1


[image: Discover University of Wales Trinity Saint David]








Module name: Introduction to Independent Research Skills
Module code: BMHP5019
Student name: Jamila Zakari
Student ID: 2322381
Lecturer’s name: Dr Eleni Koutsogeorgou-Andreou






Table of contents
Abstract
1.0 Introduction
1.1 Key Concepts and Rationale
1.2 Review Question and Objectives
2.0 Background
3.0 Methods
3.1 Search Strategy and Study Selection
3.2 Data Analysis
3.3 Ethical Considerations
4.0 Results
4.1 Study Selection and Characteristics
4.2 Thematic Analysis and Synthesis
4.2.1 Professional Autonomy and Involvement
4.2.2 Career Development and Recognition
4.2.3 Leadership and Organisational Support
4.2.4 Working Conditions and Professional Experiences
4.2.5 Overall Synthesis
5.0 Discussion
5.1 Summary of Main Findings
5.2 Findings in Relation to the Review Question
5.3 Implications for Health and Social Care
5.4 Limitations
6.0 Recommendations
6.1Future Research
6.2Policy
6.3 Health and Social Care Practice
7.Conclusion 
8.References



Topic: Factors Influencing the Retention Among Hospital Nurses in the United Kingdom.
Abstract
Nurse retention is important for maintaining a stable and sustainable nursing workforce in the United Kingdom (UK). This scoping review examined factors influencing nurse retention within UK healthcare settings. A literature search was conducted using CINAHL, PubMed and Google Scholar, focusing on studies published between 2016 and 2026. Three studies were selected and thematically analysed: Robinson et al. (2022), Fisher et al. (2022) and Chamanga et al. (2025). Four themes emerged: professional autonomy and involvement, career development and recognition, leadership and organisational support, and working conditions and professional experiences. The findings indicate that nurses may be more likely to remain where they feel valued, supported, involved in decision-making and able to develop professionally. However, the small number of studies and inclusion of community nursing evidence limit the generalisability of the findings to hospital nurses. Overall, effective retention requires supportive leadership, professional development, staff involvement and positive working conditions.









1.0 Introduction
Nurse retention is an important challenge for the sustainability of health and social care services in the United Kingdom (UK). Experienced nurses contribute clinical knowledge, professional expertise and continuity of care, while high turnover can result in increased workload and loss of organisational knowledge. Factors such as leadership, working environment, career advancement and organisational support can influence hospital nurse retention (Marufu et al., 2021). The NHS Long Term Workforce Plan identifies retention alongside recruitment, education and workforce development as essential to achieving a sustainable workforce (NHS England, 2023). Therefore, addressing retention requires attention to the professional and organisational experiences that influence nurses’ decisions to remain in employment. This scoping review examines factors influencing nurse retention, focusing on professional autonomy, decision-making, career development, recognition, leadership, organisational support and working conditions.













1.1 Rationale
Nurse retention refers to an organisation’s ability to retain nurses and minimise avoidable turnover. Although retention is associated with nurses’ intention to remain employed, intention to stay does not always result in long-term retention (Pressley and Garside, 2023). Nurse turnover may result from negative professional experiences, including moral distress, which can increase intentions to leave (Boulton and Farquharson, 2024). For this review, hospital nurses refer to registered nurses working in hospital-based healthcare services. Factors influencing retention include individual, professional and organisational conditions affecting nurses’ satisfaction, commitment and intention to remain. Retaining experienced nurses is important because it preserves clinical expertise and reduces disruption associated with staff turnover (Marufu et al., 2021). Recent evidence highlights the importance of professional involvement, career development and organisational support. Robinson et al. (2022) examined nurse involvement in healthcare improvement, while Fisher et al. (2022) explored the influence of talent management on retention intentions. A scoping review is appropriate because it enables evidence from different research designs to be mapped and key patterns and gaps to be identified (Levac, Colquhoun and O’Brien, 2010; Peters et al., 2020).

1.2 Review Question and Objectives
Review question
What factors influence the retention of hospital nurses in the United Kingdom?
Objectives
The objectives of this scoping review are to:
1. Identify key factors influencing the retention of hospital nurses in the UK.
2. Explore how leadership, organisational support and professional autonomy influence nurse retention.
3. Examine the influence of career development, recognition and professional opportunities on nurses’ decisions to remain in employment.
4. Explore the influence of working conditions and professional experiences on nurse retention.
5. Identify gaps in the evidence and develop recommendations for future research, policy and health and social care practice.








2.0 Background
Nurse retention is important for workforce sustainability because experienced nurses provide clinical expertise, continuity of care and organisational knowledge. Factors including leadership, working environment, career development, staffing and organisational support can influence retention (Marufu et al., 2021). UK workforce policy also identifies retention as a priority. The NHS Long Term Workforce Plan emphasises staff experience, flexible working, career development and supportive organisational cultures as important to workforce sustainability (NHS England, 2023). Similarly, the People Promise highlights belonging, recognition, development and wellbeing, while NHS Employers (2024) identifies positive staff experience as important to NHS workforce management. Professional standards are also relevant, as the NMC Code requires nurses to practise effectively, preserve safety and maintain professionalism and trust (NMC, 2018). Workplace wellbeing is another important factor, with evidence suggesting that workplace interventions can improve wellbeing and reduce burnout among healthcare professionals (Cohen et al., 2023). Professional involvement and career development may further influence retention. Robinson et al. (2022) linked nurse involvement in healthcare improvement with retention, while Fisher et al. (2022) identified talent management, mentoring and development opportunities as influences on retention intentions. Overall, retention is a multidimensional issue involving interconnected organisational and professional factors.
3.0 Methods
3.1 Search Strategy and Study Selection
A scoping review methodology was adopted to identify and map available evidence concerning factors influencing nurse retention in UK healthcare settings. Scoping reviews are particularly appropriate where a topic is broad, complex or characterised by evidence from different methodologies (Levac, Colquhoun and O’Brien, 2010). The methodological approach was informed by recognised scoping-review guidance (Peters et al., 2020) and the Preferred Reporting Items for Systematic Reviews and Meta-Analyses extension for Scoping Reviews (PRISMA-ScR) (Tricco et al., 2018).
Electronic searches were undertaken using CINAHL, PubMed/MEDLINE and Google Scholar. These sources were selected because they provide access to nursing, healthcare and multidisciplinary research. Search terms included nurse retention, nurse turnover, intention to stay, registered nurses, hospital nurses, United Kingdom, UK and England. Boolean operators such as AND and OR were used to combine search terms and broaden or narrow the results.
Studies published between 2016 and 2026 were considered. The inclusion criteria were research conducted in the UK, studies concerning registered nurses or nursing workforce retention, and literature examining retention, turnover or intention to remain. Peer-reviewed research was prioritised.
Studies were excluded where they focused exclusively on student nurses, non-nursing professionals, countries outside the UK or topics unrelated to retention. Following screening against the inclusion and exclusion criteria, three studies were selected for detailed synthesis: Robinson et al. (2022), Fisher et al. (2022) and Chamanga et al. (2025).
An important methodological issue concerns the population represented by the selected studies. Chamanga et al. (2025) focused on adult community nurses rather than hospital nurses. Consequently, its findings cannot be assumed to be directly transferable to hospital nursing. The study was retained as contextual evidence because it examined retention within NHS Trusts and addressed broader workforce factors relevant to the UK nursing workforce. This limitation is considered critically in the Discussion.


3.2 Data Analysis
The selected studies were analysed thematically. Information was extracted concerning the study aims, design, population and principal findings. Findings were then compared to identify recurring concepts across the studies.
Four themes were developed:
1. Professional autonomy and involvement
2. Career development and recognition
3. Leadership and organisational support
4. Working conditions and professional experiences
Thematic synthesis was selected because the included studies used different methodological approaches and investigated related but not identical aspects of retention. Rather than treating the findings as directly equivalent, the analysis considered areas of convergence and differences between studies.
The review did not undertake a meta-analysis because the studies differed in design, sample and outcomes. The purpose was to map the available evidence and develop an interpretive synthesis.

3.3 Ethical Considerations
As this review involved analysis of previously published literature and did not involve direct recruitment of human participants, individual informed consent and participant-based ethical approval were not required. Nevertheless, ethical principles were considered throughout the review. The researcher aimed to represent the findings of included studies accurately and avoid selective reporting or deliberate misinterpretation. All sources were acknowledged through Harvard referencing to support academic integrity and minimise plagiarism. Transparent inclusion and exclusion criteria were applied to reduce potential selection bias. The review also sought to report evidence objectively, including findings that did not necessarily support the researcher’s expectations. Transparent reporting is important for improving the credibility, reproducibility and trustworthiness of evidence synthesis (Page et al., 2021; Tricco et al., 2018).

4.0 Results
4.1 Study Selection 
Three studies were included in the final synthesis. Robinson et al. (2022) investigated whether registered nurse involvement in improving healthcare services influenced retention. Fisher et al. (2022) examined the influence of a talent-management initiative on registered nurses’ retention intentions. Chamanga et al. (2025) explored factors affecting recruitment and retention among adult community nurses. The studies differed in design and population. Robinson et al. (2022) used NHS Trust-level evidence, while Fisher et al. (2022) used qualitative interviews. Chamanga et al. (2025) also used qualitative methodology but focused on community nursing. This methodological diversity provided a broader understanding of retention but limited direct comparison.










Table 1
Name of student: JAMILA ZAKARI
Topic/review question: Factors influencing the retention of hospital nurses in the United Kingdom

	


	
Article citation
	
Aim of study
	
Methods, Sample size and characteristics
	
Summary of main findings
 

	1
	Robinson et al (2022)
	
Examined whether nurse involvement in healthcare improvement affects retention.
	
This sample include all NHS Trust in England with complete published data sets (217 NHS Trusts) rather than individual nurses
	Decision-Making, autonomy and organisational support improved job satisfaction and retention.

	2
	Fisher et al (2022)
	
Explored how talent management affects nurses’ retention intention
	
Qualitatiivestudy. Semi-structured interviews with 8 registered nurses 
	Career development, mentoring, recognition and leadership support encouraged retention.

	3
	Chamanga et al (2025)
	
Explored factors affecting recruitment and retention of adult community nurses.
	
Qualitative study across NHS trusts in England. involving 41 participants
	Working conditions, organisational support and professional experiences influenced retention.








4.2 Thematic Analysis and Synthesis
4.2.1 Professional Autonomy and Involvement
Professional autonomy and involvement emerged as important factors associated with retention. Robinson et al. (2022) found that registered nurse involvement in improving healthcare services was relevant to retention. This suggests that nurses may experience greater professional value when they have opportunities to influence decisions affecting clinical services. However, Autonomy may contribute to retention by strengthening nurses’ sense of professional identity and control over their work. When organisations involve nurses in service improvement, employees may perceive that their knowledge and experience are recognised. Conversely, limited involvement may contribute to perceptions that decisions are imposed without sufficient consideration of frontline professional knowledge. The importance of autonomy also has implications for leadership. Staff involvement requires organisational structures through which nurses can contribute meaningfully rather than simply being consulted without influence. Therefore, autonomy should be considered alongside leadership and organisational culture.

4.2.2 Career Development and Recognition
Career development and recognition represented a second major theme. Fisher et al. (2022) found that talent management, mentoring and professional development influenced registered nurses’ retention intentions. Nurses may be more likely to remain when they perceive realistic opportunities to develop their skills and progress within their organisation. Recognition is also important because it communicates that nurses’ contributions are valued. Career development should therefore not be understood solely as promotion. Continuing professional development, specialist education, mentoring and opportunities to participate in service improvement may also contribute to professional satisfaction. This finding is consistent with Marufu et al. (2021), who identified career advancement as one of the factors associated with hospital nurse retention. It also aligns with NHS workforce policy, which emphasises development and career progression as part of long-term workforce sustainability (NHS England, 2023).


4.2.3 Leadership and Organisational Support
Leadership and organisational support were evident across the evidence base. Fisher et al. (2022) identified supportive leadership as relevant to nurses’ retention intentions, while Robinson et al. (2022) highlighted organisational involvement. Supportive leadership can influence retention through communication, recognition, staff involvement and the creation of psychologically supportive environments. Leaders who listen to nurses and respond to concerns may help employees feel valued and respected. However, leadership should not be considered independently from wider organisational structures. A supportive individual manager may have limited capacity to resolve systemic problems such as chronic understaffing or excessive workload. Consequently, retention strategies need to combine effective local leadership with organisational policies that provide adequate staffing, development opportunities and wellbeing support.

4.2.4 Working Conditions and Professional Experiences
Working conditions and professional experiences formed the fourth theme. Chamanga et al. (2025) identified organisational factors, working conditions and professional experiences as relevant to recruitment and retention among adult community nurses. Although community nursing differs from hospital nursing, the findings highlight broader workforce issues that may also be relevant to NHS organisations. Workload, staffing, organisational culture and staff wellbeing can shape nurses’ experiences of employment. Cohen et al. (2023) provide further support for the importance of workplace wellbeing, demonstrating that interventions addressing workplace conditions may improve wellbeing and reduce burnout among healthcare professionals. However, interventions aimed at individual resilience alone may be insufficient if underlying organisational problems remain unresolved.

4.2.5 Overall Synthesis
Overall, the studies demonstrate that nurse retention is multidimensional. Professional autonomy, development, recognition, leadership and working conditions appear interconnected rather than independent. For example, career development may be difficult to access in an organisation experiencing severe staffing pressures, while professional autonomy may be limited where organisational leadership does not encourage staff participation. Similarly, effective leadership may contribute to improved working conditions but cannot entirely compensate for structural workforce shortages. The evidence therefore supports a holistic approach to retention. This interpretation is consistent with systematic reviews identifying organisational environment, leadership, career advancement and support as important determinants of nurses’ intentions to remain (Marufu et al., 2021; Pressley and Garside, 2023).






5.0 DISCUSSION 
5.1 Main Findings
This scoping review identified four interconnected factors influencing nurse retention: professional autonomy and involvement, career development and recognition, leadership and organisational support, and working conditions and professional experiences. The findings indicate that nurses’ decisions to remain are influenced by both their immediate employment experience and their perception of future professional opportunities. This is important because retention should not be reduced to salary or recruitment incentives. Nurses may consider whether their workplace allows them to develop professionally, participate in decisions and receive appropriate support. Robinson et al. (2022) demonstrate the potential importance of nurse involvement in healthcare improvement. Fisher et al. (2022) highlight the role of talent management, mentoring and career development. Chamanga et al. (2025) provide evidence concerning organisational conditions and professional experiences. Although the studies differ, their findings converge around the importance of supportive and professionally rewarding working environments.



5.2 Findings in Relation to the Review Question
The review question asked:
What factors influence the retention of hospital nurses in the United Kingdom?
The evidence indicates that nurse retention is influenced by interconnected professional and organisational factors. Professional autonomy and involvement may support retention, as Robinson et al. (2022) found that nurse involvement in healthcare improvement can strengthen professional ownership. Career development and recognition are also important. Fisher et al. (2022) identified mentoring, talent management and professional development as relevant to retention, supporting Marufu et al.’s (2021) finding that career advancement influences hospital nurse retention. Leadership and organisational support may further encourage nurses to remain. Pressley and Garside (2023) linked job satisfaction and organisational commitment with nurses’ intentions to stay. Working conditions are also significant, with Chamanga et al. (2025) identifying workplace and professional experiences as influences on retention, although the study focused on community nurses. Overall, retention requires a coordinated approach involving supportive leadership, career development, staff involvement, recognition, wellbeing and positive working conditions. However, intention to stay does not always result in actual retention, highlighting the need for longitudinal research to evaluate long-term retention outcomes.



5.3 Implications for Health and Social Care
The findings have significant implications for health and social care practice. Retaining experienced nurses can support continuity of care, professional teamwork and the preservation of organisational knowledge. Conversely, persistent turnover may increase workload and disrupt team functioning. The findings also suggest that retention should be incorporated into workforce planning rather than treated as an issue for individual managers. NHS England (2023) identifies retention, development, flexibility and staff experience as components of long-term workforce sustainability. At an organisational level, leaders should create mechanisms through which nurses can participate in decision-making and service improvement. This could include staff forums, quality-improvement projects, structured feedback systems and opportunities for frontline nurses to contribute to policy development. Career development should also be accessible. Organisations could strengthen mentoring, continuing professional development, specialist training and transparent progression pathways. Recognition should complement these opportunities by acknowledging nurses’ contributions to patient care and service improvement. Working conditions require equally strong attention. Cohen et al. (2023) demonstrate the importance of workplace interventions for staff wellbeing and burnout. However, wellbeing strategies should not place responsibility solely on individual nurses. Organisational causes of stress, such as excessive workload, inadequate staffing and poor management support, must also be addressed. These findings are consistent with wider UK evidence. Alkan, Cushen-Brewster and Anyanwu (2024) identified organisational factors as important to workforce recruitment and retention, reinforcing the argument that retention requires organisational-level action.






5.4 Limitations
Several limitations should be considered.
First, only three studies were included. This restricts the breadth of the evidence and means that important retention factors may not have been identified.
Second, there was a mismatch between the review population and one included study. Chamanga et al. (2025) focused on adult community nurses rather than hospital nurses. Although the study provides useful contextual information about NHS workforce retention, its findings may not be directly transferable to hospital environments.
Third, the included studies differed in methodology. Robinson et al. (2022) used NHS Trust-level data, whereas Fisher et al. (2022) and Chamanga et al. (2025) used qualitative approaches. Differences in methodology and outcomes make direct comparison difficult.
Fourth, the search strategy was restricted to selected databases and primarily English-language literature. Relevant studies may therefore have been missed. Although Google Scholar was used to broaden the search, its large and variable evidence base can make reproducibility more difficult.
Finally, the review focused largely on recent evidence. While this improves contemporary relevance, excluding older research may have removed historically important evidence concerning long-term determinants of nurse retention. These limitations mean that the findings should be interpreted as a mapping of available evidence rather than definitive evidence that establishes causation.









6.0 Recommendations
6.1 Recommendations for Future Research
Future research should:
· Conduct larger studies specifically examining hospital nurse retention in the UK.
· Use longitudinal designs to distinguish between intention to stay and actual retention.
· Examine how workload, staffing levels, burnout and wellbeing interact with retention.
· Investigate differences in retention factors across nursing specialties and UK regions.
· Examine the experiences of internationally educated nurses and their influence on workforce retention.
· Evaluate the long-term effectiveness of specific retention interventions, including mentoring, career development and leadership programmes.
· Use mixed method approaches to combine quantitative measures of retention with nurses’ qualitative experiences.
Further research should also investigate whether interventions that improve staff wellbeing produce sustained improvements in retention rather than short-term changes in job satisfaction.

6.2 Recommendations for Policy
Policymakers should:
1. Treat nurse retention as equally important as recruitment and workforce expansion.
2. Support policies promoting healthy work-life balance and flexible working.
3. Increase opportunities for continuing professional development and career progression.
4. Encourage organisations to involve nurses in decisions affecting clinical practice.
5. Address staffing pressures and excessive workload.
6. Support leadership development for nursing and healthcare managers.
7. Include staff experience and retention outcomes within workforce planning.
These recommendations are consistent with the NHS Long Term Workforce Plan, which identifies retention, staff experience, flexibility, development and career progression as important components of workforce sustainability (NHS England, 2023).

6.3 Recommendations for Health and Social Care Practice
Healthcare organisations should:
· Strengthen leadership and management support for nurses.
· Develop formal mentoring and career-development programmes.
· Provide meaningful opportunities for nurses to participate in service improvement.
· Establish regular mechanisms for collecting and responding to staff feedback.
· Recognise nurses’ contributions to patient care and organisational improvement.
· Monitor workload and staffing pressures.
· Introduce evidence-informed wellbeing and burnout-prevention interventions.
· Provide transparent career progression pathways.
· Promote inclusive and supportive working environments.
The recommendations should be implemented collectively rather than as isolated interventions. For example, introducing wellbeing programmes without addressing excessive workload may have limited impact. Similarly, offering career development without adequate staffing may make it difficult for nurses to access training. Retention therefore requires coordinated action across organisational culture, leadership, professional development and working conditions.








7.Conclusion
This scoping review examined factors influencing nurse retention within UK healthcare settings and identified four interconnected themes: professional autonomy and involvement, career development and recognition, leadership and organisational support, and working conditions and professional experiences. The evidence demonstrates that retention is a complex issue influenced by nurses’ professional experiences and the organisational environments in which they work. Nurses may be more likely to remain where they feel valued, supported and involved in decisions affecting their practice. Career development, mentoring and professional recognition may also strengthen retention intentions. However, the small number of included studies and the inclusion of evidence from community nursing limit the extent to which the findings can be generalised specifically to hospital nurses. Further research should therefore focus on hospital-based nursing populations and use longitudinal approaches to examine the relationship between organisational interventions and actual retention. Therefore, recruitment alone is unlikely to resolve nursing workforce challenges. A sustainable approach requires organisations to improve working conditions while also providing effective leadership, meaningful staff involvement, career development and recognition. Such measures may support workforce stability and contribute to the delivery of safe, effective and person-centred care.
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