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1. [bookmark: _Toc130558547]Introduction
In the UK, employee attrition in the nursing sector has been an increasing source of worry. According to Nuffield Trust (2022), 40,365 NHS nurses in England left active service in the year 2022 till June which is equivalent to one in nine nurses. With an exit rate of 11.5%, this is a peak both in absolute terms and in relation to the size of the workforce. Acute trusts (11.8% to 12.4%) appear to have the greatest average nurse leaver rates, followed by community provider trusts (16.8%) and care trusts (14.7%). (Nuffield Trust, 2022). According to data from NHS England and NHS Improvement, the number of open positions for registered nurses increased from 46,828 in June 2021 to 11,8% in June 2022. (NHS Digital, 2022).
The purpose of this report is to analyze the causes and effects of employee attrition within the nursing industry in the UK and identify retention schemes used by the NHS for nursing professionals. Furthermore, the report aims to provide recommendations to improve nurse retention in the UK in both the short term and the long term.


2. [bookmark: _Toc130558548]Analysis and Discussion 
2.1. [bookmark: _Toc130558549]Analyse the causes and effects of employee attrition within the Nursing Industry in the UK
	
Some causes and effects of employee attrition within the Nursing Industry in the UK are:
· Retirement: According to the Leaver’s Survey (2022), retirement was listed as one of the top three reasons for leaving the register by 613 of these respondents (75.8%). For nurses who have devoted their whole life to the field, retirement can be considered a logical conclusion to their career. When they reach a specific age or have collected enough service to qualify for retirement benefits, many nurses decide to retire.
· COVID-19 Pandemic: According to the Leaver’s Survey (2022), a significant portion of respondents who offered further comments—nearly one-quarter—cited the Covid-19 epidemic as a factor in their decision to leave the registry. A little more than one-third of these respondents named Covid-19 as one of their top three reasons for leaving. This demonstrates the negative effects of the pandemic on the nursing profession, which led to several nurses quitting their jobs owing to stress, burnout, or other issues. 
· Job Satisfaction: According to Royal College Nursing (RCN) (2021), the most common causes were feeling unappreciated, being under too much pressure, or being worn out. The possibility of self-reinforcing downward spirals was also highlighted by these nurses, who listed inadequate staffing levels as one of the primary reasons they were thinking about or preparing to quit.
· Workload and Stress: Qureshi et al. (2013) found out that the likelihood of employee turnover is positively correlated with job stress. Employee turnover intentions rise as job stress levels rise. Nurses put in a lot of overtime and are under a lot of pressure at work, which can result in burnout and higher turnover rates. Staff shortages may make matters worse by increasing workloads and reducing support from coworkers.
· Work-life balance: According to Nuffield Trust (2022), Work-life balance is now the second most common reason for leaving a post (almost 6,900 across all workers in the three months to June 2022), and the number of people stating this reason has increased by over four times in the past ten years. In addition, the number of people leaving for health-related reasons (about 1,800) has almost quadrupled, and the number of people leaving for a promotion (over 5,600) or to pursue more training and education (almost 1,000) has increased significantly. Those nurses who find it difficult to reconcile work and personal obligations may be more likely to quit their current position. Nurses may find it challenging to manage their duties due to shift work and long hours, which can lead to stress and burnout. Nurses may be more likely to stay with an employer who supports work-life balance and offers flexible working hours.
· Work Place Environment: According to the Leaver’s Survey (2022), one of the top three causes given by 13% of respondents was a negative workplace culture, which was a significant contributing factor. The results of the NHS staff survey from 2021 confirm the issue, with 10% of the nursing staff reporting instances of discrimination at work. In addition to this, 22% of nurses reported being bullied, harassed, or abused by coworkers in the past 12 months. The effectiveness of management strategies and workplace culture can have a big impact on how long employees stay on staff. The likelihood that a nurse will leave their current position increases if they don't feel appreciated or supported by their bosses or coworkers. High attrition rates can also be attributed to poor management techniques, such as a lack of communication and feedback.
In the UK, employee attrition in the nursing sector has been an increasing source of worry. The Nuffield Trust (2022) reported that this trend has had a significant influence. In the year ending in June 2022, 47,000 nursing professionals left the workforce, with a leaver rate of 11.5%, according to their data. This is a sizable sum, especially when you take the size of the workforce into account. The research also reveals that care trusts (14.7%) and community provider trusts (16.8%) have the highest average nurse-leaver rates.
The effects of nurse attrition can be extensive and have significant consequences for healthcare organizations as well as patients. Patients could notice a drop in care quality as a result of personnel shortages brought on by high attrition rates. The NHS must spend money on hiring and training new nurses to replace those who leave, so nurse attrition has a significant financial impact on the NHS. Also, it takes time to hire and train new nurses, which can temporarily lower the standard of patient care. To lower turnover rates and retain skilled nurses, it is crucial to address the reasons behind employee attrition in the nursing business. As a result, healthcare organizations may be able to provide patients with the finest treatment available and work more effectively.

2.2. [bookmark: _Toc130558550]Identify five monetary and five non-monetary existing retention schemes used by NHS for Nursing professionals through your research and critically evaluate them. 

Five monetary retention schemes used by the NHS for nursing professionals are:
· Pay Incentives: One monetary retention scheme used by the NHS for nursing professionals is the provision of pay incentives, which can include bonuses and overtime pay. Such rewards are intended to motivate nursing professionals to continue in their current positions and can be especially helpful in keeping individuals with specialized knowledge or who work in positions that are difficult to fill. For instance, the NHS provides a premium to nurses in certain specializations and regions where it has been difficult to attract and retain staff (NHS England, 2013).
· Pension schemes: The provision of pension plans, which offer a set benefit package and may be a compelling incentive for nursing professionals, is another financial retention strategy used by the NHS. The NHS offers a pension program that is intended to assist employees throughout their retirement years and provides a retirement income based on a portion of a nurse's last salary (NHS Business Services Authority, 2021). 
· Staff Loans: The NHS offers numerous monetary retention plans to nursing staff, including staff loans and relocation support. The provision of interest-free staff loans is one such program that can assist nurses in better managing their finances. The current student financing system was adopted by new student nurses, the majority of whom were qualified to loan fully for tuition and living expenses, imposing a contractual duty to make repayments depending on income (National Audit Office, 2020). This kind of financial assistance can help lower the likelihood that financial stress would negatively affect job satisfaction and retention, making it a crucial retention tool. 
· Career development opportunities: Career development opportunities are a significant monetary retention scheme offered by the NHS to its nursing personnel. The company offers organized training and development programs that help nurses expand their knowledge and abilities and obtain new credentials, such as master's degrees, career support, clear expectations, coaching, and consultation (Sayli et al., 2022). Additionally, providing career development opportunities shows the NHS's dedication to fostering professional progress among its employees, which can result in increased job satisfaction and higher retention rates.
· Seasonal Bonuses: The NHS uses seasonal bonuses as a monetary retention strategy for nursing staff. By providing these bonuses, the NHS can ease the financial strain and show its dedication to assisting its nursing employees (Nursing Times, 2023). Providing seasonal bonuses can also boost employee satisfaction and foster a healthy work environment, which can lead to improved retention rates.

Five non-monetary retention schemes used by the NHS for nursing professionals are:
· Flexible working arrangements: Flexible working arrangements, such as part-time work, job sharing, and flexible hours, are a significant non-monetary retention scheme employed by the NHS to retain nursing professionals (NHS England, 2022). The NHS recognizes the changing requirements and objectives of its nursing workforce by providing flexible working arrangements. This also helps to develop a better work-life balance, which can increase job satisfaction and retention rates.
· Employee Recognition: Recognition and appreciation are crucial elements of the NHS' efforts to retain its nursing professionals (NHS Employers, 2022). The NHS can create a welcoming workplace that encourages worker satisfaction, engagement, and commitment by recognizing and honouring the effort and dedication of its nursing staff.
· Employee engagement: Maintaining nursing professionals' motivation, commitment, and satisfaction with their work within the NHS is heavily dependent on employee engagement. The NHS is aware of the significance of this and has implemented several programs to interact with its nursing staff, get their feedback, and respond to their concerns (NHS Employers, 2022). 
· Positive Work Environment: Nursing professionals' well-being and job satisfaction can be significantly impacted by a supportive workplace that values respect, teamwork, and collaboration. Nursing professionals are more likely to experience reduced levels of stress and burnout when they feel respected and supported, which can improve patient outcomes and organizational performance (NHS England, 2023).
· Work-life Balance: The NHS understands the value of a good work-life balance for its nursing staff. To accomplish this, the NHS provides flexible work schedules and part-time employment options to meet the demands of nursing professionals who have obligations outside of work, such as taking care of family members (NHS Employers, 2022).


2.3. [bookmark: _Toc130558551]Make recommendations, both in the short term and in the longer term to improve nurse retention to lower nurse attrition rate in the UK. 

To improve nurse retention and lower nurse attrition rates in the UK, recommended short-term and long-term strategies are the following:
2.3.1. [bookmark: _Toc130558552]Short Term Strategies

· Addressing immediate workforce concerns such as increasing staffing levels, improving workload management, and reducing shift work can help to improve job satisfaction and reduce stress for nursing professionals.
· Increased salary and benefits for nursing professionals, particularly those employed in high-demand and high-stress environments, can enhance job satisfaction and aid in retaining seasoned nurses.
· Increased retention rates can be achieved by giving new hires additional support, such as mentorship programs and training, to make the move to a new workplace easier.
· Increased job satisfaction can be attained by fostering a good work environment through efforts like employee engagement programs and diversity and inclusion training.
2.3.2. [bookmark: _Toc130558553]Long-term Strategies:

· The skills and expertise of nursing professionals can be improved through increased investment in education and training, which can boost job satisfaction and lower turnover rates.
· The creation of career development routes for nurses can help to make obvious options for retention and promotion available, which can boost job satisfaction and lower attrition rates.
· Increased recruitment and retention initiatives can help to manage long-term workforce challenges and boost retention rates by addressing workforce planning and staffing shortages.
· Nursing professionals with family responsibilities can be supported by creating flexible and family-friendly working arrangements, such as job-sharing, part-time work, and flexible scheduling, which can also help to enhance retention rates.
3. [bookmark: _Toc8908116][bookmark: _Toc130558554]Conclusions
In conclusion, this report has brought attention to the crucial problem of personnel attrition within the UK nursing sector. The high rate of nurse attrition in the UK is mostly attributed to several variables, including retirement, the COVID-19 epidemic, job satisfaction, workload and stress, and work-life balance, according to an analysis of the causes and effects of employee attrition.
The report has also highlighted some existing both monetary and non-monetary retention programs utilized by the NHS to retain nursing personnel. These programs include pay incentives, pension plans, employee loans, chances for professional advancement, seasonal bonuses, adaptable work schedules, employee recognition, employee engagement, a supportive workplace culture, and work-life balance. In the end, the report has recommended several short-term and long-term retention strategies to improve nurse retention in the UK. 
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