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[bookmark: _Toc130398132]Introduction
The healthcare industry is made up of doctors, nurses, technical staff, non-technical staff and many others. Apart from doctors, nurses are a very important part of the healthcare industry as they are responsible for taking care of the patients. Therefore, nursing attrition is a burning issue that the healthcare industry faces in recent times. This report focuses on summarizing the causes and effects of nursing attrition in the healthcare industry of the UK. The report will also critically evaluate the current retention schemes that are used by the NHS to reduce the rate of attrition in nursing. Moreover, suggestions for improving the condition of nursing attrition on a short-term and long-term basis will also be discussed in this report.
[bookmark: _Toc130398133]Causes and effects of nursing attrition
To understand the causes and effects of nursing attrition, one needs to understand attrition itself. Attrition is a process where an employee takes leave from the organisation due to different voluntary and involuntary causes. According to the World health organisation, attrition in nursing means the reduction in the number of nurses due to different reasons like retirement, migration, illness, death or resignation (WHO 2023). 
The main factors behind nursing attrition are divided into different domains. These are professional causes, personal causes, organisational causes, financial causes, demographic causes, nursing leadership and managerial causes, educational causes and other factors (Marufu et al. 2021). The influence of these causes behind the nursing attrition is as followed:
[bookmark: _Toc130398134]Professional causes
Professional causes behind nursing attrition are the lack of skills, workload, physical and emotional exhaustion, difficulty in fitting into the position, overtime, communication problems, shortage of autonomy and low job satisfaction. Due to these problems, nurses tend to back off from their position and gives resignation. This is a very big reason for nursing attrition in the healthcare setup in the UK.
[bookmark: _Toc130398135]Personal causes
The nursing industry is mostly female oriented. Therefore, various issues make those women leave their position in an organisation. Different personal causes like marital status, pregnancy, distance from the house, responsibility for the family, personal health issues and unable to maintain the work-life balance are the reason behind the nursing attrition.
[bookmark: _Toc130398136]Organisational causes
The organisation plays a huge role in maintaining the number of staff. Organisation culture is a major cause of employee attrition. This is because a poor work culture in a hospital setup physically and mentally distresses the nurses and results in nursing attrition. Moreover, poor support from colleagues and authority also makes the employee leave the organisation. Poor infrastructure is also included here. Most importantly, the inability in maintaining employee safety in terms of physical, mental, social and financial aspects in an organisation plays a huge role in employee attrition. 
[bookmark: _Toc130398137]Financial causes
The financial cause is a very important aspect of nursing attribution. Every employee works for money and when the nurses become unsatisfied with their salary in the ratio of their work pressure and work time, they tend to leave the organisation. 
[bookmark: _Toc130398138]Demographic causes
The demographic causes of nursing nutrition mainly include the ageing of the nursing population and the work experience of the nursing population. The ageing of the nursing population is the reason behind a lot of retirements of the nursing staff which causes nursing attrition. Moreover, work experience is very much important to sustain in the fast-moving world of the health industry. Therefore, lack of work experience causes pressure on the nurses and results in nursing attrition.
[bookmark: _Toc130398139]Nursing leadership and managerial causes
Negativity in nursing leadership and management is a major cause of nursing attrition. When the nursing leaders and management fails to give the proper support to the employees in terms of recognition, value, financial security and mental satisfaction, the employees often leave the company. Also, sometimes there are involuntary causes of nursing attrition where the nursing leadership and management fire the employee or diminishes the post. 
[bookmark: _Toc130398140]Educational causes
Lack of education in the nurses makes them unable to do the job with proper skills and ability. This puts pressure on the nurses and they tend to leave the organisation.
[bookmark: _Toc130398141]Other causes
There are various other causes behind the nursing attribution. The causes are mainly the political instability in the working nation, a sudden occurrence of unfavourable conditions like earthquakes or pandemics, nepotism and racism in the organisation and lastly discrimination.
The nursing shortage is the major effect of nursing attribution. Due to these nursing shortages, the nurse-to-patient ratio decreases. This leads to an increased amount of burnout and a lack of satisfaction in the existing nurses. The consequences are white shocking where the mortality rate of the patients goes higher due to the decreased quality of patient care. The nurses failed to rescue the patients. Apart from this the financial crisis in the hospital also increases. This happens due to the need of giving compensation to the patient party and the need of giving overtime payments to the existing staff. Moreover, the organisation is devoid of knowledge, skills and human resource (Haddad et al. 2022). All of this puts huge pressure on the industry of the UK.
[bookmark: _Toc130398142]Nursing retention schemes
According to the previous evidences, in or cover the problem of nursing attrition, any organisation needs to come up with different strategies to retain the nursing staff in that organisation (Efendi et al. 2019). To maintain nursing retention, the nursing leaders and management take up the major role and analysis the intention of individual nurses and acts accordingly. In the healthcare industry of the UK, the NHS are the National health service that provides healthcare facilities to the citizens of the UK and maintains the interest of the healthcare staff working in the vast healthcare industry of the UK. Therefore, NHS uses some retention schemes for nursing professionals. Among the different retention schemes, there are five monetary schemes and five non-monetary schemes. In the monetary schemes, there is a competitive salary for the nurses, a bonus at different times of the year, a reward for achieving a goal, insurance like health insurance travelling insurance and malpractice insurance and investment in skilled development. Among the non-monetary schemes, there are creating good organisational culture, the flexibility of work for the staff, effective communication, teamwork and maintaining the health and safety of the staff. For nurse retention, NHS launched the NHS people plan in 2020-21 which explains these schemes (NHS Employers 2022). The explanation and critical evaluation of these plans are as followed:
[bookmark: _Toc130398143]Monetary schemes
[bookmark: _Toc130398144]Competitive Salary
As per the nursing retention scheme NHS, providing nurses with a competitive salary is one of the major interventions to reduce the rate of nursing attrition (Bimpong et al. 2020). This scheme is a very successful one as a timely salary and good package is responsible for employee satisfaction. Therefore, the employees who get a good amount of salary from their organisation at a particular time tend to retain their position in the organisation.
[bookmark: _Toc130398145]Bonus
For employee retention, a retention bonus is a very useful scheme to make the employees stay in the organisation. A retention bonus is an amount of money that an employee receives over he is or her payment package. It normally ranges between 10 to 25% of the base pay of the employee. This makes the employee satisfied and tends to stay in the organisation for a longer period.
[bookmark: _Toc130398146]Insurance
Different type of insurance like health insurance, travelling insurance and malpractice insurance helps in nurse retention as this also helps in gaining the trust and satisfaction of the employee. 
[bookmark: _Toc130398147]Rewards
In the nurse retention scheme, NHS provides the staff nurses with rewards and recognition for their achievements. The leaders and the managers tend to formulate a reward strategy for the employees who serves the patients with great dedication and compassion. This strategy helps in nursing retention as giving rewards and recognition makes the employees feel valued and empowered. Thus, they stay in the organisation for a longer period.
[bookmark: _Toc130398148]Skill development
The healthcare industry is a very fast-moving industry where the skills of an employee need to be enhanced at every moment for sustaining in the industry. When an organisation helps their employees with skill development by providing them with different skill development courses inside or outside the organisation of setup, it helps in employee retention. This is because the employee feels connected with the organisation and they do not want to leave it after having such facilities (Kelly et al. 2022).
[bookmark: _Toc130398149]Non-monetary schemes
[bookmark: _Toc130398150]Organisation culture
Maintaining organisation culture in different hospitals under the NHS is a very important scheme for employee retention. A great organisation culture provides job satisfaction that leads to the decision of the employee for staying or leaving in the organisation. It is very critical for nursing retention also because according to studies workplace culture is 10% more important to an employee rather than compensation for staying in an organisation for a long time (Fasbender et al. 2019).
[bookmark: _Toc130398151]Flexibility
Flexibility in the workplace is also a part of the NHS people plan. This flexibility gives the employee the choice of working place, working time and working manner. Flexibility in the workplace helps in maintaining the work-life balance for the employee. Therefore, it has a positive impact on employee satisfaction and employee attendance (Barrett and Holme 2018). 
[bookmark: _Toc130398152]Communication
Communication is the key to employee retention. In the NHS people plan, it is mentioned that the communication of the nurses with the nursing leadership and management helps in effectively understanding and resolving the problems related to healthcare plans. This, in turn, makes the employees feel listened to and valued and therefore they stick to the organisation.
[bookmark: _Toc130398153]Teamwork
Teamwork is another aspect that helps in employee retention. When the employees feel connected to the organisation and feel like a family with proper peer support, they tend to stay in the organisation for a longer period.
[bookmark: _Toc130398154]Health and Safety
Maintaining the health and safety of the nurses from the side of the organisation is a very important aspect of nurse retention plan (Buchan et al. 2019). Creating a strong environment of health and safety for the employees in the hospitals under the NHS helps in creating a properly effective and successful patient care. 
[bookmark: _Toc130398155]Recommendations for nurse retention in both short-term and long term
For retaining nurses in a hospital setup, different strategies can be useful. The strategies implemented by NHS have both short-term and long-term strategies that can help in nurse retention. Whereas monetary strategies act as short-term strategies for nurse retention, non-monetary strategies work as long-term strategies. Apart from these some more strategies can be implemented for nurse retention. One of the other short-term strategies for retaining nursing employees is the NHS pension scheme (NHS Employers 2022). The pension scheme implemented by NHS is one of the biggest favours that the health sector of the UK gives to its employees. Under the scheme, the employees can have flexibility in their work life span and retirement. This plan gives the employees monetary benefits even after they retire from a particular organisation. Therefore, the employees tend to stick to that organisation for a long time. This can be one of the best-recommended strategies for reducing nursing attrition in the UK in recent times. On the other hand, the recommendation for long-term strategies for nurse retention is in the hand of the nursing leadership and management. The main duty of nursing leadership is to identify the problems behind nursing attrition. The role of nursing leadership in maintaining the interest of the nursing staff is a priority. Various causes which include professional, personal and organizational factors, needed to be addressed by the nursing leadership and these issues can also be handled by them with the help of magnet program strategies of transformational leadership (McCay et al. 2018). A transformational leadership model helps in motivating and influencing employees by nurturing their growth in both professional and personal aspects. This creates a positive environment and gives job satisfaction to the employees which are helpful for nurse retention (Wang et al. 2022). The non-judgemental environment created by the nursing management helps in connecting the workplace with the employees and thus helps as a strategy for nurse retention (Wei et al. 2019). The nursing management is also recommended to check on the hiring and firing policies of the organisation which helps in overcoming the nursing shortage (Magbity et al. 2020). These policies along with the previous existing retention schemes help in overall nurse retention in the hospitals of the UK.
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