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[bookmark: _Toc132787436]Introduction
Employee attrition is the term used to describe the rate at which workers leave an organization over time (Alao, 2013). Because it increases the cost of acquiring and training new employees, diminishes productivity, and affects morale among the remaining workforce, high employee attrition is a big concern for businesses. In the UK nursing sector, employee retention is a significant problem. For healthcare companies, the high turnover rate of nurses creates serious issues, including higher hiring and training expenses, reduced productivity, and decreased morale among the staff who stay. The NHS UK's human resources department plays a key role in creating and implementing retention strategies that support employee engagement and job satisfaction. They oversee fostering a positive work environment, offering decent pay and benefits, and enabling employees to advance their careers through training and development (Henryhand, 2009). This report will discuss and analyses the causes and effects of employee attrition within the Nursing Industry in the UK, identify monetary and non-monetary existing retention schemes used by NHS for Nursing professionals and will make recommendations, both in the short term and in the longer term to improve nurse retention to lower nurse attrition rate in the UK.
[bookmark: _Toc132787437]Causes of employee attrition within the Nursing Industry in the UK
Attrition in the UK's nursing sector is a complex issue that can have a significant impact on healthcare businesses (Coomber, 2007). Several factors contribute to the high rates of nursing professional turnover, including.
[bookmark: _Toc132787438]High Workload
 Nurses in the UK are regularly overworked because of high patient to nurse ratios, which can lead to burnout and a lack of job satisfaction. According to research by the Royal College of Nursing, the UK has the highest patient-to-nurse ratios in Europe, with up to 10 patients per nurse in some regions. Because of this, nurses could feel overburdened and unable to provide the care they desire.
[bookmark: _Toc132787439]Low Pay
Despite the rigorous nature of their work, nurses typically earn less than other healthcare professions in the UK. The average annual pay for a registered nurse in the UK is about £33,000, which is less than the country's average, according to the Nursing and Midwifery Council (NMC). As a result, it could be challenging for nurses to make ends meet, which might drive them to worry about money and become unsatisfied with their professions.
[bookmark: _Toc132787440]Limited Career Advancement
Many nurses in the UK feel that there are little opportunities for career advancement among their employers. If there are no clear avenues for career growth, nurses may find it difficult to stay motivated and involved in their work, which can lead to workplace discontent and turnover (Carmeli,2007).
[bookmark: _Toc132787441]Inadequate Staffing
Inadequate staffing levels in the UK are to blame for high nurse turnover rates. When there are not enough nurses to provide high-quality care, burnout, job dissatisfaction, and eventually turnover may occur.
[bookmark: _Toc132787442]Poor Management
The high rates of nurse turnover in the UK are partly a result of poor management practices. There could be problems including a lack of supervisor support, a lack of recognition for efforts, and vague expectations.
[bookmark: _Toc132787443]Limited Training and Development Opportunities
It may be challenging for nurses to stay current on the most recent medical developments and procedures in the UK since they may feel that their opportunities for education and progress are limited. This can cause them to lose interest in their work and experience job discontent (Tannenbaum, 1992).
[bookmark: _Toc132787444]Workplace Culture
The culture of the workplace may also have an impact on employee turnover. If they do not feel appreciated, respected, and supported at work, nurses may become unsatisfied and quit (Redmond, 2015).
[bookmark: _Toc132787445]Effects of employee attrition within the Nursing Industry in the UK
Healthcare facilities may encounter personnel attrition in the UK nursing profession for a variety of reasons, including:
[bookmark: _Toc132787446]Staffing Shortages
Staffing shortages caused by high nursing professional turnover rates may have an influence on patient care. Longer wait times, poorer quality care, and decreased patient satisfaction could all result from a shortage of nurses. It would be more challenging to deliver quality care as a result (Coomber, 2007).
[bookmark: _Toc132787447]Increased Costs
Employee turnover can cost healthcare companies money since it takes time and money to find, hire, and train new employees. The quality of patient care could potentially suffer if funds that could be used to hire more staff were instead used to improve patient care.
[bookmark: _Toc132787448]Reduced Productivity
Workflow interruptions brought on by employee departures can lower productivity. Employee weariness and turnover could both have an impact on patient care.
[bookmark: _Toc132787449]Decreased Morale
High turnover rates could have a negative effect on the morale of the remaining personnel. Staff members may get demotivated and disengaged when they see frequent staff departures, which could further compromise patient care.
[bookmark: _Toc132787450]Impact on Quality of Care 
High turnover rates can influence the quality of patient care. When there are not enough nurses to provide quality treatment, patients may receive inadequate care, which could be harmful to their health.
[bookmark: _Toc132787451]Knowledge Loss
When experienced nurses leave the profession, they leave behind invaluable information and experience. Patient care may be affected, and organisational knowledge gaps may emerge.
[bookmark: _Toc132787452]Reputation
High turnover rates may undermine an organization's reputation in the healthcare industry. Patients may choose to seek care elsewhere if they believe the hospital has a high staff turnover rate.
The high employee turnover rate in the nursing sector in the UK can have a variety of detrimental impacts on healthcare companies, such as a lack of personnel, increased expenses, lower productivity, decreased morale, a poor impact on care quality, knowledge loss, and a terrible impact on reputation. Effective retention strategies can limit these detrimental impacts, enhance patient care, and foster a healthy work environment for nursing professionals by addressing the causes of staff attrition.
[bookmark: _Toc132787453]Monetary existing retention schemes used by NHS for Nursing professionals 
The NHS has created several financial retention methods to entice nursing employees to remain with the company (Marufu, 2021). Here are five examples.
[bookmark: _Toc132787454]Flexible Working Arrangements
The NHS offers flexible working arrangements for nursing personnel, including part-time, job sharing, and flexible hours. This can be a preferable option for nurses who desire to achieve a better work-life balance (Lewis, 2003).
[bookmark: _Toc132787455]Pay Increases
The NHS has the authority to raise a nurse's pay in accordance with their performance and length of service. By compensating nurses for their contributions, these raises may encourage nurses to stay with the company (Heneman, 2002).
[bookmark: _Toc132787456]Relocation Packages
The NHS provides relocation packages to nursing professionals who are prepared to move to a different region for employment. This can be a seductive option for nurses looking for new career opportunities but hesitant to leave due to financial issues.
[bookmark: _Toc132787457]Bonuses
The NHS provides nursing workers with a variety of pension benefits in addition to an early retirement option and a defined benefit pension plan. These rewards could provide nurses with financial stability and persuade them to stay with the organization for the long term.
[bookmark: _Toc132787458]Non-monetary existing retention schemes used by NHS for Nursing professionals
Along with financial incentives, the NHS has implemented several non-financial retention schemes to keep nursing staff on board (Newman, 2002). Here are five examples:
[bookmark: _Toc132787459]Continuing Professional Development (CPD) Opportunities
The NHS offers nurses the chance to participate in CPD activities like training sessions, conferences, and mentoring programmes. As a result, nurses may acquire new abilities and information, experience encouragement and value, and take greater pleasure in their work (Rouse, 2004).
[bookmark: _Toc132787460]Career Progression
The NHS provides nursing workers with the chance to improve in their professions through possibilities for advancement and promotion. For nurses eager to enhance their careers and take on new challenges, this might be an enticing alternative.The NHS provides nursing workers with the chance to improve in their professions through possibilities for advancement and promotion. For nurses eager to enhance their careers and take on new challenges, this might be an enticing alternative.
[bookmark: _Toc132787461]Employee Support Programs
The NHS offers employee support packages that include counselling and mental health support to help nursing employees manage stress and maintain their wellbeing. This might lower the turnover and burnout rates for nursing staff (Grant, 2008).
[bookmark: _Toc132787462]Recognition and Appreciation
Through employee recognition programmes, prizes, and public acknowledgment, the NHS shows its appreciation for nursing professionals' efforts. This could contribute to increased morale, increased job satisfaction, and a more favorable work environment.
[bookmark: _Toc132787463]Work-Life Balance
The National Health Service (NHS) gives nursing personnel flexible work schedule choices, such as job sharing, shorter workweeks, and working from home. This can help nurses combine their personal and professional responsibilities in a healthy way.
[bookmark: _Toc132787464]Recommendation
Here are some recommendations to improve nurse retention in the UK and lower the nurse attrition rate, both in the short and long terms:
[bookmark: _Toc132787465]Short-Term Recommendations
[bookmark: _Toc132787466]Improve Working Conditions
 Reduced workloads and proper staffing levels are the only two ways that the NHS may work to enhance nurses' working conditions. By doing so, nursing practitioners may experience less burnout and have more job satisfaction (Croucher, 2013).
[bookmark: _Toc132787467]Address Pay Issues
To ensure that the compensation structures for nursing professionals in the NHS are competitive with those offered by the private sector. This can help to reduce turnover rates and motivate nurses to remain employed by the NHS.
[bookmark: _Toc132787468]Increase Support
The NHS should provide more support, such as access to counselling and mental health services, to help nursing personnel manage stress and maintain their welfare.
[bookmark: _Toc132787469]Provide Training and Development Opportunities
Nursing professionals should be able to make use of NHS training and development opportunities, including those for career advancement and CPD activities. By offering nurses room to grow, this can aid in retaining them.
[bookmark: _Toc132787470]Enhance Communication
By providing feedback frequently, listening to their concerns, and involving them in decision-making, the NHS must improve communication with nursing personnel. It is possible to boost job happiness and build professional trust among nurses.
[bookmark: _Toc132787471]Long-term recommendations
[bookmark: _Toc132787472]Improve Public Perception
The NHS needs to underline the significant contributions nursing staff members make to patient care and work to improve how the public perceives nursing as a profession. This might boost interest in the profession and reduce the nursing shortage in the UK.
[bookmark: _Toc132787473]increase Investment
The NHS should fund nursing education and training initiatives to guarantee that there is a sufficient supply of qualified nursing practitioners. By doing so, the nurse shortage can be addressed, and turnover rates reduced.
[bookmark: _Toc132787474]Create Career Pathways
The NHS must create nursing career paths with chances for management and leadership positions. Providing nurses with career advancement opportunities may help retain them on staff.
[bookmark: _Toc132787475]Foster a Positive Workplace Culture
The NHS must promote a caring workplace culture that honours nursing staff. Employee support systems, flexible work hours, and programmes for appreciation and recognition can all help with this (Kinjerski, 2006).
[bookmark: _Toc132787476]Develop Retention Strategies
The NHS should develop comprehensive retention strategies that address the root causes of nurse turnover. This can involve a combination of financial and non-financial retention programmes in addition to strategies for addressing workload, staffing levels, and other problems that lead to job discontent.
[bookmark: _Toc132787477]Conclusion
Retention of NHS employees and problems with the UK healthcare system persist. Too much turnover among the nursing staff can have an adverse effect on patient care and workforce stability, eventually costing healthcare companies money. It is crucial to address the causes and effects of nurse attrition if the UK is to maintain a functional and efficient healthcare system. Through the examination of the causes and effects of nurse attrition in the UK, we created several short- and long-term recommendations to improve nurse retention. The focus of the near-term recommendations was on fixing pressing issues like improving working conditions, addressing wage challenges, and assisting nursing professionals. Long-term recommendations for developing long-lasting fixes, such increasing financial support for nursing education, developing career routes, and fostering a supportive work environment. There is not a one-size-fits-all strategy for nurse retention, therefore a combination of financial and non-financial solutions will be needed to address the root causes of nurse turnover. To put these concepts into practice, cooperation and devotion from healthcare organizations, governments, and healthcare practitioners themselves are required.
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