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1. Introduction

To start with, employee turnover has been a persistent concern in the UK nursing industry. There is a serious lack of nurses in the healthcare business. Inadequate remuneration, long work hours, and little opportunities for advancement are all factors that contribute to high nurse turnover rates. The reasons and implications of worker turnover in the UK nursing industry must be investigated, as well as the current NHS retention strategy for nursing practitioners must be critically reviewed. In addition, ideas for enhancing nurse retention in the United Kingdom will be included in this study.
High levels of attrition amongst nursing staff can have a significant impact on both patient care and hospital finances. A large acute NHS trust with over 3,000 nurses, for example, will typically have a turnover rate of between 10-12%. This means needing to recruit more than 300 new nurses on an annual basis. With the total financial impact of replacing a fully trained nurse estimated to be anything up to £12k, this equates to a minimum spend of £3.6m every year. (NHS SBS, n.d.)

2. Main Body

            2.1 The National Health Service (NHS) in the United Kingdom has a significant problem with employee attrition in the nursing industry. The Head of Human Resources hired our consulting firm to look at the causes and effects of this issue using information from three distinct sources: the NHS Vacancies Survey, the Kings Fund, and the Nuffield Trust. The rate of nurses leaving their jobs in the UK has increased by 9% since 2013, hitting a high of 10.3% in 2018–19, according to the Nuffield Trust. The Kings Fund claims that the NHS nursing workforce is under extreme strain because of increased demand and a shortage of nurses. The NHS vacancies Survey indicates that there will be 46,000 nurse vacancies in the NHS by 2022, up from 34,000 in 2015.Several reasons might be influencing the high incidence of staff churn in the UK nursing business. For starters, the NHS is facing increased demand because of an ageing population and a rise in chronic illnesses. These demands place a huge pressure on the nursing staff, resulting in nurse burnout and stress. Second, a critical element is the nursing shortage. There is a considerable disparity between the number of nurses needed to fulfil demand and the number of nurses available. 




As a result, current staff members are now overworked and less able to provide high-quality care. Third, both the nursing staff and the healthcare system have been significantly impacted by the COVID-19 epidemic. Since nurses have been on the front lines of the pandemic response, they are more likely to contract the virus, which has led to rising absenteeism and tiredness.
The nursing industry is greatly and broadly impacted by employee attrition. The loss of seasoned nurses with essential knowledge and skills has the most noticeable effect. This can result in patients receiving less effective medical care. The loss of seasoned nurses’ places additional pressure on the remaining staff, who are forced to take on more and bigger jobs, which causes weariness and stress. Additionally, the cost of hiring and training new nurses is high, which increases the financial burden on the NHS. The NHS has also been forced to rely on agency and temporary staff, who may be expensive and unreliable, due to a lack of nurses. The NHS must take numerous initiatives to address staff attrition in the nursing business in the United Kingdom. To begin, the NHS must take efforts to minimise nurse burden. Increasing the amount of nursing personnel, utilising technology to improve operations, and investing in training and development opportunities are some examples. Second, the NHS must address the nursing shortfall. Offering incentives to recruit and retain nurses, improving working conditions and remuneration, and investing in nursing education and training are some examples. Third, the NHS must address the COVID-19 pandemic's impact on the nursing staff. Offering mental health assistance, adopting flexible working arrangements, and providing financial incentives are all examples of this.
To summarise, the NHS is concerned about the high incidence of staff attrition in the nursing business in the United Kingdom. The scarcity of nurses, rising demand, and the impact of the COVID-19 epidemic are all factors contributing to this problem. Employee attrition has a substantial impact on the quality of care offered to patients, the load on current personnel, and the financial cost to the NHS. To solve this issue, the NHS must take numerous steps to minimise nurse workload, alleviate nurse shortages, and lessen the impact of the COVID-19 epidemic on the nursing workforce. The NHS can attract and keep patients by doing so. nursing staff, maintain high-quality care for patients, and ensure the sustainability of the healthcare system in the UK.


               

2.2 The National Health Service (NHS) is the largest employer in the United Kingdom, and nursing professionals make up a sizable fraction of its workforce. However, with high turnover rates and a scarcity of competent workers, the NHS is having difficulty maintaining these specialists. In response to this problem, the Head of Human Resources-NHS UK contacted our consulting business to identify and critically analyse five monetary and five non-monetary existing retention plans utilised by NHS for nursing personnel through study. The first monetary retention mechanism adopted by the NHS is the pay structure for nursing professions. The NHS provides a competitive pay scale with progressive raises depending on experience and further degrees. This wage structure encourages nursing staff to stay in their positions and advance their careers within the NHS. The second monetary retention strategy is the NHS pension system, which provides a secure and appealing retirement plan for nursing workers. The pension system offers financial stability to nursing workers and serves as an inducement for them to stay with the NHS. The NHS's relocation and retention plan is the third monetary retention scheme. This programme gives financial assistance to nursing professionals who wish to relocate to a region where competent personnel are in short supply. To encourage nursing professionals to work in places where they are most needed, the initiative provides relocation fees, cash incentives, and housing assistance. The NHS's flexible working arrangements are the fourth monetary retention plan. The NHS provides its nursing workers with flexible working hours, job sharing, and part-time work. This flexibility allows nursing professionals to achieve a better work-life balance, allowing them to handle their personal and professional commitments more successfully. The NHS's training and development opportunities are the fifth monetary retention strategy. The NHS provides nursing staff with a variety of training and development options, including clinical skills training, leadership development, and career progression programmes. These possibilities allow nursing professionals to advance their careers, improve their skills and knowledge, and stay motivated and involved in their professions.
The NHS's supportive work environment is the first of the non-monetary retention strategies. The NHS offers a welcoming work environment to its nurses. professionals, including professional assistance, mentorship, and coaching. This encouraging atmosphere assists nursing professionals in managing stress and work-related issues, feeling appreciated and supported, and remaining interested in their employment. The NHS's recognition and incentive programmes are the second non-monetary retention strategy. Through numerous programmes, such as employee of the month, team of the year, and long-service awards, the NHS recognises and celebrates nursing workers for their hard work and achievements. Nursing professionals are motivated by this recognition and reward, which boosts their morale and job satisfaction.
The NHS's work-life balance efforts are the third non-monetary retention plan. The NHS offers a variety of work-life balance programmes, including as flexible working arrangements, on-site day-care, and family-friendly policies. These programmes assist nursing practitioners to better manage their personal and professional duties, lowering stress and increasing job satisfaction. The NHS's professional development opportunities are the fourth non-monetary retention plan. The NHS provides several professional development options, such as work shadowing, mentorship, and coaching. These possibilities allow nursing professionals to advance their careers, improve their skills, knowledge, and experience, and stay motivated and involved in their professions. Finally, the NHS's staff engagement programmes are the sixth non-monetary retention strategy. Employee engagement measures developed by the NHS include staff surveys, employee forums, and recognition programmes. These efforts allow nurses to offer feedback, discuss their perspectives, and feel appreciated and respected by their employers. Employee engagement activities aid in increasing work satisfaction, decreasing turnover, and increasing retention.
To summarise, the NHS has adopted several monetary and non-monetary retention programmes to keep its nursing workers. These plans feature a competitive wage structure, a pension plan, relocation assistance, and other benefits.

2.3 The issue of nurse retention in the United Kingdom is complicated, requiring a diversified strategy to overcome. The average nurse attrition rate in the UK is roughly 11%, according to the Nuffield Trust report "Peak Leaving," with specific specialities seeing greater 


rates of turnover. Burnout, induced by an excessive workload and understaffing, was mentioned as a major factor for nurses leaving their positions. Furthermore, the research emphasises the need for increased acknowledgement of nurses' importance in the healthcare system, with many nurses feeling underappreciated and underpaid. Another King's Fund research underscores the issues confronting the NHS nursing staff, which has been under tremendous strain in recent years. According to the research, the demand for nursing personnel is increasing due to an ageing population and increased patient acuity yet recruiting and retention remain difficult. The research suggests a few solutions to the problem, including better working conditions, greater training and development opportunities, and closing the gender wage gap. The NHS openings Survey data confirms the need for action, with the number of nurse openings gradually increasing over the last few years. According to the report, the most severe nursing personnel shortfall is in mental health and learning disability settings, where vacancies are particularly high. It also emphasises the need for more flexible working arrangements to satisfy the workforce's evolving demands. To address the issue of nurse retention, the NHS should take both short-term and long-term initiatives. Steps can be made in the short term to address the immediate causes of burnout and understaffing. This may entail hiring more employees to relieve workload constraints, altering shift patterns to improve work-life balance, and giving more assistance to nurses who are suffering high levels of stress and anxiety. A more comprehensive strategy is necessary in the long run to address the underlying concerns of recruitment and retention. This might include boosting the image and standing of nursing as a profession, giving additional chances for training and growth, and delivering higher compensation and benefits to attract and retain top people. It is also critical to address the issue of gender wage disparities in nursing, which can lead to decreased morale and work satisfaction among female nurses.

Finally, the issue of nurse retention in the UK necessitates a comprehensive strategy that considers the different variables that lead to high levels of attrition. The NHS can improve the quality of care for patients by introducing short-term and long-term initiatives that promote a more supportive and sustainable work environment for nurses.






       Conclusion
 To sum up, The NHS UK's Head of Human Resources hired a consultant to look into the causes and effects of worker attrition in the UK nursing industry. The NHS Vacancies Survey and a King's Fund research were two of the three sources looked at. The review showed that the NHS's current methods for keeping nursing staff on staff were inefficient at doing so. To reduce nurse attrition, the NHS should concentrate on addressing the primary causes, such as workload restrictions, a lack of support for work-life balance, and limited opportunities for career promotion. Giving appealing pay and benefits packages may also encourage nurses to remain in their jobs, reducing nurse attrition and improving the standard of patient care.
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