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Executive Summary


This study has broadly focused on analysis of employee attrition in business considering UK healthcare industry and NHS. It has first demonstrated major causes of employee attrition in UK healthcare service and it’s impact. Further, this study has identified monetary and non-monetary schemes that have been implemented by NHS to secure interest of employees. Finally, this study has provided recommendations for improvement of employee retention in health and social care followed by strategic measures. 
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Employee attrition is regarded as the departure of employees from companies due to various reasons that involve monetary and non-monetary causes and this attrition is both voluntary and involuntary. This would discuss and evaluate effects of employee attrition in Nursing Industry and strategies for enhancing employee retention to deal with employee attrition affecting quality of service. 
1. [bookmark: _Toc129185941]Analysing Causes and Effects of Employee Attrition within Nursing Industry in UK

“National Healthcare Service” (NHS) is the largest healthcare service provider in the UK that employs over a million staff for delivering quality output to its consumers and ensuring optimum health and safety. Buchan et al. (2019) studied that in 2018, NHS faced various challenges in delivering healthcare services which involve “GP shortage, nursing shortage, unchartered territory for payment and lack of investment in training and development”. However, these authors mostly focused on post pandemic issues which were responsible for increasing employee attrition causing major negative impacts on service quality and satisfaction level of consumers. During post pandemic phase, NHS also underwent a structural change where it was clearly mentioned that NHS would work jointly with “Health Education England” at a national level (Buchan et al. 2019). It was developed with a strong aim to align workforce plans with NHS service plans for developing and supporting a local healthcare system that would recruit, train and retain staff of NHS. 
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Figure 1: Changes in Employment Rate in NHS, UK
(Source: Buchan et al. 2019)

Before the pandemic situation, the Inclusion of Covid-19 pandemic has affected employee retention rates and increased employee attrition which negatively impacted quality of services delivered by NHS. Since 2014 number of healthcare visitors was increasing at a higher rate that faced a major decline since 2017 but number of childcare service providers increased significantly. In relation to a pandemic, Hoernke et al. (2021) demonstrated that during Covid-19, NHS faced a major shortage in its workforce as most service providers including nurses and doctors were infected. Under that circumstance, existing and active healthcare service providers had to face excessive workloads which were responsible for their resignation. On the other hand, Yusefi et al. (2022) specified that during a global pandemic situation, UK nursing industry faced a major challenge due to a lack of proper infrastructure and training and development of employees. However, through analysis of pre-pandemic and post-pandemic situations multiple causes have been identified that are responsible for employee attrition in UK nursing industry having long term negative consequences. 
Major causes that are increasing employee attrition rate involve “workplace facilities, childcare, flexible working hours, pay and pension” and these issues are closely associated with employee satisfaction. Adams et al. (2021) evaluated that workplace facilities are essential for employee retention rates in healthcare service providers who are under direct supervision of NHS hospitals. However, a lack of effective workplace facilities such as "physical safety and comfort, free parking and provision for food and drinks" is negatively impacting employee retention rate. This is when employees feel monotonous and less motivated while performing their regular roles and responsibilities causing an increment in their attrition rate. 
On the other hand, Banks et al. (2020) completely focused on healthcare for children which is influencing many healthcare service professionals to leave their job at NHS and look for better opportunities in other institutions. In a meeting hosted by the NHS Acute Trust, it was found that many healthcare service providers were facing difficulties due to inappropriate infrastructure for childcare which was responsible for increased infant mortality rate. Childcare is a major determining factor of employee attrition rate in NHS as Banks et al. (2020) identified that lack of effective childcare activities particularly affects lower paid health and social workers. Another significant cause that affects employee attrition rate in healthcare industry of UK involves lack of pay to consumers. In 2021 a survey conducted by NHS showed that only 36.7% of employees were satisfied with level of their pay and half of staff complained about working additional unpaid hours (HEALTHCAREERS, 2022). This factor has resulted in highlighting need for improving recruitment process and retention across a range of occupations in health and social care industry in UK. 
[bookmark: _Toc129185942]2. Identifying Monetary and Non-monetary Existing Retention Schemes Used by NHS
Existing retention rate in health and social care in UK nursing industry is influenced by various factors that help to enhance employee retention and improve overall quality of service. Employee retention rate in health and social care is being maintained by NHS through its effective monetary and non-monetary policies. In context to enhancing employee retention rate it has been identified that monetary retention schemes are attractive apparently but employees these days are becoming influenced by non-monetary policies which are necessary for enhancing employee retention rate. 

Monetary Retention Schemes 
Additional Incentives
An additional incentive is regarded as the most authentic and effective monetary retention scheme that helps in enhancing and securing employee retention for improving quality of service. Sirili and Simba (2021) mentioned that additional incentives and monetary retention schemes in health and social care services of UK healthcare have helped in encouraging employees to perform desired behaviour which involves lottery prizes after completing assessments. On the other hand, Lai et al. (2023) mentioned that additional incentives in health and social care are improving employee retention rates and enabling employees to improve quality of healthcare service. 

Hike in Current Pay Scale 
Following a survey conducted by NHS, it has been found that only 36.7% of employees are satisfied with their level of pay which is considerably lower. Based on this factor, NHS has taken initiatives for improving employee retention rate through an increasing level of pay for encouraging employees to perform their regular roles and responsibilities. For instance, from April 2020, NHS has proposed an agenda in its pay scale which involves 9 individual pay bands based on experience of employees. For instance, initial pay for new entrants in this service starts from pay band 1 with a starting salary of £20,270 a month (HEALTHCAREERS, 2022). Employees who are having more than five years of experience in health and social care earn a salary of £109,475 which is increased compared to pay of previous years. 

Paid Additional Working Hours 
Payment on additional working hours has been recently implemented by NHS for satisfying needs and requirements of employees who are willing to work extra hours for delivering services to consumers. Bielicki et al. (2020) explained that during a pandemic situation, healthcare workers had to work for a longer period to ensure health and safety of individuals. However, NHS is still recovering from aftermath of pandemic situation, and shortage of staff is still a major concern. Due to an insufficient workforce, employees working at NHS are forced to work additional hours and to keep them motivated, NHS has taken adequate measures to provide additional payments for extra working hours. 

Reimbursement for Expenses
In health and social care, employees face major expenses such as travelling to a house of patients or screening a patient, where professionals have to pay their expenses. However, for enhancing the employee retention rate, NHS has taken an effective measure which is associated with reimbursement of expenses that have been done by healthcare employees such as nurses (HEALTHCAREERS, 2022). This initiative would be exceptionally beneficial as it would provide monetary support to employees by reimbursing their expenses which would keep them encouraged and motivated. 


Cash-like Rewards 
Monetary benefits such as cash are often replaced by cash-like rewards which are becoming extremely popular these days for securing interest of employees and offering them better job satisfaction. Cash-like rewards in NHS involve various lucrative advantages such as “gift vouchers, time and additional resources for recruiters” that are necessary for maintaining employee retention rate. Following this strategy, NHS is implementing monetary processes in its existing employee retention scheme to offer employees a better working environment. 

Non-monetary Retention Schemes
Organisational Culture 
Organisational culture is a significant component in non-monetary employee retention scheme which has been undertaken by NHS for encouraging employees to perform their regular responsibilities. NHS has proposed development of a healthy culture in its organisations which would help in delivering high quality, effective and safe patient care (DIGITAL, 2022). Improvement in staff retention needs to be enhanced by inspirational, ambitious and compassionate care which would essentially influence employees positively. This way, organisational development helps in improving employee retention rate by carrying out leadership and cultural change for betterment. 

Effective Communication 
Communication is the backbone of any teamwork and for strengthening communication between employees and leaders, NHS has focused on showing value to its employees and increasing the likelihood of staff staying. Norman et al. (2021) demonstrated that NHS in UK healthcare industry has taken adequate measures for speaking with staff and understanding what makes them driven to perform their role and responsibilities. Besides that, NHS has also taken adequate strategies to establish internal communication with employees and enable colleagues to understand achievements of colleagues. 

Supporting Employees 
During global pandemic situation, NHS in UK lost much of its workforce which has led this organisation to rethink its recruitment process followed by an effective employee support system within a cognitive labour market. Currently, NHS witnessed a more than 11% hike in employee retention rate which is influencing adoption of strategic employee retention measures for enabling candidates to have a realistic experience of their roles and responsibilities (Norman et al. 2021). In order to support new candidates and existing employees, NHS has involved strategies for inspiring, attracting and recruiting employees without starting retention by filling employment checks.  

Development and Career Planning
Development and career planning are regarded as effective non-monetary retention strategy that helps in improving employee retention rate by ensuring continuous development of their career. Quek et al. (2021) explained that NHS has implemented a strong employee retention programme which would be beneficial for regularly appraising performance of staff through one to one meetings with higher authorities. This would help in improving motivation among employees and would also ensure achievement of quality services for meeting needs and requirements of employees. 



Health and Wellbeing of Employees 
Importance of health and social care among employees of NHS is long recognised but during a global pandemic situation, limitations of NHS infrastructure regarding health and care were highlighted, based on such gaps, NHS has taken adequate measures to deal with existing challenges in providing health and safety benefits to employees including enhancing experience of nurses and other healthcare professionals. 
[bookmark: _Toc129185943]3. Recommendations for Long-term and Short-term Improvement in Nursing Retention
Existing challenges in health and social care, especially in nursing industry in UK needs to be improved for achieving long term and short-term objectives. Fitzpatrick et al. (2023) explained that a strategic recommendation for improving employee retention in UK nursing industry would be “Workforce Planning” which mainly focuses on supplying factors and developing strategies for long term planning through inclusion of digital technologies. After pandemic situation, healthcare service organisations in UK are focusing on developing an effective digital infrastructure which would satisfy needs and requirements of employees. Following this approach, it would be beneficial for NHS to maintain a frictionless approach to managing employees and improve employee retention rates. On the other hand, Werdhiastutie et al. (2021) mostly focused on providing training and development to employees which would help in strengthening existing knowledge of employees and achieving success. Strategic training and development programmes would not only help in enabling employees to achieve career advancement plans but would also improve employee retention rate for enhancing quality of service and satisfying changing needs of consumers. For promoting training and development programmes, NHS is required to have technological advancements through its digital scope which involves “NHS Digital Academy and Digital Health Leadership Programme”. 
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Conclusion



From this study, it can be concluded that employee attrition is a threat to existing businesses or services and employee retention needs to be increased for improving quality. In UK healthcare and nursing industry, employee retention rate has decreased drastically which is responsible for lowering quality standards. However, NHS has taken adequate measures to deal with existing challenges with health and social care in UK nursing industry, which is followed by monetary and non-monetary measures.  
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