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[bookmark: _Toc133680489]Section 1: Introduction:
A widespread global issue in nursing is high attrition rates, which have negative impacts on staff: patient ratios, workload, patient safety, and care quality (Aiken et al, 2002; Royal College of Nursing (RCN), 2015). In 2020, the World Health Organization (WHO) determined that there is a 5.9 million global nursing and midwifery shortage, which is detrimental to the health and wellbeing of entire population. (WHO, 2020). 
Employee attrition factors:
There are a number of factors that contribute to employee attrition within the nursing industry in the UK, few are discussed below:
1. High workloads and stress levels are common in the nursing profession, and contribute to burnout and job dissatisfaction among nursing staff. This leads to staff members leaving their positions in search of less stressful or demanding work. (RCN, 2020)
2. Nursing staff in the UK are paid less than other healthcare professionals, despite the high levels of responsibility and demanding workloads. Low pay and benefits lead to staff members leaving their positions in search of better-paying jobs in other industries or in other countries where pay and benefits are more competitive.
3. A lack of opportunities for career development and progression can contribute to job dissatisfaction and staff members leaving their positions. Nursing staff feel that they have reached a ceiling in their current role and leave in search of opportunities for advancement.
4. Poor working conditions, including inadequate staffing levels, lack of resources, and inadequate training and support, lack of support from management contributes to job dissatisfaction and burnout among nursing staff (Estryn-Beher et al, 2010; Choi et al, 2013)
5. An aging population and an aging nursing workforce contribute to employee attrition as older nursing staff members retire and younger staff members are not recruited at a fast enough rate to replace them. 
6. Lack of recognition and appreciation for the work that nursing staff do leads to feelings of undervaluation and job dissatisfaction, which results in attrition.
7. It's common knowledge that stress caused by a difficult work-life balance causes attrition. Researchers have observed that, if there is sufficient dissonance between the competing demands of the two, then deciding to leave nursing becomes more likely (Li et al, 2011)

Employee attrition within the nursing industry in the UK have significant effects on the healthcare system and the delivery of care to patients.
[bookmark: _Toc133680490]Section 2: Effects causing employee attrition:
Some of the effects of employee attrition include:
1. Employee attrition result in staff shortages, particularly in areas where there is already a shortage of nursing professionals, which have a direct impact on the quality of care provided to patients. This can lead to increased workloads for remaining staff, lower morale, and increased stress and burnout.
2. Staff shortages also leads to a decrease in the quality of care provided to patients. Nurses who are overworked and overstressed are more likely to make errors, and may not have the time or resources to provide the necessary level of care to patients (RCN, 2021).
3. When nursing staff leave an organization, there is a period of time during which the position is vacant and the workload is shared among the remaining staff. This reduces productivity and increased stress for the remaining staff.
4. Staff shortages increases costs for the NHS, as the need to hire temporary staff or agency staff arises to fill the gaps. These staff tends to be more expensive than the permanent staff, and may not have the same level of expertise or familiarity with the healthcare system. Employee attrition can be costly for organizations, particularly when they have to spend money on recruiting and training new staff. The costs associated with employee attrition can include recruitment fees, training costs, and lost productivity during the period in which the position is vacant.
5. Employee attrition leads to reduced job satisfaction and increased turnover among remaining staff. Nurses who are overworked and stressed are more likely to leave the profession, which can exacerbate staff shortages and perpetuate a cycle of attrition.
6. Employee attrition have a negative impact on patient outcomes. Higher nurse staffing levels are linked to improved patient outcomes, including lower mortality and hospital-acquired infection rates, according to research that has linked nurse staffing levels to patient outcomes.
Employee attrition within the nursing industry in the UK have far-reaching effects on the healthcare system and the delivery of care to patients. Addressing the underlying causes of employee attrition, such as low pay, high workload, and poor working conditions, is essential to ensure that the nursing profession remains sustainable and that patients receive high-quality care.
The NHS has implemented a number of retention schemes for nursing professionals in order to address the shortage of nurses in the UK and retain experienced staff. These schemes are designed to provide financial incentives and support to nurses and encourage them to stay in the profession. However, they are just one part of a wider strategy to improve nursing retention and address the challenges facing the NHS workforce. 
[bookmark: _Toc133680491]Section 3: Monetary retention schemes:
Some of the monetary retention schemes include:
1. Nursing and Midwifery Staffing Program: Introduced in 2017, this program provides financial incentives for nurses and midwives who work in areas where there are staffing shortages. The incentives include a one-off payment of up to £2,000 and an annual payment of up to £1,000 for up to three years. 
2. Continuing Professional Development (CPD) Funding Program:This program provides funding for nurses to undertake further training and development to enhance their skills and knowledge and advance their careers. This can include courses, conferences, and qualifications.
3. Agenda for Change: This is the national pay system for all NHS staff, including nurses. It provides a structured framework for career development and pay progression, based on experience and performance.
4. Recruitment and retention premia: The NHS offers retention payments to nursing professionals who commit to working in certain areas or specialties for a set period. This can include payments for working in areas with a shortage of nursing staff, such as specialist roles, such as critical care nursing, mental health nursing, and emergency nursing.
5. Golden hello: This is a one-off payment made to newly qualified nurses who agree to work in a specific location or specialty for a set period of time. Some NHS trusts offer golden hello schemes, which provide a financial incentive for nursing professionals to join their organization. This can include a one-time payment or a series of payments over a set period.

[bookmark: _Toc133680492]Section 4: Non-monetary retention schemes:
These non-monetary retention schemes are designed to support and incentivize nursing professionals to remain in the profession and provide high-quality care to patients. 
1. Flexible working arrangements: The NHS offers flexible working arrangements to nursing professionals, which can help them balance their work and personal life. This can include options such as part-time working, job sharing, and flexible shift patterns.
2. Career development opportunities: The NHS provides nursing professionals with opportunities to develop their careers and progress to more senior roles. This can include mentoring schemes, leadership development programs, and opportunities for additional training and education.
3. Staff engagement and recognition: The NHS recognizes and celebrates the achievements and contributions of nursing professionals. This can include awards ceremonies, staff appreciation events, and opportunities for staff to provide feedback and suggestions for improvements.
4. Health and well-being support: The NHS provides health and well-being support to nursing professionals, which can help them maintain their physical and mental health. This can include access to occupational health services, counselling, and support for managing stress and work-related pressures.
5. Workforce planning and management: The NHS has implemented workforce planning and management strategies to ensure that nursing professionals are deployed effectively and efficiently. This can include ensuring that there are sufficient staffing levels, managing workload and staffing ratios, and addressing issues related to staff morale and job satisfaction.
These retention schemes are designed to recognize the value of nursing professionals and provide incentives for them to stay within the NHS. By investing in the nursing workforce, the NHS aims to improve patient care and outcomes, while also addressing the staffing shortages that have been a challenge for the healthcare system in recent years. They can help to address some of the underlying issues that are causing nursing staff to leave the profession, improve job satisfaction and engagement, and promote a positive and supportive working environment.
[bookmark: _Toc133680493]Section 5: Recommendations:
Nurse retention is a critical issue in the UK healthcare system, and addressing this issue requires a comprehensive approach with both short-term and long-term strategies. For the nursing staff to feel more supported, a thorough dialogue with follow-up actions must be established.
[bookmark: _Toc133680494]Section 6: Short term recommendation:
1. Identify nurses who may be struggling and provide them with immediate support and resources to address their concerns.
2. Offer competitive bonuses and incentives: Consider offering bonuses or other incentives to nurses who stay with the organization for a certain period of time or achieve specific goals.
3. Nurses often leave their jobs due to excessive workloads. Consider hiring additional staff, implementing technology solutions, or streamlining processes to ease the burden on nurses.
4. Ensure that new nurses receive comprehensive orientation and training to help them feel confident and prepared in their roles. Effective orientation and onboarding programs can help new nurses feel more confident and supported in their roles. This can include providing mentors or preceptors, and ensuring that new nurses have the necessary training and resources to do their jobs effectively.
5. Conduct exit interviews with nurses who are leaving to identify common reasons for attrition and make changes accordingly. This information can be used to identify areas for improvement and make changes to address issues that may be causing high turnover rates.
[bookmark: _Toc133680495]Section 7: Long-term recommendations:
1. Nurses should be compensated adequately with a salary and benefits package that is competitive with other industries, and that acknowledges their expertise, experience, and dedication. This can include health benefits, paid vacation, flexible scheduling, retirement benefits, and other incentives.
2. Nurses should have access to ongoing education and training opportunities to stay up-to-date with the latest advancements in healthcare. This can include on-the-job training, continuing education courses, and professional certifications.
3. The work environment should be conducive to providing high-quality patient care and supportive of nurses' well-being. This should include adequate staffing levels, proper equipment and resources, and a culture that values and respects the contributions of nurses.
4. Nurses should be recognized and appreciated for their hard work and dedication to patient care. This can include public recognition, employee appreciation events, and opportunities for feedback and input.
5. Nurses should be provided with work schedules that allow for a healthy work-life balance. This can include flexible scheduling options, such as part-time or job-sharing positions, and access to resources and support for managing stress and maintaining wellness.
6. Nurses face a range of safety concerns, from exposure to infectious diseases to physical and verbal abuse. Employers should take steps to ensure that nurses have a safe working environment, including adequate staffing levels, appropriate training, and equipment.
7. Effective communication is critical in reducing nurse attrition. Nurses should be encouraged to voice their concerns and provide feedback on issues that affect their work environment. Employers should also ensure that nurses are kept informed of changes in policies, procedures, and other relevant information.
8. Leaders in the healthcare system should work collaboratively with nurses to identify and address issues that contribute to nurse attrition. This can include creating opportunities for open communication, encouraging feedback and input, and actively involving nurses in decision-making processes.
9. A diverse and inclusive workplace can help attract and retain nurses from different backgrounds and cultures. Promoting diversity and inclusion through hiring practices, training, and creating a welcoming environment can help improve nurse retention rates.
[bookmark: _Toc133680496]Section 8: Conclusion:
Addressing employee attrition requires a comprehensive and long-term approach that addresses the underlying issues. This may include improving pay and working conditions, addressing staff shortages, providing more opportunities for career progression, and improving support and recognition for nurses. By taking these steps, it may be possible to improve retention rates and create a more sustainable and effective nursing workforce in the UK.
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