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[bookmark: _Toc129970661]1. INTRODUCTION
Nurses form an inseparable and vital component of the healthcare industry. They work closely with other healthcare professionals to provide patient-centred care. In March 2022, 704,520 nurses were registered in the Nursery and Midwifery Council in the UK. However, there is a sharp decline in this population as many nurses are leaving their jobs. As per a report, in June 2022, 40,365 nurses left their service in the country. The report will begin with an analysis of the causes and effects of employee attrition within the nursing industry of the country. Subsequently, it will identify five monetary and non-monetary existing retention schemes utilised by the NHS for Nursing professionals. Lastly, it will suggest a few long-term and short-term recommendations to improve nurse retention. These recommendations will aid in lowering the nursing attrition rate in the country.
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[bookmark: _4bb4uzlzu6i8][bookmark: _Toc129970662]2. ANALYSIS OF CAUSES AND EFFECTS OF EMPLOYEE ATTRITION WITHIN NURSING INDUSTRY
[bookmark: _y3dsej5ldsrj][bookmark: _Toc129970663]2.1 CAUSES OF EMPLOYEE ATTRITION
Retirement: This is the most common reason cited by nurses for leaving the job. As per a survey, in 2021, 43% cited this reason for leaving their nursing jobs (Palmer and Rolewicz, 2022). This, in turn, will lead to a reduced nurse population.
Personal circumstances: Approximately 22% of nurses induced this cause for leaving their job in 2021 (Palmer and Rolewicz, 2022). These circumstances are varied ranging from pursuing higher education to family responsibility.
High workload and burnout: Nurses are often overworked and can become burned out. The reasons are the stress of long hours, high patient volumes, and challenging work conditions (Hill and Arnold-Chamney, 2020). 18% of nurses cited this cause for leaving the job in 2021 (Palmer and Rolewicz, 20022).
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Fig. 1: Relation between increasing workload and burnout
(Source: Hill and Arnold-Chamney, 2020)
Poor work-life balance: Nurses often have to work long and irregular hours. This impacts their personal lives and leads to dissatisfaction with their jobs. As per a survey in 2021, 31% of nurses took voluntary retirement citing this as the reason (Palmer and Rolewicz, 2022).
Negative work environment: Nurses are surrounded by a negative environment in all their work settings, including hospitals and healthcare centres. As per a report, 10% of nurses reported discrimination in the workplace. Harassment, abuse and bullying from colleagues were reported by approximately 22% of the nurses in 2021 (Palmer and Rolewicz, 2022).
Mental health: This is also one of the causes that instigate them to leave their job. Covid-19 have triggered issues like depression due to the extreme exertion suffered by nurses during the pandemic. After the epidemic, two-thirds of nurses experienced a decline in their mental health (Ford, 2021).
Staff shortage: As per a report, there is a shortage of approximately 50,000 nurses and midwives in the UK (Palmer and Rolewicz, 2022). This leads to additional pressure on the existing nurses. This additional pressure causes the nurses to quit their active jobs. As per figure 2, in June 2022, there was a vacancy of 46,000 nurses, which is a record high (Holmes, 2022).
Undervalued and lack of career growth: Nurses feel undervalued, even though they contribute immensely to the field. They complain of either no growth or minimal growth in their career, making them look for other career options.
Multiple causes have been outlined above to delineate the causes of employee attrition within the Nursing industry. Retirement, negative workplace culture and poor work-life balance are the three highest reasons that instigate nurses to leave their active jobs. The NHS needs to take the necessary measures to turn the situation around.
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Fig. 2: Nursing vacancies in the UK from 2019 to 2022
(Source: Holmes, 2022)
[bookmark: _1qbdo23rkzsg][bookmark: _Toc129970664]2.2 EFFECTS OF EMPLOYEE ATTRITION
Patient care: Nursing staff is critical to ensuring that patients receive high-quality care. Employee attrition can lead to decreased staffing levels. This can result in reduced patient care quality, longer waiting times, and increased risk of medical errors.
Staffing levels: The nursing industry in the UK is already experiencing a shortage of qualified nurses. This is expected to worsen in the coming years due to the ageing population and increasing demand for healthcare services. Employee attrition exacerbates this problem, making it difficult for healthcare organisations to maintain adequate staffing levels. As per figure 2, lower staffing levels can be comprehended with the increasing rise in nursing vacancies.
 Healthcare costs: Employee turnover can result in significant costs for healthcare organisations (Buchan et al., 2019). It can be costly to recruit and train new staff. It costs £12,000 and £8477 to replace a fully trained nurse and to recruit twenty-one staff nurses respectively (Farrah, 2022). The loss of experienced employees can have an impact on the overall productivity of the organisation.
Staff morale: High levels of employee attrition can also impact the morale of the remaining staff. Frequent turnover can create a sense of instability and uncertainty (Farrah, 2022). This leads to stress and burnout among staff, which can further exacerbate retention issues.

Workload: The workload of the remaining staff can increase significantly when nursing staff leave a healthcare organisation. As per Figure 3, the leaver rate has increased from 8.8% in 2019 to 11.5% in 2022 (Palmer and Rosewicz, 2022). This can result in staff feeling overworked and stressed, which can lead to burnout and decreased job satisfaction.

The above-mentioned effects pose a serious threat to the proper functioning of the healthcare system in the United Kingdom. These effects can lead to turbulence in the provision of care and support to the patients in the country. The NHS needs to look into the negative impact of these effects and address them promptly.
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Fig. 3: Yearly data of numbers of nurses leaving the NHS
(Source: Palmer and Rolewicz, 2022)
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[bookmark: _w4n9gleyvov9][bookmark: _Toc129970666]3.1 MONETARY EXISTING RETENTION SCHEMES
Monetary retention schemes used by the NHS can help combat employee attrition in the nursing field. Five existing monetary retention schemes used by the NHS are outlined below.
Pay enhancements: The NHS staff works for 37.5 hours a week as per a report (Royal College of Nursing, 2023). Nursing professionals receive extra pay for working additional hours or taking on additional responsibilities. The nurses receive 1.5 times their hourly rate for every hour of overtime. This scheme can incentivise nursing professionals to work longer hours and take on more challenging roles.
Sign-on bonuses: NHS trusts offer sign-on bonuses to nursing professionals upon joining the service. The nurses are awarded a signing bonus of £3000 on joining (McTaggart, 2021). They receive the first £1500 within the first year of employment and the other half is split over the next two years of employment. This scheme helps attract nursing professionals to areas with shortages like England (3.4% shortage) and Ireland (3.3% shortage).
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Fig. 4: Area-wise percentage of nurse shortage in the UK
(Source: Palmer and Rolewicz, 2022)

Miscellaneous incentives: NHS trusts offer miscellaneous incentives like discounted gym membership to nursing professionals (NHS England, 2019). This scheme helps to incentivise nursing professionals to stay in their positions for longer.
Pension schemes: NHS trusts offer pension schemes to nursing professionals, allowing them to save for retirement. The NHS has amended the Pension Scheme to retain the existing nurses. These amendments provide synchronisation of the timing of CPI inflation rates utilised for recapitalising pension benefits (Gov.UK, 2023).
Salary increases: NHS offers salary increases to nursing professionals based on their performance or length of service. In 2022, the decision was made to increase the salary of nurses by 3% (The Health Foundation, 2022). This scheme incentivises nursing professionals to perform at a high level and stay in their positions.
The NHS has provided excellent monetary retention schemes to address the crisis. Each of the schemes provides nurses with good monetary advantages. However, the nurses are still leaving their jobs. This signifies that the NHS needs to reconsider the existing monetary retention schemes and develop new ones.

[bookmark: _wadikm7d8nu][bookmark: _Toc129970667]3.2 NON-MONETARY EXISTING RETENTION SCHEMES
Flexible working hours: The NHS offers flexible working arrangements to its nursing professionals. This allows them to choose the hours they work. This can help them balance work and personal life responsibilities. Earlier nurses can request flexible working hours after six months of employment. This policy changed in 2021 and now the nurse can request this facility from the first day (The Royal College of Nursing, 2021).  Flexible working hours also help reduce stress and increase job satisfaction.
Career development opportunities: The NHS provides nursing professionals with opportunities to advance their careers through training, mentoring, and development programs (NHS England, 2019). This helps nurses feel valued and invested in their work. This increased job satisfaction and loyalty to the organisation.
Employee recognition programs: The NHS has employee recognition programs that acknowledge as well as reward outstanding performance and contributions to the organisation. These recognitions include awarding the employee or appraisals. NHS incentives or prestigious training programs for recognised nurses (Solent NHS Trust, 2020). These programs increase motivation, job satisfaction, and a sense of belonging to the organisation.
Work-life balance initiatives: NHS has introduced several initiatives to support nurses in achieving a good work-life balance. These include childcare vouchers, paid time off for dependents, tax-free child care and on-site childcare facilities (NHS Employers, 2021). These initiatives help reduce stress and improve job satisfaction among nurses.
Health and well-being support: NHS offers support for the health and well-being of its nursing professionals in alignment with Maslow's hierarchy of needs. These encompass occupational health services, counselling services, and employee assistance programs (NHS Employers, 2022). This helps nurses maintain good physical and mental health leading to job satisfaction as well as productivity (Kinman et al., 2020).
NHS has offered quality non-monetary retention incentives to the nurse workforce. These incentives do have a positive impact on the retention procedure of nurses. It may also assist in attracting recruits for the existing vacant posts. However, more incentives can be provided to solve the employee attrition problem in the sector.
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As a Human Resource Consultant, the following recommendation will be suggested to the HR Head of NHS of the UK to improve nurse retention. All the recommendations are made in alignment with the causes and effects of employee attrition in the sector. These recommendations will assist in solving the situation of employee attrition in the mentioned sector.
SHORT-TERM RECOMMENDATIONS
Improving work environment: Steps need to be taken to address the negative work environment. Any staff showing discriminatory action or making discriminatory remarks needs to be punished. The colleagues bullying or harassing any nurse needs to be punished as well. This will lead to an improved work environment in healthcare settings.
Providing resources for mental health: Appropriate resources for mental health support needs to be provided to the nurses (Kinman et al., 2020). These include counselling services, mental health days, and flexible work schedules to accommodate mental health needs.
Reducing workload: Appropriate measures need to be implemented to reduce workload. This encompasses reducing non-essential tasks and providing additional staff support.
Improving work-life balance: Opportunities for flexible scheduling and job-sharing need to be offered to the nurses. Leave options for personal reasons can reduce employee attrition. Nurses need to be encouraged to take breaks and leave work on time.
LONG-TERM RECOMMENDATIONS
Addressing compensation and benefits: Compensation packages need to be reviewed to ensure they are competitive. These packages need to take into account the level of responsibility and qualifications of the nursing role. Offering additional benefits, such as paid sick leave and pension plans needs to be considered.
Providing opportunities for career development: Opportunities for professional development and career advancement need to be provided (Buchan et al., 2019). These include training programs, mentoring, and leadership development. This can help to reduce the feeling of stagnation and provide a sense of purpose to the nurses.
Fostering a positive workplace culture: A workplace culture that values teamwork, open communication, and respect for individual differences needs to be fostered. Managers need to be encouraged to lead by example. Regular feedback mechanisms to monitor and address workplace issues need to be established.
Extensive recruitment program: There are 46,828 vacancies for the role of nurses in the UK (NHS 75 Digital, 2022). The NHS needs to adopt an extensive recruitment program to address the crisis. They need to provide lucrative offers to attract new nurses to fill in the vacant positions. 





























[bookmark: _8ismn1ar50ot]5. CONCLUSION
Nurses have been a significant part of the healthcare industry. Their contribution to the industry can never be undermined. The healthcare industry is facing a crisis in terms of employee attrition of nurses. The report has critically analysed the causes and effects of employee attrition in the Nursing industry in the United Kingdom. Besides, it has identified five monetary and non-monetary existing retention schemes employed by NHS for Nursing professionals. Lastly, a few short-term and long-term recommendations have been suggested. These recommendations have been critically formulated in alignment with the causes and effects of employee attrition within the Nursing industry.
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