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[bookmark: _Toc130083869]Introduction
The nursing workforce plays a crucial role in providing quality healthcare services to the population in the United Kingdom. However, the high rate of nurse attrition poses a significant challenge to the healthcare system, resulting in reduced quality of care, increased workload for remaining staff, and significant costs associated with recruitment and training. To address this issue, the National Health Service (NHS) has implemented various retention schemes aimed at improving nurse retention. This analysis examines the causes and effects of nurse attrition in the UK, evaluates the existing retention schemes used by the NHS, and provides recommendations for improving nurse retention in the short-term and long-term. By addressing the underlying causes of nurse attrition and implementing effective retention strategies, the NHS can improve nurse retention, ultimately leading to better patient care and a more sustainable nursing workforce.
[bookmark: _Toc130083870]The causes and effects of employee attrition within the Nursing Industry in the UK
Employee attrition, or staff turnover, is a significant issue in the nursing industry in the UK. The Nuffield Trust report titled "Peak leaving: A spotlight on nurse leaver rates in the UK" found that the nursing workforce in the UK experienced an overall attrition rate of 8.4% in 2019, which is significantly higher than the average rate across all industries in the UK (Dangerfield, 2015). In this analysis, I will examine the causes and effects of employee attrition within the nursing industry in the UK.
Causes of Employee Attrition in the Nursing Industry in the UK:

Figure 1: The causes of employee attrition in the Nursing industry (Holmes, 2022).
1. Workload: Nurses in the UK often work long hours, which can lead to physical and emotional exhaustion. The Nuffield Trust report found that workload was a significant contributor to nurse leaver rates in the UK (Holmes, 2022). The high workload can lead to burnout, which can ultimately result in job dissatisfaction and an increased likelihood of leaving the profession. The report noted that 48% of nurses surveyed reported that they often felt overwhelmed by their workload, and 36% reported that they did not have enough time to complete their tasks (Holmes, 2022).
2. Lack of career development: The nursing profession in the UK is often perceived as lacking in career progression opportunities. This can lead to a lack of motivation and a decreased desire to remain in the profession. The King's Fund blog post noted that 59% of nurses in the UK reported that they did not receive enough support for their professional development.
3. Poor working conditions: Nurses in the UK often work in demanding and stressful conditions, which can contribute to employee attrition (Mahesh, 2017). A lack of support and resources, contributed to nurse leaver rates. Poor working conditions can lead to job dissatisfaction, burnout, and physical and mental exhaustion, ultimately contributing to employee attrition. For example, 26% of nurses reported that they did not have access to the necessary equipment and resources to do their job effectively.
4. Poor management and leadership: Poor management and leadership within healthcare organizations can contribute to employee attrition. Nurses need supportive management, positive work environments, and clear expectations to thrive in their roles (Mahesh, 2017). A lack of these factors can lead to job dissatisfaction and a decreased desire to remain in the profession.


Effects of Employee Attrition in the Nursing Industry in the UK:

Figure 2: Effects of Employee Attrition in the Nursing Industry (Mann, 2016).
1. Shortages in nursing staff: When nurses leave the profession, it can create a shortage of healthcare professionals. This shortage can lead to an increased workload for those remaining in the profession, ultimately contributing to burnout, high levels of stress, and a decline in the quality of patient care. The Nuffield Trust report found that the nursing workforce in the UK experienced an overall attrition rate of 8.4% in 2019 (Mann, 2016).
2. High recruitment and training costs: Employee attrition can lead to high recruitment and training costs for healthcare organizations. The cost of recruitment and training can be particularly challenging in the nursing industry, where specialized skills and qualifications are required. The Nuffield Trust report noted that the cost of replacing a nurse who leaves the profession can range from £22,000 to £64,000 (Mann, 2016).
3. Reduced patient satisfaction: When there is a shortage of nurses, patient care can suffer. This can lead to reduced patient satisfaction, negative health outcomes, and increased healthcare costs (Mann, 2016). Patient satisfaction is closely linked to the quality of nursing care, which can be negatively impacted by employee attrition. The blog post also noted that the NHS Friends and Family Test found that in 2019, 83% of patients rated their care as good, down from 84% in 2018.
Employee attrition within the nursing industry in the UK is a complex issue with a range of causes and effects. Addressing the underlying causes of employee attrition, such as workload, career development, working conditions, and management, is essential to retaining nurses in the profession and ensuring high-quality patient care.
[bookmark: _Toc130083871][bookmark: _Hlk130081603]Five monetary and five non-monetary existing retention schemes used by NHS for Nursing professionals.
Five monetary existing retention schemes used by NHS for Nursing professionals
[bookmark: _Hlk130083315]Here are five monetary existing retention schemes used by the NHS for nursing professionals, along with a critical evaluation of each:

Figure 3: Five monetary existing retention schemes used by NHS (Merkert, 2016).

1. Pay Increases: One of the monetary retention schemes used by the NHS for nursing professionals is pay increases. Nurses in the NHS receive pay increases based on their experience and qualifications, with starting salaries for newly qualified nurses in 2021 being £24,907. Pay can increase up to £37,890 for a Band 6 nurse with more experience and qualifications (Merkert, 2016). While pay increases can provide a tangible financial benefit to nurses, the amount of the increase may not be enough to address the underlying causes of attrition, such as workload and poor working conditions.
2. Career Progression: Another monetary retention scheme used by the NHS is career progression. Nurses in the NHS have opportunities for career advancement, with promotion to higher positions, such as senior staff nurse or clinical nurse specialist, often leading to higher salaries (Palmer, 2022). While career progression can be an effective retention tool, the availability of these positions may be limited, and not all nurses may have the desire or qualifications to move into higher positions.
3. Pension Scheme: The NHS provides a generous pension scheme for its employees as a retention scheme. This can be an attractive retention tool for nurses who are looking for long-term financial security (Waters, 2018). While the NHS pension scheme can provide long-term financial security, it may not address the short-term financial concerns of some nurses, and it may not be a deciding factor for all nurses when considering retention.





4. Retention Bonuses: Retention bonuses are another monetary retention scheme that the NHS may offer to nurses who stay with the organization for a certain length of time. These bonuses can be paid as a lump sum or as a percentage of the nurse's salary. While retention bonuses can be an effective way to retain nurses in the short term by providing an immediate financial incentive, they may not be sustainable in the long term and may not address the underlying causes of attrition.

5. Recruitment and Retention Premiums:Lastly,recruitment and retention premiums can be another monetary retention scheme used by the NHS. These premiums are offered to nurses who work in areas with high demand for staff or who work in certain specialties, such as mental health or critical care (Waters, 2018). While recruitment and retention premiums can provide an additional financial incentive for nurses to work in high-demand areas, the availability of these premiums may be limited, and they may not address the underlying causes of attrition.


Five non-monetary existing retention schemes used by NHS for Nursing professionals
Here are five non-monetary existing retention schemes used by the NHS for nursing professionals, along with a critical evaluation of each:

Figure 4: Non-monetary existing retention schemes used by the NHS (Palmer, 2022).
1. Professional Development: One of the non-monetary retention schemes used by the NHS for nursing professionals is professional development. The NHS provides opportunities for nurses to attend training and development programs to enhance their skills and knowledge (Merkert, 2016). This can help nurses feel more engaged in their work and can provide them with opportunities for career advancement. However, the availability of these programs may be limited, and nurses may not have the time or resources to attend them.
2. Flexible Working: Another non-monetary retention scheme used by the NHS is flexible working. The NHS provides flexible working arrangements, such as part-time or job sharing options, to help nurses balance their work and personal life (Palmer, 2022). This can be particularly attractive to nurses who have caring responsibilities or who need to work around other commitments. However, the availability of these options may be limited, and nurses may still face high workloads and poor working conditions even with flexible working arrangements.
3. Employee Assistance Programs: Employee assistance programs are another non-monetary retention scheme used by the NHS. These programs provide support to nurses who may be experiencing personal or work-related issues. This can include counseling, support for mental health issues, and other resources to help nurses manage their work and personal life. However, the availability of these programs may be limited, and some nurses may not feel comfortable accessing them due to stigma or concerns about confidentiality.
4. Staff Recognition Programs: Staff recognition programs are another non-monetary retention scheme used by the NHS. These programs provide recognition and rewards for nurses who perform well or go above and beyond in their work (NHS Digital, 2022). This can help nurses feel valued and appreciated, which can improve their job satisfaction and motivation. However, the effectiveness of these programs may be limited if they are not implemented fairly or if they are perceived as tokenistic.
5. Improved Working Conditions: Lastly, improving working conditions can be a non-monetary retention scheme used by the NHS. This can include measures such as reducing workload, improving staffing levels, and providing a safer and more supportive work environment. Improving working conditions can help nurses feel more engaged in their work and can reduce the likelihood of burnout or other work-related issues. However, improving working conditions can be challenging, as it may require significant changes in the organization and culture of the NHS.
[bookmark: _Toc130083872]

Recommendations
Based on the analysis of the causes and effects of nurse attrition in the UK and the evaluation of existing retention schemes, the following are some recommendations to improve nurse retention in the short term and in the longer term:
Short-term recommendations:
1. Offer competitive salaries and benefits: The NHS should offer competitive salaries and benefits packages to nursing professionals in order to attract and retain them. This can include bonuses, paid time off, and healthcare benefits (Bonser, 2017). In addition, the NHS should consider offering retention bonuses to nurses who stay with the organization for a certain period of time.
2. Provide additional support for nursing professionals: The NHS should provide additional support for nursing professionals, such as counseling services, flexible working arrangements, and access to professional development opportunities. This can help nurses manage the stress and demands of their work and can improve their job satisfaction.
3. Address workload issues: The NHS should address workload issues that can lead to burnout and stress among nursing professionals. This can include hiring additional staff, improving staffing ratios, and streamlining administrative tasks.





Long-term recommendations:
1. Increase funding for nursing education and training: The NHS should increase funding for nursing education and training programs in order to improve the quality of nursing professionals in the UK (NHS Digital, 2022). This can include providing scholarships and grants for nursing students, as well as funding for continuing education programs for nursing professionals.
2. Improve working conditions: The NHS should make a concerted effort to improve working conditions for nursing professionals, such as by reducing workload, improving staffing levels, and providing a safer and more supportive work environment (Mahesh, 2017). This can help to prevent burnout and other work-related issues that can lead to nurse attrition.
3. Increase nurse leadership opportunities: The NHS should create more leadership opportunities for nursing professionals in order to improve their job satisfaction and engagement. This can include providing opportunities for nurses to take on managerial roles, participate in decision-making processes, and provide input into policy development.
Overall, improving nurse retention in the UK will require a multi-faceted approach that addresses both monetary and non-monetary factors, as well as short-term and long-term solutions. By implementing these recommendations, the NHS can improve nurse retention and reduce the attrition rate among nursing professionals, ultimately leading to improved patient care and outcomes.


[bookmark: _Toc130083873]Conclusion

The high attrition rate among nursing professionals in the UK is a complex issue that has significant impacts on patient care and outcomes. The causes of nurse attrition are multi-faceted, including factors such as workload, job satisfaction, and career opportunities. To address this issue, the NHS has implemented various retention schemes, both monetary and non-monetary, aimed at improving nurse retention. While these schemes have had some success, there is still much work to be done to improve nurse retention in the short-term and long-term. By implementing a comprehensive approach that addresses the various factors that contribute to nurse attrition, such as improving working conditions, increasing leadership opportunities, and providing competitive salaries and benefits, the NHS can improve nurse retention, ultimately leading to better patient outcomes and a more sustainable nursing workforce.


[bookmark: _Toc130083874]References
Bonser, J.S. (2017). Procurement Planning to Maintain Both Short-Term Adaptiveness and Long-Term Perspective. Management Science, 47(6), pp.769–786.
Dangerfield, S. (2015). NHS professionals plays a vital role in workforce management. Nursing Standard, 29(41), pp.33–33.
Holmes, J. (2022). The NHS nursing workforce – have the floodgates opened? [online] The King’s Fund. Available at: https://www.kingsfund.org.uk/blog/2022/10/nhs-nursing-workforce.
Hunsaker, P.L. (2015). Managing people. London Dk.
Mahesh, K.S. (2017). Employee Attrition and Retention Strategies in Amara Raja Batteries Limited: An Empirical Investigation. International Journal of Scientific Research and Management.
Maleva, T. (2012). Recommendations for Long-Term and Short-Term Social Policy Measures. Problems of Economic Transition, 54(10), pp.75–91.
Mann, Y.N. (2016). Employee Attrition in Educational Institutions in India Causes and Remedies. SSRN Electronic Journal.
Merkert, R. (2016). Research in transportation business and management. Research in Transportation Business & Management, 4(1), pp.1–2.
NHS Digital (2022). NHS Vacancy Statistics England April 2015 – June 2022 Experimental Statistics. [online] NHS Digital. Available at: https://digital.nhs.uk/data-and-information/publications/statistical/nhs-vacancies-survey/april-2015---june-2022-experimental-statistics.
Palmer, B. (2022). Peak leaving? A spotlight on nurse leaver rates in the UK. [online] The Nuffield Trust. Available at: https://www.nuffieldtrust.org.uk/resource/peak-leaving-a-spotlight-on-nurse-leaver-rates-in-the-uk.
Walia, K. (2015). Attrition: Exploring Dimensions of Employee Attrition in the IT Industry. Effulgence-A Management Journal, 13(1), p.64.
Waters, A. (2018). Half the NHS nursing workforce are part-timers, figures reveal. Nursing Standard, 22(52), pp.7–7.



Effects of Employee Attrition 


Shortages in nursing staff


High recruitment and training costs


Reduced patient satisfaction



Pay Increases


Career Progression


Pension Scheme


Retention Bonuses


Recruitment and Retention Premiums



Non-monetary existing retention schemes


Professional Development


Flexible Working


Employee Assistance Programs


Staff Recognition Programs


Improved Working Conditions



Workload


Poor working conditions


Poor management and leadership


Lack of career development




2

