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[bookmark: _Toc132458372]Introduction
Employee attrition is a serious issue for organisations in every sector, and the nursing industry in the UK is no exception (Robinson, 2021). Employee attrition can be defined as the rate at which employees leave their jobs within an organisation (Huettich, 2022). High employee attrition rates can be problematic for organisations, leading to increased recruitment and training costs, decreased employee morale, and reduced productivity (Dall’Ora et al., 2016). This report will analyse the causes and effects of employee attrition within the Nursing Industry in the UK. Besides, it will evaluate the existing retention schemes used by NHS for nursing professionals and provide recommendations to Head of Human Resources-NHS UK for short-term and long-term strategies to improve nurse retention. 
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Poor job satisfaction and pay
One of the primary causes of employee attrition within the nursing industry in the UK is poor job satisfaction and pay. Nurses are highly skilled professionals who work in demanding and often stressful environments and are often required to work long hours, night shifts, and weekends (Gerhart, 2017). Despite their critical role in patient care, many nurses feel undervalued and underappreciated. Moreover, low job satisfaction can lead to high-stress levels, burnout, and dissatisfaction, which can cause nurses to leave their jobs. In addition, low pay can also be a significant factor in employee attrition (Huettich, 2022). Many nurses feel that they are not being adequately compensated for the important work that they do, which can lead to feelings of frustration and resentment. 
Inadequate Support and Training
Another significant cause of employee attrition within the UK nursing industry is inadequate to support and training. Nursing is a highly demanding and complex profession that requires ongoing education and training to keep up with advancements in medical knowledge and technology (Schweyer, 2017). Nurses who do not receive adequate support and training may become overwhelmed and feel unsupported in their roles. Inadequate support can take many forms, including insufficient staffing, a lack of mentoring or coaching, or inadequate resources such as equipment or supplies. When nurses need the support they need to do their jobs effectively, they may experience high-stress levels and burnout, leading to attrition. 

Poor workplace culture
Workplace culture incorporates the shared values, beliefs, attitudes, and practices that shape the behaviour of individuals and groups within an organisation (Huettich, 2022). It is another cause of employee attrition within the nursing industry in the UK. For instance, a poor workplace culture in the nursing industry can manifest in many ways, such as bullying, harassment, discrimination, and a lack of work-life balance (Schweyer, 2017). When nurses experience a negative workplace culture may feel demotivated, stressed, and unsupported. This can lead to increased absenteeism, burnout, and attrition.
Besides, a toxic work environment can also have a significant impact on patient care quality. When nurses feel unsupported, undervalued, or disengaged in their work, they may not provide patients with the high-quality care required (Dall’Ora et al., 2016). This can result in adverse health outcomes for patients and negatively impact the healthcare organisation's reputation. Conversely, a positive workplace culture can be a powerful motivator for nurses and help retain employees. A supportive and inclusive culture can foster a sense of belonging, encourage teamwork and collaboration, and promote a positive work-life balance (Gerhart, 2017). When nurses feel valued, respected, and supported in their roles, they are more likely to stay with the organisation long-term.
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High employee attrition rates can significantly affect the nursing industry in the UK (Sayli et al., 2022). Not only does attrition lead to increased costs associated with recruitment and training, but it can also have a negative impact on patient care. High employee attrition rates can lead to understaffing, which can pressure the remaining nursing staff and compromise patient care quality (Huettich, 2022). Moreover, high attrition rates can result in losing institutional knowledge as experienced nurses leave the organisation. This can lead to a decline in the quality of patient care, as newer nurses may have a different level of experience and knowledge than their more experienced colleagues.
Furthermore, high employee attrition rates can also have a negative impact on employee morale and job satisfaction (Bonet and Hamori, 2017). When employees see their colleagues leaving their jobs, it can create a sense of instability and uncertainty within the organisation. This can decrease morale and job satisfaction, leading to higher attrition rates.

[bookmark: _Toc132458375]Monetary and Non-Monetary Existing Retention Schemes 
After researching the retention schemes used by the NHS for nursing professionals, the following are five monetary and five non-monetary existing retention schemes.
Monetary Retention Schemes:
1. Competitive Salaries: The NHS offers competitive salaries to nursing professionals, essential in attracting and retaining qualified nurses (Wooll, 2022). A competitive salary can also give nurses a sense of financial security and recognition for their skills and experience. However, while competitive salaries can be an effective retention scheme, they can also be costly for the NHS and may only sometimes be sustainable in the long term.
2. Flexible Working Hours: Flexible working hours are another retention scheme the NHS uses (Gerhart, 2017). This scheme allows nurses to choose their working hours, which can help to reduce stress and improve work-life balance. Flexible working hours can also attract and retain nurses with other commitments, such as caring for family members (Parkinson et al., 2019). However, this scheme can also be challenging to implement, especially in healthcare settings where staffing levels must be maintained.
3. Bonuses and Incentives: The NHS offers bonuses and incentives to nurses who achieve specific goals or milestones. These bonuses and incentives can be financial, such as a one-time bonus, or non-financial, such as additional time off. Bonuses and incentives can effectively motivate nurses and encourage them to stay with the NHS. However, implementing this scheme can be difficult, and it may only sometimes be clear how nurses can qualify for these bonuses and incentives.
4. Pension and Retirement Benefits: The NHS offers pension and retirement benefits to nursing professionals, which can be a significant retention incentive. This scheme can provide nurses with financial security and stability, which can be especially important for those nearing retirement. However, while pension and retirement benefits can be good retention schemes, they may be less attractive to younger nurses focusing on short-term financial stability.
5. Educational Opportunities: The NHS provides educational opportunities to nursing professionals, such as continuing education courses and training programs (Gerhart, 2017). These opportunities can improve nurses' skills and knowledge, leading to greater job satisfaction and better patient care. However, while educational opportunities can be an effective retention scheme, they may be less attractive to nurses and more focused on financial incentives (Felgate, 2020).
Non-Monetary Retention Schemes
1. Supportive Work Environment: A supportive work environment is one of the most critical non-monetary retention schemes used by the NHS. A supportive work environment can include a positive workplace culture, effective communication, and supportive colleagues. A supportive work environment can reduce stress and increase job satisfaction, leading to excellent retention rates (Sayli et al., 2022). However, creating and maintaining a supportive work environment can be challenging and requires an ongoing effort from both management and staff.
2. Recognition and Appreciation: Nurses who feel recognized and appreciated are more likely to stay with the NHS. Recognition can include verbal praise, awards, or public recognition of achievements (Dall’Ora et al., 2016). This scheme can be a cost-effective way to improve retention rates, but it requires effective communication and a commitment to ongoing recognition from management.
3. Career Development Opportunities: Career development opportunities, such as promotions and leadership roles, can be a significant retention incentive for nursing professionals. This scheme can provide nurses with a sense of career progression and personal growth, leading to greater job satisfaction (Wooll, 2022). However, career development opportunities can be challenging to implement, and there may only sometimes be clear pathways for career advancement.
4. Workload Management: Effective workload management is another non-monetary retention scheme the NHS uses. Managing workload can help to reduce stress and prevent burnout among nursing professionals (Felgate, 2020). This scheme can be achieved through adequate staffing levels, effective scheduling, and support for time management skills.
5. Mentorship programs: Mentorship programs can be an effective non-monetary retention scheme for nursing professionals, particularly for new hires (Wooll, 2022). For instance, by pairing new nursing professionals with experienced mentors, the NHS can ensure that new nursing professionals feel supported and can develop their skills and knowledge. This can lead to greater job satisfaction and retention among nursing professionals.
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Based on the analysis of the causes and effects of employee attrition within the Nursing Industry in the UK and the critical evaluation of existing retention schemes used by NHS for nursing professionals, the following recommendations are suggested to improve nurse retention and lower the nurse attrition rate in the UK. 
Short-term Recommendations
1. Provide a competitive salary and benefits package: As the analysis shows, salary and benefits are critical factors in nurse retention. Providing a competitive salary and benefits package is essential for NHS to retain its nursing staff (Felgate, 2020). Nurses play a crucial role in healthcare, and they deserve to be compensated accordingly. Offering a competitive salary and benefits package will attract more nurses to the profession and help retain the existing ones (Dall’Ora et al., 2016). The Head of Human Resources-NHS UK should provide a competitive salary and benefits package to its nursing staff, which includes pay increases, bonuses, and other incentives. 
2. Offer flexible working arrangements: NHS should consider offering flexible working arrangements to its nursing staff, such as part-time or job-sharing roles, which could allow nurses to balance their work and personal commitments. Besides, flexible working arrangements allow nurses to control their work schedules and work-life balance (Felgate, 2020). It can include job sharing, part-time work, compressed workweeks, and flexible hours. Such arrangements can enable nurses to manage their work and personal responsibilities, reducing their stress levels and increasing job satisfaction.
3. Improve communication: Regular and open communication between nursing staff and management is essential to address any concerns or issues that nurses may have. NHS should provide a platform for nurses to voice their opinions and suggestions, which can be used to improve work conditions and, ultimately, nurse retention (Wooll, 2022). Besides, effective communication is essential to create a positive work environment and improve nurse retention. 
4. Increase training and development opportunities: Another effective strategy to improve nurse retention is to increase training and development opportunities (Trost, 2019). Nurses are likely to feel more engaged and satisfied with their work when they can access professional development opportunities to enhance their skills and knowledge (Kolb, 2018). NHS can offer various training and development programs, such as leadership and management courses, continuing education, and mentoring programs. These programs can help nurses develop new skills and competencies, which can help them progress in their careers and increase their job satisfaction. 
5. Improve working conditions: Improving working conditions is another key strategy that can help NHS to retain nursing staff. It has a significant impact on nurse retention. NHS should improve working conditions, such as reducing workload, providing safe and healthy work environments, and adequate staffing levels to minimize the risk of burnout and increase job satisfaction (Sayli et al., 2022). The working conditions for nurses play a significant role in their job satisfaction, and poor working conditions can lead to burnout and dissatisfaction, which can contribute to high turnover rates. 
Long-term Recommendations
1. Invest in the recruitment and retention of nursing professionals: NHS should make long-term investments in the recruitment and retention of nursing professionals, including funding for education and training programs and initiatives to improve working conditions and increase job satisfaction (Dall’Ora et al., 2016).
2. Address the gender pay gap: Nursing is a female-dominated profession, and there is a significant gender pay gap in the industry. NHS should address the gender pay gap by ensuring that all nursing professionals are paid fairly and equally.
3. Implement a mentorship program: NHS should implement a mentorship program for nursing staff, which could help in providing support, guidance, and career advice to nurses (Sayli et al., 2022). This would also create a sense of community and belong among nurses, crucial for job satisfaction and retention.
4. Increase the use of technology: Technology can improve work processes, increase efficiency, and reduce workload, ultimately leading to better job satisfaction and retention rates (Trost, 2019). NHS should invest in technology that can help nursing staff to perform their roles more effectively, such as electronic medical records, automated medication dispensing systems, and remote patient monitoring (Kolb, 2018)..
5. Promote a culture of inclusion and diversity: NHS should promote a culture of inclusion and diversity, which can help create a more supportive and accepting work environment (Wooll, 2022). This includes promoting diversity in leadership and management roles, providing training and development opportunities for underrepresented groups, and eliminating workplace discrimination and bias.
[bookmark: _Toc132458377]Conclusion
Employee attrition in the nursing industry is a significant problem in the UK. The analysis has highlighted various causes of nurse attrition, including job stress, poor work-life balance, and lack of career advancement opportunities. In addition, the report has evaluated the existing retention schemes used by NHS for nursing professionals and provided recommendations for short-term and long-term strategies to improve nurse retention. It is essential for the Head of Human Resources-NHS UK to implement these strategies to reduce nurse attrition, retain skilled nurses, and provide high-quality healthcare services to patients.
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