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Executive summary
Nurses play a crucial part in the healthcare system. However, they may encounter difficulties due to low pay and inadequate benefits. The National Health Service use pay increases as one financial retention strategy to keep nursing professionals. In this study, several nurse attribution causes and effects have been examined. This study has also provided various statistical data to evaluate the negative impact of worker attrition. Additionally, this study has outlined various NHS financial and non-financial retention practises. Additionally, this study has offered several short-term and long-term recommendations for the retention of nursing professionals. 
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[bookmark: _7tc34xvtle9b][bookmark: _Toc131691732]Introduction 
This study will analyse multiple nurse attribution reasons and effects. Different statistical information will also be provided in this study to understand the adverse effect of staff attrition. This study will also describe different financial and non-financial retention procedures of NHS. This study will also provide different long term and short term recommendations for the retention of nursing professionals. 
[bookmark: _lf09bcjtzee7][bookmark: _Toc131691733]Analysis of staff attrition in the UK nursing industry, including its causes and effects 
Causes of employee attrition 
High workload and burnout: Due to a lack of employees and a rise in the demand for healthcare services, nurses need to frequently work long hours in the UK. A total of 40,365 NHS nurses in England departed their active positions in 2022. Therefore, it can be interpreted that one out of every nine nurses left at this time. The leaver rate of 11.5%, which is greater than the previous peak five years ago, reflects this attrition peak. Nurses may leave their positions to get a better work-life balance and job satisfaction. This scenario is totally responsible for the increased workload and stress. Figure 1 shows that 22.7% of nurses in the UK left because of this reason (Statista, 2022). 
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Description automatically generated]Figure 1: Reasons for employee attrition in the UK  
(Source: Statista, 2022)
Limited career growth opportunities: Due to the limited opportunities for career advancement in the nursing sector in the UK, nurses may decide to leave their positions. According to the data, approximately 23,000, or around two-thirds, of those who left in the last year were under the age of 45 (Kings Fund, 2022). This information indicates a 26% rise from the prior year (Kings Fund, 2022). This shows that younger nurses may be leaving their positions in search of greater opportunities for career progression. Their desired nursing positions may not exist in the UK's nursing industry.
Low pay and benefits: In the UK nursing industry, compensation and perks may also be a factor in staff attrition. Nurses play a crucial part in the healthcare system. However, they may encounter difficulties due to low pay and inadequate benefits. These may affect their contentment with their jobs and their ability to stay in them. The vacancy rate for the Registered Nursing staff group was 11.8% in 2022 (Nuffield trust, 2022). However, it is an increase from the vacancy rate of 10.3% in the current year (NHS, 2022). This indicates that the issue of poor pay and benefits may be affecting the industry's ability to retain nurses. Figure 2 shows that 18% of nurses left their occupation because of this reason in the UK (Parliament, 2022).
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Figure 2: Different reasons for leaving the nursing profession in the UK
(Source: Parliament, 2022)
Workplace and organisational culture: Employee attrition in the nursing sector may also be influenced by the workplace and organisational culture. The community provider trusts with 16.8% and care trusts 14.7% had the highest average nurse leaver rates in 2022 (Kings Fund, 2022). This interpreted that problems including a lack of management support, a poor work-life balance, insufficient recognition, and a lack of professional development opportunities may cause nurses for leaving their positions.
Effects of employee attrition 
Lack of skilled nurses: In the UK's nursing sector, employee attrition can lead to a deficit of skilled nurses. Healthcare organisations may find it difficult to maintain an adequate workforce to meet the demand for healthcare services. This is due to a substantial number of nurses leaving their positions. This can compromise patient care by increasing the workload and stress for the remaining nurses. The lack of qualified nurses may lead to a greater reliance on temporary or agency workers (Bimpong et al., 2020). They might not have the same degree of training with the policies and practices of the healthcare organisation.
Reduced morale and job satisfaction: Staff turnover can also affect the spirit and satisfaction with the work of the nursing personnel. A workplace with a high turnover rate and open positions may need to be relaxed. Therefore, these may have an adverse effect on the nurses' motivation and attitude. Nurses may feel overworked and less satisfied with their jobs because of additional difficulties like the absence of skilled nurses and issues in shifting. These issues are connected with filling the voids created by retiring colleagues. The remaining nursing staff may become less engaged, less productive, and less happy with their jobs (Bimpong et al., 2020).
Costs of recruitment and training: Finding and educating new nurses can be expensive. The cost of hiring and training a registered nurse in the UK can range from £20,000 to £80,000. Moreover, it depends on the amount of expertise and specialisation (Statista, 2022). These expenses can build up for healthcare organisations during coping with vacancies brought on by attrition.
[bookmark: _8d1a7pr65s1r][bookmark: _Toc131691734]Description of existing five financial and five non-financial retention strategies by NHS for nursing personnel 
Monetary retention schemes 
Pay rises: The National Health Service use pay increases as one financial retention strategy to keep nursing professionals. The NHS in England stated in 2018 that nursing personnel would receive a 6.5% pay increase over three years, including a 3% increase in 2018 along with additional increases in 2019 and 2020. This was executed to alleviate the nursing industry's wage stagnation and to improve the overall pay structure. There are restrictions to the effectiveness of compensation increases as a retention tactic. The percentage of the pay raise might not always be enough to properly solve the problems of low pay and wage stagnation.
Retention bonuses: Another financial retention programme employed by the NHS is retention bonuses. These provide nurses with financial rewards for continuing in their positions for a predetermined amount of time. The NHS provides retention bonuses to nursing professionals who agree to work in a particular area or in roles that are difficult to fill. These bonuses are typically one-time sums and are meant to encourage nursing personnel to continue in their current positions. However, retention bonuses can also be expensive and might not be a long-term sustainable strategy for keeping nursing personnel.
Performance-based incentives: The NHS also implements financial retention programmes or the 2017 Retention Direct Support Programme. These involve performance-based incentives, like merit pay and performance bonuses. These incentives are based on individual or team performance and are meant to honour nurses for their contributions to patient care. 
Overtime wages: The average weekly time for nurses to work is 37.5 hours in the UK. NHS provides opportunities for them to work extra hours to get more remuneration. Nursing practitioners may be given the option to work overtime and receive extra compensation from the NHS. Nurses who are prepared to put in extra time to fulfil patient demand or make up for staffing shortfalls can be eligible for this financial incentive. 
Retention payment scheme: Retention payments of between £1,000 and £3,000 per year are given to nursing professionals with five to ten years of experience (Nursing Times, 2022). The retention payments for nurses with ten or more years of service might range from £1,000 to £6,000 annually (Nursing Times, 2022). 
Non-monetary retention schemes 
Flexible work schedules: Part-time work schedules, compressed work weeks, and remote working options have been developed to improve the work-life balance of nursing professionals by NHS. Research showed that flexible working options were significant to 60% of nursing employees remaining in their existing positions (Dousin et al., 2021).
Possibilities for professional growth: Offering possibilities for professional development like ongoing education, training courses, and career promotion chances, can help nurses stay in the profession. Nurses are more likely to remain in their positions when they have access to professional development opportunities.  77% of nurses opined that proper access to possibilities for professional growth in their choice is resposnble for remaining in their current positions (NCBI, 2022).
Supportive workplace: Improvement of the work environment indicates that nursing staff members feel engaged, empowered, and supported. This procedure can help organisations with nurse retention. Giving people the chance to give criticism, being transparent, and having supportive leadership are all examples of this scheme of the NHS. Nurses who describe their workplace as supportive are more likely to stay in their current positions in the UK (Frontiers in, 2022).
Balancing work-life: Programmes to promote work-life balance can assist nursing professionals in achieving a good work-life balance. This is essential for the job satisfaction and retention of nursing professionals. Examples of such programmes include flexible scheduling, paid time off, and family-friendly policies. According to 48% of the nursing staff, initiatives to promote work-life balance play a significant factor in their choice to remain in their current positions (Frontiers in, 2022).
Recognition and reward programmes: Programs for recognition by NHS like the DAISY award are given for commendations or other types of acknowledgement. These initiatives may be created to recognise nursing professionals' great work, notable accomplishments, and contributions. Formal awards, certificates, and public appreciation events are given to nurses who have excelled in patient care, leadership along with innovation (Nu field trust, 2022).
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Short-term recommendations for improving nurse retention 
Recommendation 1: Conducting exit interviews
Speaking with nursing leavers needs to be conducted to get more information regarding their resignations. This information can be used to identify any recurring problems or issues that require immediate attention. These may include workload, work-life balance, and a lack of prospects for career progression. The NHS may take immediate action to enhance nurse retention by addressing these problems.


Recommendation 2: Implementing nurse engagement programs 
Nurse engagement activities require to be introduced in organisations. In this case, nurses need to be felt heard, valued, and involved in their work. Examples of nurse engagement initiatives include regular check-ins, feedback sessions, and focus groups. This may increase their dedication to the company and level of job satisfaction. This procedure will ultimately result in better retention. In the short term, these activities may be quite simple and affordable to undertake.
Recommendation 3: Providing temporary incentives 
Human resources managers are required to give temporary incentives, like bonuses, shift differentials, or more paid time off to nurses. This can also enhance their morale and job satisfaction. These incentives can be tailored in different hospitals with high turnover rates.
Recommendation 4: Improving communication and feedback system 
It is required to enhance improved communication between nurses and their managers. Regular performance reviews, forums for nurses to express their opinions, regarding organisational updates can be conducted to understand their issues in the workplace. In the short term, greater retention may result because these procedures enhance job satisfaction in a broad spectrum.
Long-term recommendations for improving nurse retention
Recommendation 1: Distribution of workload
Clear rules and procedures are required to be established for distributing tasks to encourage equitable workload sharing among nurses. It can help to avoid excessive workloads and lower the danger of burnout. Therefore, line managers are required to allocate work according to a nurse's skill level, experience, and knowledge. These procedures will help in reducing long-term over work pressures broadly.

Recommendation 2: Providing competitive compensation
Human resource managers need to ensure that nurses receive compensation for their abilities, backgrounds, and contributions. Remuneration packages need to be regularly reviewed and updated for the competitive employment market. These can enhance their work productivity for the long term. 
Recommendation 3: Recognition and appreciation 
Line managers need to frequently acknowledge the effort and commitment of nurses. Line managers need to express nurses’ contributions through appraisal methods. It can be executed in person, in writing, or with tokens of appreciation. These steps are essential for developing a strong relationship between managers and nurses over the long run. As a result, these procedures may help to lower the high turnover rates. 
Recommendation 4: Sufficient staffing levels 
Managers need to follow workload trends and make necessary staffing adjustments to avoid nursing burnout. They are required to encourage a healthy work-life balance of nurses. The tiredness, reduced job satisfaction, and higher turnover rates can be eliminated through these methods. 
[bookmark: _7yvmn8ix6r38][bookmark: _Toc131691736]Conclusion 
In this study, several nurse attribution causes and effects have been examined. This study has also provided various statistical data to evaluate the negative impact of worker attrition. Additionally, this study has outlined various NHS financial and non-financial retention practises. Additionally, this study has offered several short-term and long-term recommendations for the retention of nursing professionals. 
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Why do nurses leave the profession, other than retirement?
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