme by which employee retention can be facilitated.     
Learning and training
Despite “constant pressures” and “chronic shortages”, number of staff and nurses leaving NHS has been reduced in recent years. Contradictory to it, Holmes (2022) analysed that more than a "25%” increase in employee attrition has been noticed in NHS and “younger nurses" are more likely to leave an organisation. In this measure, providing constant learning and training to nurses is an effective non-monetary retention scheme which has potential to reduce employee attrition from NHS.      
Communication
Facilitating communication among employees is quite helpful to address issues faced by employees within organisations (Kim, 2020). It has been observed that NHS has taken initiative to communicate with nurses to conceptualise reasons for which they are leaving NHS. 
Providing inclusive work culture
NHS has arranged for an inclusive work culture for their employees by whom employees can be motivated and can feel accepted as well as valued. In this way, employee attrition can be reduced and an exciting talented workforce can be retained within organisation. 
Motivating employees
Leaders and managers of NHS have arranged for face-to-face meetings with employees through which nurses can be motivated and get a chance to share their issues with leaders. In this non-monetary way, NHS has improved their employee retention programme to reduce employee attrition.     
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Figure 2: Vacant NHS nursing posts from 2019 to 2022
(Source: As inspired by Holmes, 2022)
Nurse attrition level in NHS has increased which has imposed a huge negative impact on organisational performance of NHS. Analysing vacancy rates are perfect measures to get a clear image of nurse attrition rate for which positions of nurses are left vacant within this organisation. As analysed by Holmes (2022), more than “34,000 nurses" have left NHS in 2021. This has called for action by UK Government and authorities of NHS to develop both short and long-term nurse retention strategies. 
Short terms retention strategies 
Employee retention refers to a specific process through which organisations offer attractive benefits to employees intending to retain existing workers to utilise skills and talents. However, as mentioned by Woolf et al (2023), NHS is currently facing issues regarding employee shortage, especially in the nursing sector which has impacted quality of service negatively provided by NHS. In this scenario, at times, organisations need to retain their employees for a short period before recruiting new staff which is considered "Short term employee retention”. “Arranging for focus group meetings”, “Mentorship programs”, “Wellness offerings” and “Communication” are significant strategies which can be utilised as measures to retain employees for a short period (Harcus and Snaith, 2019). Through focus group meetings, issues faced by nurses can be conceptualised by HR department of NHS which would bring in opportunities to develop potential strategies. Apart from this, communication is one of interconnected factors with focus group meetings which have sufficient potential to provide inclusive work culture and motivate employees. Mentorship programs are to be arranged by NHS through which skills of existing nurses can be improved and process of “learning from workflow” can be facilitated. Besides this, wellness offerings include measures like offering benefits and perks like health insurance and flexibility of working to employees (Day et al. 2022). These are quite effective measures to retain nurses and stop them from switching organisations in terms of employee retention.            
Long-term retention strategies
Long-term retention strategies include "Constant training”, “Considering Feedback of employees” and “Offering rewards” can be adopted by NHS to retain existing nurses. As explained by Buchan et al. (2019), Constant training is quite effective for improving skills of existing nurses by which they would be provided with beneficial aspects to improve their professional qualities. On other hand, an operational team of NHS needs to consider feedback from employees so that they can get a clear idea about issues faced by nurses. In this way, nurses would be able to rely on leaders of NHS which would increase employee engagement towards values and objectives of NHS. On other hand, Nyashanu et al (2022) have imposed importance on providing rewards to employees to recognise their achievements which is an effective measure to motivate employees within organisations. NHS needs to arrange for reward programmes where achievements accomplished by nurses would be recognised as well as encouraged.    
Work Engagement Theory of Kahn
[image: ]
Figure 3: Work Engagement Theory of Kahn
(Source: As inspired by Huang et al. 2022) 
“Work Engagement Theory of Kahn” highlights integration between “self-preference” and “job responsibilities” in terms of employee engagement within workplace. As facilitated by Huang et al. (2022), three major aspects, such as “Physical”, “Cognitive” and “Emotional” engagements are included in Work Engagement Theory. Application of this theory needs to be executed by NHS to understand needs of nurses and increase engagement of employees. Through this, employee retention would be increased and nurses attrition can be reduced which would improve overall performance of NHS. Hence, significance of Work Engagement Theory can be understood which has potential to facilitate retention of nurses within the NHS.   
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In this study, it has been seen that NHS has faced issues of employee attrition and a large number of nurses have left this organisation. High work pressure, less payment, and Brexit regulations are found as important reasons behind employee attrition. Hence, it can be concluded that both monetary and nonmonetary employee retention schemes, initiated by NHS are quite beneficial for retaining existing nurses which would improve overall performance of this organisation.  
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