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1. Introduction

The aim of this paper is to explore and analyse the causes and effects of employee attrition within the Nursing Industry in the UK and critically evaluate the existing retention schemes used by NHS for Nursing professionals. The focus will be on the different types of incentive methods used by NHS in order to keep the nursing staff and its effectiveness. Furthermore, this report will show the connection between some internal and external factors shaping the face of the crisis within NHS and will provide recommendations for ways to retain the existing nurses in order to reduce nurse attrition. Supporting this thesis there are a few case studies that will be looked at and analysed to gain more in-depth knowledge and understanding. The use of some theories and tools such as Pestle and the Contingency Theory will show the reasons and the forces behind this growing threat to the health industry.


2. Main Body

The nursing industry in the UK is facing an increasing rate of employee attrition, with over 40,000 nurses leaving active service in England in the year to June 2022 (see Figure1). The current rate of increase in nurse attrition is not driven by retirements but by younger nurses leaving their roles in the NHS in the greatest numbers (see Figure 2). The highest average nurse leaver rates appear to be in community provider trusts and care trusts, followed by non-specialist acute trusts. The NHS is facing a significant challenge in retaining nursing professionals in its workforce. In addition, the COVID-19 pandemic has further highlighted the nursing shortage in the UK, with many nurses leaving the profession due to stress and burnout. The pandemic has also led to an increase in demand for healthcare services, exacerbating the existing nursing shortage and has exposed the inadequacies of the healthcare system, which has led to increased frustration and disillusionment among nurses. One of the main causes of nurse attrition is workload and work-related stress. A survey by the Nursing Times found that 37% of nurses considered leaving their jobs due to excessive workload Nursing Times, (2019). The RCN also reported that inadequate staffing levels, lack of resources, and long working hours contribute to burnout and job dissatisfaction, leading to high turnover rates.

Another factor contributing to nurse attrition is low pay and lack of career development opportunities. According to the RCN, nurses' pay has been declining in real terms since 2010, leading to a lack of motivation and increased dissatisfaction among nursing professionals RCN, (2021). The lack of career development opportunities, such as training and promotions, can also lead to job dissatisfaction and employee turnover.
The effects of employee attrition in the nursing industry can be severe, including increased healthcare costs, reduced quality of care, and decreased patient safety. High turnover rates lead to a shortage of nursing staff, which increases the workload on existing staff, leading to burnout and stress. This can result in reduced quality of care and patient safety, leading to negative health outcomes for patients Buchan & Seccombe, ( 2021).
To address these challenges, healthcare organizations must implement effective retention strategies to retain nursing professionals and provide support and resources to ensure job satisfaction and reduce burnout.
This report will focus on the steps that the NHS are taking to retain and attract talent to face the declining numbers of the nursing workforce within the healthcare system as well as to provide some recommendations.

2.1. Monetary Retention Schemes:

Pay Increase: One of the most common monetary retention schemes used by the NHS is to offer pay increases to nursing professionals. This is done in order to incentivize them to stay with the organization and avoid them seeking higher-paying jobs elsewhere. While pay increases can be effective in retaining nurses, it may not be sustainable in the long run, as it can put a strain on the organization's budget.
Performance-Based Bonuses: Another common monetary retention scheme is to offer performance-based bonuses to nursing professionals. This scheme can be effective in retaining high-performing nurses, but it can also create resentment among employees who may feel that their work is undervalued.
Sign-On Bonus: A sign-on bonus is a one-time payment to nursing professionals joining the organization. This scheme is effective in attracting new talent but may not be effective in retaining them in the long run. Once the bonus has been paid, there may not be enough incentive for the employee to stay with the organization.
Relocation Assistance: Relocation assistance is a monetary retention scheme offered to nurse professionals who are willing to relocate to a different area or facility. This scheme can be effective in retaining employees who may be reluctant to move due to the cost of relocation. However, it may not be sustainable in the long run, as it can be expensive for the organization.
Student Loan Repayment: The NHS may offer student loan repayment programs to nursing professionals who have taken out loans to fund their education. This can be an effective way to incentivize nurses to stay with the organization, as it reduces their financial burden. However, this scheme may not be suitable for all employees, as not all nurses may have taken out loans to fund their education.

2.2. Non-Monetary Retention Schemes:
Professional Development: The NHS offers various professional development opportunities to nursing professionals, such as training programs, conferences, and workshops. These opportunities can help nurses improve their skills and knowledge, and also provide a sense of job satisfaction. Professional development can be an effective retention scheme, but it may not be suitable for all employees.
Flexible Schedules: The NHS may offer flexible scheduling options to nursing professionals, such as part-time work, job-sharing, or flexible hours. This can be an effective way to retain nurses who may have personal or family obligations that make it difficult to work traditional schedules. However, this scheme may not be suitable for all employees, as it can create scheduling conflicts and staffing shortages.
Career Advancement Opportunities: The NHS may offer career advancement opportunities to nursing professionals, such as promotions, lateral moves, or leadership positions. This can be an effective way to retain high-performing nurses who are looking for growth and development opportunities. However, this scheme may not be suitable for all employees, as not all nurses may be interested in career advancement.
Employee Recognition Programs: The NHS may offer employee recognition programs to nursing professionals, such as awards, certificates, or public recognition. This can be an effective way to boost employee morale and job satisfaction. However, this scheme may not be suitable for all employees, as not all nurses may be interested in public recognition.
Work-Life Balance: The NHS may offer work-life balance initiatives to nursing professionals, such as flexible schedules, telecommuting, or paid time off. This can be an effective way to retain employees who are looking for a better work-life balance. However, this scheme may not be suitable for all employees, as it can create staffing shortages and scheduling conflicts.
While the above retention schemes can be effective in retaining nursing professionals, there are certain limitations and challenges associated with them. Recent studies provided by the Royal College of Nursing have shown that despite the efforts on NHS’s behalf there is still a huge demand and not only more nurses are leaving the field but also the process of attracting new staff is in decline Buchan, J., Ball, J., & O’May, F. (2021).
2.3. PESTLE analysis
PESTLE analysis is a framework used to examine external factors that can impact an organization's operations and its ability to achieve its objectives. It considers six categories of factors. This analysis can help organizations identify potential opportunities and threats, which can inform decision-making and strategic planning. In this report, we will conduct a PESTLE analysis of the UK nurse retention and attrition issue.

Political factors:
The political climate in the UK can affect nurse retention and attrition. Government policies, funding, and political stability can impact the healthcare sector's ability to attract and retain nurses. The UK government's policies on immigration and Brexit can also impact nurse retention, as the UK may become less attractive to foreign nurses. The UK government's recent decision to offer a 3% pay rise to NHS staff, including nurses, may help to address some of the issues related to retention.
Economic factors:
The economic climate can also impact nurse retention and attrition. Nurses may be more likely to leave if they feel they are not being adequately compensated for their work. The cost of living and job opportunities in other sectors can also influence nurse retention. Economic downturns may lead to job insecurity and a lack of resources for healthcare providers, which can negatively impact nurse retention.
Sociocultural factors:
Sociocultural factors such as social norms, cultural values, and demographics can also impact nurse retention and attrition. Changes in social norms and cultural values may impact the healthcare sector's ability to attract and retain nurses. Demographic changes such as an aging population and an increase in chronic diseases can create greater demand for healthcare services, which can increase workload and stress for nurses.
Technological factors:
Advancements in technology can have both positive and negative impacts on nurse retention and attrition. New technologies can improve healthcare delivery, reduce workload, and increase job satisfaction for nurses. However, the adoption of new technologies can also lead to job displacement and the need for retraining, which can negatively impact retention.
Legal factors:
Legal factors such as employment law, health and safety regulations, and data protection laws can impact nurse retention and attrition. Regulations that impact workload, working conditions, and employee benefits can influence nurse retention. Employment law can also impact the ability of nurses to work part-time or flexible hours, which can impact retention.
Environmental factors:
Environmental factors such as climate change and natural disasters can impact nurse retention and attrition. Climate change can lead to an increase in infectious diseases and extreme weather events, which can create greater demand for healthcare services and stress on nurses. Natural disasters can disrupt healthcare services and create additional stress for nurses.
In conclusion, the PESTLE analysis of UK nurse retention and attrition shows that there are several external factors that can be of importance and understanding these external factors can help healthcare providers develop strategies to address nurse retention and attrition issues.

2.4. Contingency theory
Contingency theory is a leadership theory that suggests that the effectiveness of a leader depends on various factors, including the situation at hand, the characteristics of the followers, and the leader's personal attributes Fiedler, (1967). This theory has been applied to employee retention and turnover, as it acknowledges that there is no "one-size-fits-all" approach to retaining employees and that the best retention strategies will depend on the specific context.
In the context of the UK nurse shortage, contingency theory suggests that NHS leaders should consider a range of factors when developing retention strategies. These may include the local job market, the characteristics of the nursing workforce (such as age and experience), and the specific needs of different nursing specialities. For example, community provider trusts may require different retention strategies than non-specialist acute trusts, as the nature of the work and the needs of the workforce may differ.
This theory supports the idea that NHS leaders should take a tailored approach to retention strategies, based on their organisation's specific needs and context.
To sum it up, the high rates of attrition and the growing number of nursing vacancies in the NHS indicate that this problem requires immediate attention. The causes of nurse attrition are complex and multifaceted, including factors such as burnout, lack of job satisfaction, inadequate support, and low pay. The NHS has implemented various retention schemes, including both monetary and non-monetary incentives, to address this issue, but their effectiveness is debatable.
Based on the analysis of the causes and effects of employee attrition within the nursing industry in the UK, the following recommendations can be made to improve nurse retention in both the short term and long term:
2.5. Short term recommendations:
Increase pay and benefits: Nurses should be paid a competitive salary and be offered comprehensive benefits packages, including paid time off, retirement plans, and health insurance. This can help to attract and retain nurses in the short term.
Improve working conditions: Hospitals and healthcare facilities should strive to create a positive work environment that is supportive and conducive to job satisfaction. This can include measures such as reducing nurse-to-patient ratios, providing opportunities for professional development, and ensuring that nurses have access to the resources they need to do their jobs effectively.
Offer flexible scheduling: Nurses often face long and unpredictable work hours, which can be a major source of stress and burnout. Offering flexible scheduling options can help to reduce the impact of these factors and improve retention rates.
2.6. Long term recommendations:
Increase investment in nursing education: One of the main drivers of nurse attrition is a shortage of qualified nurses. To address this issue in the long term, the government and healthcare providers should increase funding for nursing education programs and provide incentives for individuals to pursue careers in nursing.
Address systemic issues: Many of the factors that contribute to nurse attrition are systemic in nature, such as understaffing, inadequate resources, and a lack of support for professional development. To address these issues, healthcare providers and policymakers should work together to develop comprehensive strategies that prioritize nurse retention and address the underlying causes of attrition.
Foster a culture of respect and recognition: Nurses play a critical role in the healthcare system, and their contributions should be recognized and valued. Healthcare providers should work to foster a culture of respect and recognition for nurses, including providing opportunities for advancement and professional growth and recognizing the important role that nurses play in patient care.
Overall, by implementing short-term measures to improve working conditions and compensation, and by addressing the systemic issues that contribute to nurse attrition in the long term might be the best way for solving this issue.

3. Conclusion
In conclusion, the issue of nurse retention and attrition in the NHS is a complex and multifaceted problem that requires careful consideration and analysis. While there are many factors that contribute to nurse attrition, including poor working conditions, low pay, and high levels of stress, there are also many initiatives and programs that have been developed to help address these issues. The NHS has implemented various retention schemes, both monetary and non-monetary, to help retain nursing staff, but there is still a long way to go to address the root causes of the issue. Ultimately, it is crucial that the NHS continues to focus on improving nurse retention rates in the long-term to ensure that patients receive the highest quality care possible.















4. References:


Buchan, J., & Seccombe, I. (2021). The impact of COVID-19 on the global health workforce. The Lancet, 22-24.
Fiedler, F. E. (1967). A theory of leadership effectiveness. McGraw-Hill.
Kings Fund. (2022). NHS nursing workforce. Retrieved from https://www.kingsfund.org.uk/projects/nhs-workforce/nhs-nursing-workforce [Accessed 23.04.2023]
National Health Service. (2022). NHS vacancies survey England. Retrieved from https://digital.nhs.uk/data-and-information/publications/statistical/nhs-vacancies-survey/april-2022 [Accessed 24.042023]
Nuffield Trust. (2022). Peak leaving: A spotlight on nurse leaver rates in the UK. Retrieved from https://www.nuffieldtrust.org.uk/resource/peak-leaving-a-spotlight-on-nurse-leaver-rates-in-the-uk [Accessed 24.04.2023]
Royal College of Nursing. (2022). Retaining the nursing workforce: The RCN's position. Retrieved from https://www.rcn.org.uk/-/media/royal-college-of-nursing/documents/policy-briefings/005-21-policy-briefing-retaining-the-nursing-workforce.pdf[Accesse 23.04.2023]
Royal College of Nursing. (2022). Safe and Effective Staffing: Nursing Against the Odds. Retrieved from https://www.rcn.org.uk/professional-development/publications/pub-005926 [Accessed:22.04.2023]
Nursing Times. (2019). Two in five nurses consider leaving over lack of resources. Retrieved from https://www.nursingtimes.net/news/workforce/two-in-five-nurses-consider-leaving-over-lack-of-resources-04-02-2019/  [Accessed 23.04.2023]
RCN. (2021). Nursing Staffing Levels and the Quality of Care in the NHS. Retrieved from https://www.rcn.org.uk/clinical-topics/nursing-staffing-levels-and-the-quality-of-care-in-the-nhs  [Accessed: 22.04.2023]



5. Appendix

[image: Chart, waterfall chart

Description automatically generated]Figure1.










Figure 2.
  [image: Chart, sunburst chart

Description automatically generated]
Source: https://www.kingsfund.org.uk/blog/2022/10/nhs-nursing-workforce

2

image1.png
Quarter-to-quarter change in number of nurses leaving
their role (England, 2015/16 - Quarter 1 2021/22)

I
000 I

2,000

1,000

N T





image2.png
Nurses leaving post by ageband as a percentage of
total (England 2021/22)

25 t0 29 130 to 34 Ml 35 to 39 I 40 to 44 M 45 to 49 M 50 to 54 M 55 to 5¢

M Under
Moo

65and over

“"





