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Introduction 
People that work for an organization are the building blocks of it, nothing can be achieved without them. Managing people is a crucial component of organizational success. Managing people means being a leader and supervising and coordinating a group of people to achieve organizational success. Managing people is an essential function of every business, and it entails planning and implementing strategies to employ the personnel to achieve organisational goals efficiently. Leadership, communication, motivation, and problem-solving skills are all required for effective people management. To increase employee engagement and productivity, it is critical to build an environment of open communication, trust, and mutual respect (Mayo, 2016). However, in many organizations employees are treated poorly which leads to a poor workforce. It is crucial to understand that effective people management can lead to improved productivity, employee engagement, and retention, ultimately contributing to the long-term success of an organization (Bratton et al, 2021).


Employee Attrition
                                       [image: Attrition in an Organization || Why Workers Quit? | Kaggle]
(Figure 2: Employee Attrition
Source: (Kaggle, 2023)
Employee attrition is the rate at which employees depart an organization over a specific period. 
In simple terms, when several employees are no longer part of an organization due to internal or external reasons, it is called employee attrition. The reasons can be voluntary or involuntary. High levels of attrition can be a big burden for businesses, resulting in higher expenses for recruiting and training new employees, as well as lower productivity and morale. Attrition can be caused by a variety of circumstances, including low job satisfaction, poor salary, and poor management. Addressing these issues and executing effective retention strategies can assist firms in lowering attrition rates and retaining outstanding employees (Frye et al, 2018).


[bookmark: _Toc130816386]Employee attrition in the nursing industry in the UK
Nursing is the core of healthcare. Without the nursing workforce, healthcare would fall apart. Employee attrition in the nursing industry is an alarming challenge, especially in the UK.
[bookmark: _Toc130816387]NHS data showing nursing attrition in the UK
The data shows that at the end of June 2022, 40,365 NHS nurses resigned from active services, which accounts for 1 in every 9. With a rate of 11.5%, 6,100 more nurses left than in the previous five years (NHS, 2022).
Community provider trusts, which are responsible for providing services such as district nursing and physiotherapy, and care trusts, which provide social care services, both appear to be highest in the attrition rate with a rate of 16.8% and 14.7% respectively. Non-specialist acute trusts had the lowest average rate, with one in every eight nurses (Palmer and Rolewicz, 2022).
People retiring are not driving the present rate of rise. Younger nurses are the ones who are quitting the NHS in the highest numbers. Two-thirds, or about 23,000, of those who left in the previous year, were under 45 years old, a 26% rise from the previous year (Holmes, 2022).
The Registered Nursing workforce group has a vacancy rate of 11.8% as of 30 June 2022 (46,828 vacancies). This indicates an increase over the same period last year when the vacancy rate was 10.3%. (38,814 vacancies) (NHS England, 2022).
[bookmark: _Toc130816388]Causes of employee attrition in the nursing industry 
High attrition rates in the nursing industry can result in increased expenses, lower productivity, and impaired patient care. It is crucial to identify the causes of such decrement in nursing staff to avoid such instances (Buchan and Seccombe, 2018).
High workload, insufficient staffing levels, low job satisfaction, a lack of support, and inadequate compensation can all be factors in nursing attrition. Addressing these issues and developing effective retention measures can aid in lowering attrition rates and retaining outstanding nursing staff (Robson and Robson, 2016).
1. Workload and stress: Nurses in the United Kingdom frequently work long hours and are responsible for caring for several patients at the same time, resulting in high levels of stress and burnout.
2. Poor pay and unfairness: Despite the demanding nature of their work, nurses in the United Kingdom are frequently paid less than other healthcare workers.
3. A lack of rewards: Nurses may believe that their opportunities for advancement are limited, and their work is not being rewarded.
4. Balance in work and life: Achieving a healthy work-life balance might be challenging for nurses due to long working hours and inconsistent scheduling.
5. Bad management: Nurses may leave an organization because they feel unsupported or devalued by their superiors. 
6. Values: Nurses might feel pressured by their employment to act against their ideals and morals, or encounter conflicts between the organization's values.
7. Community: There is a high chance nurses feel a poor positive connection with other staff and employers (Dall’Ora et, al, 2020).
[bookmark: _Toc130816389]Effects of nursing attrition in the UK Healthcare
Nursing burnout is an alarming situation that affects not only the nurses who suffer from it but also the organizations and patients for whom those nurses work. 50% of the nursing workforce is affected by this burnout, increasing the risk of personal consequences, lack of professional functioning, and harm to the patients (Dyerbye et al., 2017).
Employee attrition results in decreased quality of care, increased charges, increased workload for the remaining workforce, and staff shortages. Organizations must address these concerns to enhance retention rates and guarantee that they have qualified and experienced employees to serve patients with high-quality care (Forde-Johnston and Stoermer, 2022).
1. Decreased quality of care: The departure of experienced nurses can result in the loss of institutional expertise, which can result in a decrease in the quality of care delivered to patients.
2. Higher expenditures: Organizations incur costs due to employee attrition since they must spend resources recruiting and training new nurses to fill vacant jobs. It financially affects people seeking healthcare as well since a rise in the cost of healthcare is an effect of nursing attrition.
3. Increased workload for remaining nurses: When nurses leave a company, the task for remaining employees may increase, resulting in more burnout and stress.
4. Staff shortages: If attrition rates are high, the nursing industry may face a lack of trained nurses, putting additional strain on the healthcare system (Kelly, Gee, and Butler, 2021).

[bookmark: _Toc130816390]Employee Retention
Employee retention refers to an organization's capacity to keep its employees for a set amount of time. To keep people interested and motivated to stay with the organization through various methods is employee retention (Singh, 2019).
[bookmark: _Toc130816391]Employee retention in the nursing industry in the UK
                                         [image: Nurse Retention]
(Figure 3: Nurse Retention
Source: www.oonl.org, 2023)
National Health Service (NHS) England has implemented many schemes to promote retention in the nursing industry. However, they have not been as successful in preventing the nursing workforce from attrition.
[bookmark: _Toc130816392]NHS retention schemes
[image: Google to Surface Information from NHS Directly in UK Search Results]
(Figure 4: NHS-UK
Source: Search Engine Journal, 2023)


Monetary schemes
1. Competitive salary packages: To attract and retain skilled nursing personnel, the NHS offers competitive salary packages.
2. Financial incentives: To encourage nursing professionals to work in areas with staffing shortages, the NHS offers financial incentives such as bonuses and relocation expenses.
3. Pay progression: The NHS provides nursing staff with possibilities for advancement depending on their performance and development.
4. Pension plans: The NHS offers pension plans with attractive retirement benefits, which can entice nursing workers to continue with the organisation.
5. Training and development money: The NHS provides funds for nursing staff to improve their skills and knowledge through training and development opportunities.
Non-Monetary
1. Flexible working arrangements: To help nursing professionals balance their work and personal life, the NHS provides flexible working arrangements such as job sharing and part-time work.
2. Work-life balance efforts: To enhance the well-being of nursing professionals, the NHS offers work-life balance initiatives such as on-site childcare facilities and employee assistance schemes.
3. Opportunities for career development: The NHS provides career development options, such as mentorship and coaching schemes, to help nursing professionals advance in their professions.
4. Employee recognition schemes: Nursing personnel receive recognition and appreciation from the NHS through employee recognition schemes, which can increase their morale and motivation.
5. Supportive management techniques: To establish a healthy work environment for nursing workers, the NHS supports supportive management practices such as regular feedback and open communication channels (England, N.H.S. and Improvement, N.H.S., 2019) (Bimpong et al, 2020).
[bookmark: _Toc130816393]Critical Evaluation of existing NHS retention schemes
[bookmark: _Toc130816394]Strengths: To address a staffing crisis and a high turnover rate in patient care, the NHS insurance scheme was established. These programmes combine financial and non-financial incentives to retain professionals and boost job satisfaction. The support coverage of NHS insurance is one of its benefits. These programmes include a range of financial incentives, including competitive salaries and bonuses, as well as non-financial incentives, such as flexible scheduling and equal working life.
Weakness: However, the NHS insurance system has some flaws and contradictions. The core reasons for outages, such as bad management or a lack of resources, may not be addressed by competitive compensation packages and financial incentives, for instance, even though they can be useful retention measures. a way to make the company better. Additionally, the age and duration of service of employees may restrict the effectiveness of retirement plans, and younger employees may not immediately realize the benefits.
Recommendation
Short-term recommendations:
1. Address workload and stress: This advice is brief because it can be applied quickly and has an immediate impact on helping nurses feel less stressed and complete their duties. Nurses can feel more empowered, more motivated, and more able to handle their duties and boost job satisfaction by reducing the number of patients per nurse, offering stress treatment, and streamlining work planning.
2. Pay and Rewards: Due to its swift implementation and potential to have an immediate influence on insurance prices, this advice is also appropriate for a brief period. Nurses feel more valued and motivated to continue in their positions when they receive higher salaries and benefits like bonuses and promotions. Increasing opportunities for job advancement might also aid in keeping nurses by providing them with chances to advance their careers (Hook and Jenkins, 2019).
3. Enhance working conditions: This advice is succinct since it can be rapidly put into action and has a noticeable effect on job satisfaction and retention. For nurses to feel empowered, lifted, and supported to continue in their positions, facilities must be updated, contemporary technology and equipment must be provided, and communication and collaboration must be encouraged (Ocean and Meyer, 2022).

Long-term recommendations:
1. Encourage work-life balance: This is a long-term strategy because it requires more work to put into practice and time to see effects. Flexible work schedules, paid time off, and stress management programmes can all be used to improve work-life balance. Nurses might feel supported and inspired to work with their employees for long periods by emphasising work-life balance (Hook and Jenkins, 2019).
2. Enhance leadership and management: This suggestion is long-term and will take work to implement. outcomes require patience and time to develop. Effective communication, chances for leadership growth, and cultivating respect and support can all help improve leadership and management. Nurses might feel supported and inspired to pursue lengthy careers through leadership development and management. 
3. Address the underlying causes of nursing shortages: This advice is long-term and necessitates ongoing efforts to address the underlying causes of poor care, such as a lack of funds and resources in the healthcare industry. By suggesting increased money, resources, and sector-supporting initiatives for the health sector, these core issues can be addressed. By going through the fundamentals, nurses will feel more confident and driven to pursue their careers for a very long time. 

[bookmark: _Toc130816395]Conclusion
In conclusion, employee retention is the need of the hour in the UK nursing business, with high attrition rates negatively affecting care quality and patient outcomes. Employee retention can be influenced by a variety of internal and external factors, including work environment, job satisfaction, salary, and training opportunities. The NHS UK has established numerous retention plans, both monetary and non-monetary, to address the issue of nursing attrition. While these plans have proven successful in keeping the nursing workforce, their performance may vary, and they must be evaluated and improved regularly. Retaining nursing personnel is ultimately critical for providing quality patient care and improving health outcomes, and it necessitates a holistic approach that tackles multiple aspects of the work environment and employee experience.
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