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[bookmark: _Toc130166215]Introduction 
The retention of nursing staff is a crucial concern for the UK healthcare business. With the increased demand for healthcare services, the nursing shortage is intensifying, harming the quality of patient care. In this environment, it is essential to establish effective retention methods to assist healthcare companies in retaining their nursing personnel. This paper analyzes the causes and consequences of staff turnover in the nursing business in the United Kingdom and evaluates the NHS's current retention programs for nursing practitioners. Based on our results, we have presented short- and long-term suggestions to increase nurse retention and reduce nurse turnover rates in the United Kingdom.
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In the UK nursing sector, staff attrition, often known as employee turnover, is a severe problem. One in nine NHS nurses in England departed active duty in the year leading up to June 2022, equating to 40,365 nurses, according to current statistics. With a departure rate of 11.5%, this is an all-time high in absolute and relative terms. Community provider trusts, which offer services such as district nursing and community physiotherapy, tend to have the highest average nurse turnover rates (16.8%), followed by care trusts (14.7%), which provide closer health and social care services for the elderly(Peter and Dalla Veccehia,2021). Younger nurses are leaving the NHS in the highest numbers, driving the present growth rate in nurse attrition. Two-thirds, or about 23,000, of those who departed in the last year, were under 45 years old, a 26% rise from the year before. As of 30 June 2022, there were 46,828 open positions for Registered Nurses, with a vacancy rate of 11.8 %( Saura et al., 2019).


There are many causes of employee attrition within the nursing industry in the UK. Some of the leading causes include:
Workload and stress: In the United Kingdom, nurses are often asked to work long hours and manage large patient loads, which may result in burnout and stress. It might cause nurses to feel overwhelmed and unable to meet their employment expectations, which can result in their resignation.
Lack of support: It is possible for nurses to feel unsupported by their superiors and peers, which may affect their job satisfaction and desire to remain in the field. It might include needing more feedback or credit for their efforts, professional growth, and promotion chances.
Low pay and benefits: Nurses can believe that they are not sufficiently rewarded for their work, which may negatively influence their job satisfaction and desire to remain in the field. These include poor salaries, insufficient benefits, and restricted professional growth and progression chances (Saura et al., 2019).
Poor working conditions: Nurses can be exposed to dangerous working circumstances, which may negatively affect their health and well-being. These might involve exposure to contagious infections, dangerous working conditions, and insufficient protective equipment.
Lack of work-life balance: It is possible for nurses to feel unable to combine their personal and professional life, which may affect their job satisfaction and desire to remain in the field. It may include working long hours, unpredictable shifts, limited time off, or flexible work arrangements.
The effects of employee attrition within the nursing industry can be significant. Some of the main influences include:
Shortage of qualified nurses: High job turnover rates may lead to a need for more skilled nurses, which can affect the quality of patient care. It may result in longer wait times, a higher risk of medical mistakes, and worse patient satisfaction.
Increased costs: To replace lost workers, healthcare providers may need to recruit and train, resulting in higher expenses. It may lead to diminished funding for patient treatment and other healthcare efforts( Dubey and Shukla,2021).
Lower morale: High employee turnover rates may harm the remaining employees' morale, who may feel overworked and underappreciated. It may lower work satisfaction and raise the likelihood of burnout and employee turnover.
Disruption to continuity of care: Patients may need to visit new nurses each time they get treatment if there is a high incidence of personnel turnover, which may impair the continuity of care. It may affect the quality of treatment and create patient discontent.
Providing adequate support: Healthcare providers may guarantee that nurses get sufficient support from their bosses and peers. It may include frequent feedback, acknowledgment of their performance, and professional growth and progress possibilities.
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Monetary retention schemes
 Monetary retention schemes incentives nurses to remain with the NHS. These programs may include compensation and benefits packages, retention incentives, pay for performance, shift differentials, and tuition reimbursement. While they may help keep nursing staff interested and motivated, they have potential downsides, such as expense and the potential for developing inequities among personnel (Savli et al.,2022).
Salary and benefits: The NHS pays nurses a wage that varies based on their degree of experience and credentials. In addition to compensation, the NHS offers a variety of perks, including pension plans, health insurance, and paid time off. These advantages are intended to recruit and retain nurses.
Signing bonuses: The NHS gives signing incentives to nurses who agree to serve in locations with a nursing shortage or who sign on for a particular time. Depending on the region and demand, these incentives might vary from a few hundred to several thousand dollars.
Pay incentives: The NHS provides financial incentives to nurses who take on a new responsibility or specialize in a particular field. Due to the specialist nature of their profession, nurses who specialize in critical care or oncology may earn a higher salary.
Flexible working arrangements: The National Health Service provides flexible work arrangements to nurses who request them. It may include part-time employment, job sharing, or remote work. These agreements help retain nurses whose family or other responsibilities need flexibility (Luchivisi et al., 2020).
Career advancement opportunities: The NHS offers career growth opportunities to nursing professionals seeking to enhance their careers. These may include training and development programs, mentorship opportunities, and management or leadership position promotions.
Non-monetary retention schemes
Non-monetary retention programs provide non-financial incentives to nursing staff to stay with the NHS. These programs may include work-life balance initiatives, chances for professional advancement, employee appreciation programs, etc.
Recognition and appreciation: The NHS acknowledges and values nursing personnel's hard work and commitment. It may include award ceremonies, thank you cards, and other like.
Work-life balance: The NHS supports workers' work-life balance and aims to create a supportive and healthy workplace. These may include employee support programs, wellness initiatives, and access to mental health services (Luchivisi et al., 2020).
Professional development: The NHS offers nursing practitioners possibilities for professional growth. It may include participation in conferences, seminars, and continuing education courses.
Team-building activities: The NHS offers team-building exercises to nursing professionals to foster camaraderie and mutual support among colleagues. These may consist of social gatherings, team-building activities, or retreats (Marasi, 2019).
Career progression opportunities: The NHS offers nursing professionals team-building exercises to foster camaraderie and mutual support among colleagues. These may consist of social gatherings, team-building activities, or retreats.

Critique of existing retention schemes used by NHS for nursing professionals:
Salary and benefits: Salary and benefits are essential for recruiting and maintaining nursing professionals, but more than they may be needed to retain them over the long term. Other aspects, like job satisfaction and work-life balance, are also crucial (Adams and Wood, 2021).
Signing bonuses: Signing incentives can help bring nursing professionals to shortage-stricken regions, but they may need to be more effective in maintaining them long-term. If encouragement is given, nurses may be motivated to relocate to another location.
Pay incentives: Pay incentives may help keep nurses but may only be tenable in the short run. If nurses believe their salary is commensurate with their level of effort, they may gain motivation.
Flexible working arrangements: While flexible work arrangements may help keep nurses who need them, they may only be viable in some regions. For instance, nurses may be forced to work full-time in critical care or emergency rooms.
Career advancement opportunities: Career progression chances may not be accessible everywhere. For instance, in regions with a nurse shortage, it may not be easy to locate possibilities for career progression.
Recognition and appreciation: While gratitude and acknowledgment may help keep nursing personnel, more is needed in the long run. Other variables, like workload and job satisfaction, may also be significant.
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Short-term Recommendations
Increase Compensation: To solve the problem of low pay, the NHS should immediately enhance the salaries of nursing staff. It will help close the wage gap between the private sector and the NHS, making it more competitive and appealing for nurses to remain in the NHS (Prose et al., 2022).
Improve working conditions: By decreasing workload and establishing flexible work hours, the NHS may enhance working conditions for nursing personnel. It will provide a better work-life balance for nurses, leading to higher job satisfaction.
Enhance training and development programs: The NHS should give nursing personnel more excellent training and development opportunities to help them succeed in their careers. These include chances for continuing education, professional development, and mentorship.
Increase recognition and appreciation: NHS may foster a culture of gratitude and acknowledgment by instituting regular activities that honor the accomplishments of nursing workers. It will boost their work satisfaction and incentive to remain with NHS by making them feel valued and appreciated (Marasi, 2019).

Long-term Recommendations
Address the issue of low pay: NHS should collaborate with the government to increase the NHS budget to solve the problem of low income for nursing staff. It will enable the NHS to provide more outstanding wages to nursing staff, making it more competitive with the private sector.
Improve staffing levels: The NHS should prioritize increasing personnel numbers to decrease the burden and increase worker satisfaction. It may be accomplished by increasing the number of registered nurses, enhancing recruiting techniques, and improving working conditions.
Foster a culture of professional development: The NHS can foster a culture of professional growth by offering chances for nursing professionals to progress in their careers. These include opportunities for continuing education, professional development, and mentorship.
Promote work-life balance: The NHS should establish flexible working hours and provide advantages such as maternity leave and flexible scheduling to encourage work-life balance. It will assist nurses in balancing their professional and personal lives, leading to greater job satisfaction and retention (Buchan et al., 2019).
Increase communication and engagement: NHS should improve communication and engagement with nursing professionals by soliciting input regularly, resolving problems, and incorporating them in decision-making processes. It will boost nursing professionals' work satisfaction and motivation to remain with NHS by making them feel appreciated and empowered.
In particular, the NHS can enhance nurse retention by addressing the root reasons for nurse turnover, such as poor pay, heavy workload, and lack of recognition. By implementing short-term and long-term recommendations that emphasize improving working conditions, providing professional development opportunities, and promoting work-life balance, NHS can create a culture that values and supports nursing professionals, resulting in greater job satisfaction and retention.
[bookmark: _Toc130166219]
Conclusion 
In conclusion, the nursing sector in the United Kingdom needs to improve in the form of excessive personnel turnover, which has a negative impact on the quality of patient care. Many reasons for nurse turnover need the development of a complete retention plan by healthcare companies. This paper provides short-term and long-term strategies to increase nurse retention and decrease nurse turnover. To assure the availability of qualified and experienced nursing staff that can deliver high-quality care to patients, healthcare institutions need to take proactive measures to address this problem. By employing successful retention methods, healthcare firms may retain their nursing personnel and enhance their industry-wide performance and reputation.
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