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[bookmark: _Toc144916365]Introduction
Nurse attrition is a rapidly growing human resources management issue currently affecting the United Kingdom's healthcare sector. Published reports consider the rate high, quoting figures from 11.8% to 16.8%, as Palmer and Rolewicz (2022) report. Palmer and Rolewicz add that in the year leading to June 2022, over 40,000 nurses left active service in England. According to Jonathan Holmes in his article (2022), the increasing attrition rate is not a result of retirement because two-thirds of those who left the NHS workforce were below 45 years of age. These high turnover rates are likely to cause numerous severe consequences in the health sector, making the management of nurse attrition of utmost importance. This assessment will investigate the causes and effects of attrition in the UK and the current retention schemes to formulate suitable recommendations that will lower attrition rates in the country's nursing sector.
[bookmark: _Toc144916366]Causes and Effects of Employee Attrition within UK's Nursing Industry
[bookmark: _Toc144916367]Causes of Employee Attrition in UK's Nursing Sector
[bookmark: _Toc144916368]Retirement
Retirement is a common reason for leaving an employee role in the UK. Palmer and Rolewicz (2022) report that it is the second most common reason for nurses leaving their roles in NHS, accounting for nearly 6,900 individuals in the second quarter of 2022. A high number of retiring nurses leads to higher attrition rates and could indicate an aging workforce, which implies higher attrition in subsequent months. 
[bookmark: _Toc144916369]Changing roles
In some cases, nurses change roles within the NHS or move to different bodies, forcing them to leave their nurse positions. Also, some are promoted to better positions or leave to further their education in preparation for different roles in the health sector. This move leaves their former nursing positions unoccupied, thus causing higher attrition.
[bookmark: _Toc144916370]Job dissatisfaction and working conditions
Job satisfaction and working conditions play significant roles in employee retention. Such poor working conditions and job dissatisfaction often lead to high employee turnover. According to Ocean and Meyer (2023), working conditions and job satisfaction in NHS have led to higher attrition levels. They report that 70% of the NHS workforce in his sturdy mentions difficulties in personal relations, and another 87% reported adverse effects on personal life due to work schedules or having to work far from home, leading to high employee dissatisfaction. The working conditions under NHS add salt to the wound, as Ocean and Meyer (2023) report that 42.6% of doctors in a sample of 3695 said that NHS was not a good employer. 
[bookmark: _Toc144916371]Work Pressure
High work pressure levels are a major contributor to high nurse attrition levels in the UK, both directly and indirectly. A survey conducted by the Royal College of Nursing (2021) showed that most of those who consider quitting their nursing careers in the UK cite too much work pressure and exhaustion. They attributed this to low staff levels that force them to work long hours and take up too much workload. The outcome is a lower work-life balance, a significant trend in human resources. Therefore, increasing work pressure among NHS nurses highlights a risk of self-perpetuating downward spirals in its current workforce. According to Palmer and Rolewicz (2022), these high levels of work pressure are also causing nurses to request early retirement, suggesting a likely increase in voluntary resignations in nursing.
[bookmark: _Toc144916372]Effects of High Attrition within the UK's Nursing Industry
[bookmark: _Toc144916373]Depreciating patient care and high patient-nurse ratio
Nurses are critical to patient care, and high attrition can lead to staff shortages, affecting the quality of care received. This shortage increases the nurse-to-patient ratio in health facilities. The implication is that a single nurse will have to take care of a higher number of patients, compromising healthcare quality, as Randa and Phale (2023) explain. Care procedures may not be carried out in time, or nurses do not have time to entirely give care to patients who show symptoms of improvement because they want to focus on the more pressing ones. It can prolong patients' hospital stays, leading to crowding in health units. The care provided in these units depreciates, increasing relapse and, in some cases, mortality rates.
[bookmark: _Toc144916374]Increased work pressure for remaining nurses and compromised care standards
When nurses resign, the remaining nurses are forced to take up more responsibilities and workloads to address the resulting shortage. This increases the work pressure on the remaining nurses. They will be forced to work for longer hours and monitor a higher number of patients than before. In such a situation, the nurses will likely experience burnout, less time for personal life, and decreased productivity. Randa and Phale (2023) report that these effects of increased work pressure could lead to compromised care standards. They further explain that patient programs end up being delayed, and care provided in an untimely manner leads to increased morbidity and mortality.
[bookmark: _Toc144916375]Inadequate staffing norms and ratios
High attrition levels force nurses in critical conditions such as ICU and HCU to work under compromising and challenging conditions. According to a study carried out by Ocean and Meyer 2023, hospital administrators are forced to assign nurses to several patients, resulting in higher ratings than the set staffing norms. 
The participants further reported that in order to meet patient's needs, they would allocate more than one patient to a nurse irrespective of the patient's acuity level, resulting in nurse-patient ratio of 1:2 in CCUs and 1:3 or 1:4 in HCU (Ocean and Meyer, 2023).
Such high ratios are unbearable to the nurses, especially in the ICU and HCU. The nurses working there often end up frustrated, burned out, and are more likely to quit their roles.
[bookmark: _Toc144916376]Monetary and Non-Monetary Retention Schemes Used by NHS
[bookmark: _Toc144916377]Monetary Retention Schemes
[bookmark: _Toc144916378]Pay increases and bonuses
NHS employers confirmed new pay offers for staff on the NHS Terms and Conditions of Service, last updated on 05 July 2023 (NHS Employers, 2023). The deal states that NHS employees (including nurses) will receive a non-consolidated award of 2% and a bonus backlog of £1,250 to £1,600. The deal also states that the lower staff band will receive a 5% increase in the 2023/2024 financial year, while the top band 2 could receive a 10.4% pay increase (NHS Employers, 2023). According to Ghani et al. (2022), increasing employee salaries and bonuses effectively increases employee retention. In agreement, NHS Employers (2023) reports that this pay deal is meant to increase employee retention and recruitment.
[bookmark: _Toc144916379]Non-Monetary Retention Schemes
[bookmark: _Toc144916380]Career Growth and Development
In its Long Term Workforce Plan, NHS states that its staff needed to be supported to meet its full potential. NHS continuously develops its staff's skills, expertise and knowledge, which are vital to providing quality support care and delivering high-quality research (NHS, 2023). It has been giving employers £ 1,000 per person in national funding every year since 2020 to finance their nurses' learning and development. However, NHS reports that this scheme is under review due to the prevailing inflation to ensure that subsequent funding is in line with the desired workforce growth and outcomes.
NHS is working to create an environment where its employees feel valued and supported, with ample access to development and learning opportunities. The body requires all of its employees to play an active role in ensuring that they provide nurses and other staff with training opportunities and career pathways, for example, the ACCEND Programme for Cancer, which is promoted to increase its apprenticeship uptake (NHS, 2023). Improving the equity of learning opportunities together with holding conversations with affected individuals will reduce staff attrition.
[bookmark: _Toc144916381]Increasing Work Flexibility
NHS argues that its work and work-life balance expectations are changing across the entire organisation. The organisation reports that it has realised that delivering work flexibility is critical to attracting and retaining talents (NHS, 2023). It holds that this is also true with approximately 30% of students and is a likely reason for them to recommend placement with NHS. Work flexibility is critical in creating a work-life balance where individuals are able to create a perfect equilibrium between work and personal life. NHS (2023) explains that allowing their nurses' work flexibility will be critical in handling their personal responsibilities while thriving in the workplace. Thus, NHS is pushing for a flexible working culture with different employment models and shift patterns. It aims to go beyond statutory requirements regarding flexible working to develop better flexible working principles to include in its Terms and Conditions of Service.
[bookmark: _Toc144916382]Reducing Vacancies
The NHS is striving to ensure its staff faces minimal work-related pressures and eliminate excessive workloads through increased recruitment and supply. This plan will commit to giving nurses opportunities to build the needed skills and knowledge and support NHS Employers in using this new talent to address specific workforce shortfalls (Buchan et al., 2019). By training staff, the NHS will ensure there is a sufficient supply of nurses. The in-house training will ensure that these nurses se in-house development pathways to equip them with specialist skills and knowledge (NHS, 2023). Over the years, the NHS has increased direct entry roles to build a sufficient pipeline of nurses to train and work for it. NHS reports that this program has brought 46,000 people into its healthcare support workers in 2022/2023, where 46% of them were new to health and social care (NHS, 2023). Increasing the workforce will reduce nurse to patient ratio and lower workplace pressure resulting from understaffing, reducing the attrition caused by workplace pressure and job dissatisfaction.
[bookmark: _Toc144916383]Short and Long-Term Retention Recommendations to Lower UK's Nurse Attrition
[bookmark: _Toc144916384]Increase Nurses Intake
Workforce shortages are the primary challenge facing NHS in the UK. According to Shembavnekar and Kelly (2023), NHS had about a third (35%) of nursing vacancies. This high rate of nurse vacancies implies that the current nurses are overworked and likely to leave their positions, leading to more unfilled positions. In this context, NHS must strive to increase its supply of new nurses to counter the increasing attrition rate – this will ensure that nurse supply will keep up with demand. More nurses will mean even work distribution among staff, reducing the number of nurses leaving work due to immense work pressure, burnout, and lack of work-life balance.
[bookmark: _Toc144916385]Improve Working Conditions in Public Hospitals and Care Centres
NHS competes for nurses with private hospitals and healthcare institutions. This competition dictates that NHS must have better pay, working conditions, and workforce planning than public hospitals to increase the number of employees seeking employment opportunities at NHS Employers while reducing the number of those leaving NHS Employers for 'greener pastures.' The improved working conditions will also help NHS attract a pool of excellent nursing talent because nursing undergraduates and students will be willing to seek apprenticeships at NHS Employers. 
[bookmark: _Toc144916386]Prioritise the Prevention of Staff Burnout and Better Worklife
Statistics show that the number of nurses leaving the profession exceeds the number of nurses joining it by at least a quarter (Ball and Ejebu, 2021). This can be attributed to factors such as burnout, lack of work-life balance, and excessive workload. NHS can leverage rotated shifts to promote a healthy work-life balance and reduce burnout. Rotating shifts will allow nurses to choose a convenient time to work, enabling them to meet personal needs and feel supported. Nurses who feel supported and are able to meet personal needs are likely to be more productive and engaged and remain in their roles for long.
[bookmark: _Toc144916387]Create Policies that Cater to both NHS and Social Care
NHS should create a multifaceted attrition reduction approach that will address nurse shortage in both NHS Employers and Social Care. Data shows that many NHS nurses were previously employed as social care workers, care assistants or home carers. Policies that focus on NHS increase the risk of attrition in social care; thus solving one problem by creating another. The NHS Workforce plan must be expanded to address attrition and labor in both NHS Employers and social care.
[bookmark: _Toc144916388]Listening to Nurses and Nurse Leaders when Making Workforce Plans
NHS should include nurses when creating workforce plans. This approach will help nurses build trust in the NHS, get aligned with its structure, and contribute to its workforce plans. Nurses will be more committed and loyal when involved, lowering their turnover. Further, it will create a space for nurses to voice their concerns and opinions to the NHS, allowing them to participate in creating the environment they desire – it can also improve engagement and morale.


[bookmark: _Toc144916389]Conclusion
This assessment investigated the causes and effects of high nurse attrition in the UK nursing industry and the current NHS schemes to fight it. The findings suggest that retirement, job dissatisfaction, harsh working conditions, and work pressure because of the high attrition levels in this industry. The effects include depreciating patient care and a high patient-nurse ratio, increased work pressure for remaining nurses, compromised care standards, and inadequate staffing norms and ratios. Currently, NHS attempts to reduce these causes and effects through increased rewards, career growth and development opportunities, to reduce vacancies, and promoting work-life balance. These measures' impact is yet to be felt but can be increased through the recommendation in section 4 above to lower nurse attrition in the UK.
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