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[bookmark: _Toc130758862][bookmark: _Toc130725981]Causes and Effects of Employee Attrition Within the Nursing Industry in the UK
Employee attrition is the process of worker resigning from the company by their choice or when compelled to do so, leaving their roles unfilled after their pull out. The employer can choose to fill the left position or not to. Employee attrition is a significant issue within the nursing industry in the UK. This industry is facing a high rate of employee attrition, which is primarily caused by a combination of factors. The first part of the report details the causes and effects of employee attrition within the nursing industry in the UK.
Some of the main causes of attrition include unhealthy working environment which is the main reason for the nurses quitting their roles (Smith et al., 2021). A study by Williams et al., (2020) posit that the management tents to focus on the business principle of the hospital where the nurses get tired by working for long hours getting burnout, fatigue without breaks to relieve their bodies and minds from work leading to physical and emotional damage
Nursing is a stressful job, and the UK nursing industry is no exception. Long working hours, high workload, and the emotional strain of caring for patients can cause stress and burnout, leading to higher attrition rates (Smith et al., 2021). Due to understaffing in the NHS the nurse on duty performs nursing procedures that takes time to complete and the number of patients to be served are many due to high patient- nurse ratio, this leads to no job satisfaction and therefore poor performances which will directly have an effect on patients’ healthcare quality (Dewanto & Wardhani, 2018).
According to Galletta et al., (2011) understaffing of nursing is a significant cause of dissatisfaction in the workplace. Nurses are a critical part of healthcare and less staff will mean existing ones have to do extra work for long hours and days to compensate what could have been done by several and perform jobs without the support that they need.
As per Almalkiet al. (2012), one factor that has been identified as contributing to nurse turnover is work-family conflict, which can arise when nurses struggle to balance their family and work roles. Family and career progression, statistics shows that there is shortage of nurses and there is feminization in the career and when they start families during child bearing they take leave and come back or never. When the management promotes a staff, they may not employ to fill the previous position and they may distribute the roles to the existing staff or let the promoted one do the new and the previous roles.
Retirement is another cause of attrition in many institutions. When an employee reaches a stage for the retirement age, he goes leaving the roles he/she was performing and the management will seek for his replacement or distribute the roles to the existing staff. The experience by a senior staff retiring is hard to be earned back quickly and this this will have a lot of impact especially if the staff retiring are many (Boudreaux & Joseph, 2015). According to Dewanto and Wardhani, (2018), nurse attrition causes Increased Costs for Hospitals because there will be need to hire and train new nurses. It adversely affects because the new nurse skills do not much the long experienced one and thus meeting the anticipated expectations.
Nurse understaffing leads to reduced quality of patient care as per Kaddourah et al., (2018). High employee attrition rates within the nursing industry in the UK can lead to a low quality of patient care due to a lot of work and stress for existing nurses. The safe care for the diseased people will put at risk because there will be poor or total failure in rescue rate and the diseased conditions may continue worsening despite being in a hospital and this is a threat to the medical institution. High employee attrition rates can also lower staff morale, leading to a toxic work environment and dissatisfaction for existing nurses (Rajan, 2013).
[bookmark: _Toc130758863][bookmark: _Toc130725982]Identification and Evaluation of Employee Incentives
The National Health Service (NHS) in the UK has implemented several retention schemes to address the issue of employee attrition within the nursing profession. Retention schemes refer to strategies and initiatives implemented by an organisation to retain their employees (Ghani et al., 2022). While these schemes are well-intentioned, they have received mixed reviews and have not been entirely effective in retaining nursing professionals (Bernal & Martinez, 2020). The report critically evaluates the existing retention schemes used by the NHS for nursing professionals in UK.

[bookmark: _Toc130758864][bookmark: _Toc130725983]Monetary Retention Schemes
Monetary retention schemes are monetary benefits to motivate employees to stay (Daniels et al., 2019). Some of these schemes include:
Bonuses and allowances granted to a nurse for a certain reason like for drinks, house allowances or commuter allowances separately or incorporation with the wages is another incentive that will motivate staff because the allowances will settle most of their financial needs. The NHS offers bonuses to nurses who meet certain targets or perform exceptionally well (Boulton & Beer, 2018).
Retirement benefits is a monetary incentive which can retain the nurses in UK. The employer can make the staff contribute some amount to be saved for his/her retirement time and add some on top as the benefit, this will retain the nurses in the profession for a long time (Zeng et al., 2022). 
Raising the salary is a common financial incentive that an employer considers by noticing the dedication of a nurses to their roles, this will impact the facility positively because they will develop a positive work ethic and remain professional throughout with reason of their hard work recognition
The NHS offers relocation packages to nurses who are willing to move to areas where there is a shortage of nursing staff. The relocation packages may include financial assistance for moving expenses, temporary accommodation, and other incentives.

[bookmark: _Toc130758865][bookmark: _Toc130725984]Non-monetary incentive
Non-monetary incentives are rewards or benefits given to employees that are not related to money or financial compensation (Daniels et al., 2019). Some of the non-monetary incentives that UK NHS can adopt include:
Flexibility provides employees with greater control over their work-life balance, flexible hours also where the nurses can choose the time to be at working, like in shifts one can choose night shift and another day can better the results and uplift the employee retention in UK. Career development opportunities for nurses to develop new skills or take on new responsibilities. This can include training programs, mentorship, or opportunities to attend conferences or workshops.
Nurses’ Recognition and praise for their contributions and accomplishments will make them feel valued and thus enhance satisfaction (Jedwab et al., 2021). This can be in the form of verbal recognition or a public announcement.
Conducive Work environment and culture that values open communication, teamwork, and collaboration (Niinihuhta & Häggman-Laitila, 2022). This includes providing a comfortable workspace, promoting work-life balance, and offering perks such as free snacks or gym membership (Haines et al., 2021).
Empowering nurses by giving them autonomy and decision-making power over their work. This can include allowing employees to make decisions on their own, encouraging creativity and innovation, and providing opportunities for leadership and advancement (Ahlstedt et al., 2020).

[bookmark: _Toc130758866][bookmark: _Toc130725985]Retention scheme evaluation
While Monetary incentives can be effective retention schemes, they may not be sustainable in the long term. The NHS may not be able to provide for example significant salary increases or bonuses due to budget constraints, which could impact retention rates. While relocation Packages can be an effective retention scheme for nursing staff in areas where there is a shortage of nursing professionals. However, the scheme may not be attractive to all nursing staff, particularly those who have family or other commitments that make relocation difficult. Looking at Flexible Working Hours and Pension Benefits, they may not be enough to retain nursing staff who are looking for career advancement opportunities or greater job satisfaction.
Non-Monetary Retention Schemes such as career Development Opportunities are essential for retaining nursing professionals, as they provide a clear career path within the NHS. However, the effectiveness of the scheme depends on the availability of development opportunities and the support provided to nursing staff to access them. Whilst recognition programs are thought to be effective in bolster staff morale and job satisfaction, they need to be consistent and provide meaningful recognition to nursing staff. 
To ensure conducive work environment, NHS provides access to employee assistance programs, mental health support, and other resources to support staff well-being (Shah et al., 2022). However, the effectiveness of this scheme depends on the accessibility of the support and the extent to which the work environment is perceived as supportive by nursing staff (Labrague et al., 2018). Staff engagement initiatives are important for gathering input from nursing staff and improving working conditions and job satisfaction. However, the effectiveness of these initiatives depends on the extent to which nursing staff feel that their feedback is being listened to and acted upon by the NHS. 

[bookmark: _Toc130758867][bookmark: _Toc130725986]Recommendation for Retention
Nurse retention is an essential aspect of ensuring the quality and continuity of healthcare services in the UK. To enhance retention of nurses in UK the research recommends the implementation of the following as categorized as short- and long-term intervention.

[bookmark: _Toc130758868][bookmark: _Toc130725987]Short-term recommendations
The NHS need to increase nurse base pay commensurate to the nature and amount of work they do. Offering competitive salary packages is a significant factor that influences a nurse's decision to stay in their current position. The NHS may also other benefits that are not as costly to the organisation but raise nursing satisfaction such as subsidies health insurance, education allowance and bonuses 
Engage nurses in shift scheduling to ensure that their input is taken into consideration. Give nurses an opportunity of having an option to work at flexible hours. Flexible work schedules will help them to balance their personal life and work and it will ultimately improve job satisfaction and retention
The NHS should hire more nurse and pass legislation that define a desirable patient-nurse ration. High patient-nurse ratios can lead to burnout, fatigue and job dissatisfaction at the end. Improving the nurse-patient ratio can help to improve nurse satisfaction and retention
The NHS to implement programs that support nurses training and development opportunities. The nurse desire to learn new knowledge and advance their career. NHS support the nurse by organising short course, seminars and bench-marking opportunities, these can help to retain nurses and improve their job satisfaction. Nurses value opportunities to advance their careers and develop their skills thus they feel motivated with the chances given to them.

[bookmark: _Toc130758869][bookmark: _Toc130725988]Long-term recommendations:
 	As The NHS should embark in adapting the current workplace to include staff welfare programs, eliminate all forms of nurse bullying, and provide the necessary safety gears and working tools. Positive workplace culture can improve job satisfaction and retention. Creating a work environment that fosters positivity, teamwork, respect, and recognition can contribute to retaining nurses. This is an effective solution that can be implemented to improve nurse retention
The NHS should implement measures to tackle high workload and job stress in nurses, which requires a multifaceted approach that includes improving staffing levels, promoting work-life balance, providing resources for stress management, encouraging teamwork and collaboration, addressing administrative burdens, and improving communication and feedback. By implementing these strategies, organisations can improve nurse retention and ultimately improve patient care 
The NHS should come up with a communication policy that encourages nurses to have open lines of communication with their supervisors and administrators which can have a positive impact on the overall attitude of hospital staff. It enables nurses to discuss burnout and feelings of being overwhelmed with their superiors. By fostering this open communication, the level of stress and conflict among hospital staff can be significantly reduced. On the other hand, in the absence of such communication, nurses may feel isolated and unsure of whom to approach with their questions and concerns. 
Empowering nurses to make decisions about patient care can help to improve job satisfaction and retention. Giving nurses more autonomy and decision-making authority can help to improve job satisfaction and retention.

[bookmark: _Toc130758870][bookmark: _Toc130725989]Conclusion
In conclusion, the nursing industry in the UK is facing a significant issue with employee attrition. The unhealthy working environment, shortage of staff, high stress and burnout, work-family conflict, and retirement are some of the main causes of employee attrition. The effects of this issue include a higher workload for existing nurses, increased costs for hospitals, reduced quality of patient care, and lower staff morale. It is crucial for the nursing industry in the UK to address these issues to retain and attract talented nurses and improve the quality of patient care.
The effectiveness of retention schemes depends on factors such as budget constraints, accessibility, and the needs and preferences of individual nursing staff. Therefore, a comprehensive approach that incorporates both monetary and non-monetary retention schemes is necessary to retain nursing professionals within the NHS.
The research recommends that the NHS should take proactive steps to improve nurse retention to ensure the quality and continuity of healthcare services in the UK. By implementing the suggested short and long-term interventions, the NHS can improve nurse job satisfaction and ultimately improve patient care.
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