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Nursing attrition is a growing concern in the NHS UK. A large number of nurses are dropping out of this profession and pursuing other career opportunities in the UK. In the last two years, the rate of nursing attrition has been increasing drastically. In September 2020, the rate was close to 9.6% and in September 2022, the rate was around 12.5% (TheHealthFoundation, 2023). The study will focus on the causes and effects of nursing attrition in the UK. It will also identify five monetary and non-monetary retention schemes used by NHS for Nursing staff. The study will further provide some short-term and long-term recommendations for this growing concern. 
[bookmark: _dmtkslnb9fb9][bookmark: _Toc143095859]Causes and effects of employee attrition within the Nursing Industry in the UK
Causes
Nursing attrition is one of the main reasons behind workforce shortages in the NHS. There are several reasons behind this incident. If statistics for 2021-22 are noticed it can be seen that the majority of the nursing professionals left the NHS and joined other jobs in the healthcare industry (TheHealthFoundation, 2023). Some of the reasons for this incident are given below. 
Insufficient number of nurses: According to the data, published in the BBC, insufficient nurses are one of the major reasons in this scenario. Due to this insufficient number of nurses, an extra workload comes upon the registered working nurses in the NHS. According to the data for 2019, nearly 30000 extra skilled and well-qualified nurses are needed in the NHS (Triggle, 2019). It is estimated that if necessary actions are not taken to solve this issue, the gap could be 100,000.
[image: ]
Figure 1: Required nurses
Source: (Triggle, 2019)
According to the above statistics, the gap in this scenario tends to grow more, if proper actions are not taken (Triggle, 2019). 
Lack of opportunities in career: A strong as well as firm cause behind nursing attrition is the lack of career opportunities. As mentioned earlier, nurses of the NHS carry a lot of work pressure and responsibilities on their shoulders. Due to this reason, nurses in the NHS do not have many opportunities. Due to the extreme pressure, nurses do not have even time to take care of their requirements and it leads to a feeling of stagnation. According to the data, published on July 1st, 2023; around 41,000 nurses left their job in 2022 (TheGuardian, 2023). Sir Julian Hartley, the Chief Executive of the NHS stated that during the time of the Pandemic, nurses contributed significantly. However, he also stated that there is no respite in this profession. He implied that the NHS must take care of the staff's well-being and their professional development (TheGuardian, 2023). 
Work pressure: As mentioned in the previous discussion, due to insufficient staffing, the workload pressure among the nursing staff stays heavy. 
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Figure: New revalidation process
Source: (NuffieldTrust, 2023)
According to the above statistics, the number of nurses continues to decrease in past years (). Behind the top reasons for nursing attrition, work pressure among the nurses ranks first. Due to this excessive workload, nurses also face severe issues like chronic pain, depression, anxiety and many more.
However, apart from these issues, there are some other factors that lead to nursing attrition. They are workplace culture, insufficient payment, lack of practical skills and others.
Effects 
Due to the above-mentioned causes, the healthcare industry in the UK faces a lot of issues in providing services. Some of them are mentioned below:
The rapid increase in training and recruitment cost: Due to the growing concern among the nursing staff, a large number of healthcare professionals are leaving their jobs and pursuing different career opportunities. The official website of NHS indicates a vanacncy rate of 11.8% on 30th June 2022. This rate was around 10.3% (38,814 vacancies) previous year (NHS, 2023). For that reason, health organisations intend to hire nurses with higher salary packages. Along with the salary packages, the cost of nurses' training has also increased. However, due to this growing cost, other costs of healthcare services will also increase as the management of healthcare organisations will not pay the additional costs from their pocket. As a whole, this additional cost will trigger costlier healthcare services for the public.
Low-quality services: Due to the excessive workload, nurses are unable to provide quality services to patients. They need to take care of several factors while doing their jobs which results in low-quality services. Due to this factor, the reputation of healthcare organisations also gets spoiled. Low-quality services also put the lives of the patients at risk. Over the past year around 34,000 nurses left their duties in the NHS. It is around a 25% increase from the previous year (Holmes, 2022). Around 46,000 posts of nursing staff are vacant. This number indicates the reason behind work pressure and low-quality services offered by nursing staff. 
Staff shortages: If the statistics are checked closely, it can be noticed that in June 2022, the number of vacant places is around 46,828 (Holmes, 2022). This growing vacancy rate is driving the demand for nurses across the NHS. According to the reports, the current increasing rate of vacancy is not being triggered by retirement, a large number of young nurses are leaving their job roles due to the above-mentioned issues. An NHS staff survey has reported that 34% of the nursing staff often think about leaving their jobs. 52% of them feel unwell due to work stress and 40% of them feel exhausted (Holmes, 2022). 
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Five Monetary retention schemes 
Salary hike: A salary hike is quite a good decision taken by the NHS and falls in Monetary retention schemes. According to the data published by the government of the UK, around a 5% hike is provided to workers in the healthcare industry (OnManorama, 2023). This 5% consolidated enhancement in the salary is causing around 1,065 euro. This process can be helpful in retaining nurses and attracting more employees. 
Assistance in relocation: Nurses might wish to have assistance in relocation. It is one of the best retention schemes provided to nurses. This process not only helps in retaining nurses but also helps to attract freshers in this profession. According to this scheme, if a nurse wishes to change their job or position, the management will help them (NHS, 2023). It is an important consideration that values long-term sustainability. 
Allowing bonus: As there are some growing concerns related to the performance of the nurses in the healthcare industry, allowing a performance-based bonus is quite a good step, initiated by the NHS. This bonus can be claimed by teams as well. Due to this scheme, the nursing staff will be more enthusiastic to enhance their performance. They will be willing to take pressure as there is a bonus for their extra hard work. 
Financial support: The NHS has also decided to provide financial support to healthcare service providers for their professional development (NHS, 2023). This scheme allowed employees to have job satisfaction in their roles and responsibilities. Nurses will be more willing to work for the NHS as they can rely on the organisation. They will also have mental satisfaction that the mentioned organisation takes care of them. 
Competitive salaries: Providing a competitive salary to the nursing profession is important. By having equal value in the market, nurses will be willing to work for the NHS. It also ensures that the nurses are getting salaries the same as the market. Though a competitive salary is not a solution in this scenario, however, it can help in making a truce with the inflation rate. 
Five Non-Monetary retention schemes 
On-job support and mentorship: On-job support is a necessary part of any profession and nursing is no exception. In fact, in the nursing profession, it is quite important as it focuses on giving healthcare support to the people. For this reason, the NHS has introduced mentorship and some programs for better understanding (NHS, 2023). It also helps nurses to feel easy about their profession. However, if this perception is not utilised effectively, it can have a negative impact as well. 
Flexibility in work: Being a nurse itself is a duty of severe responsibility. Thus, it is quite necessary to have flexible arrangements at work so that nurses can exchange their timings, take rest and maintain a work-life balance throughout the process. At the NHS, flexible arrangements are available to ensure equal workload distribution. Nurses also will be emotionally and mentally boosted by this flexibility. 
Reward system and recognition: As mentioned earlier, a nurse needs to take on several responsibilities. Reward systems and recognition in an organisation can certainly increase the enthusiasm among the nurses and they become more willing to deliver quality performances to have a reward. It is quite an important perception that comes under Non-Monetary retention schemes. This initiative of the NHS also boosts the morale behaviour and job satisfaction level of the employees. 
Opportunities in growth and opportunities: 
NHS provides multiple professional growth and development opportunities. The Mentioned organisation has introduced some growth and development programs. By following these programs, nurses can progress in their careers and the NHS has complete support in this process. However, not all employees in the healthcare industry will be provided with these growth opportunities. 
Supportive management: In the discussion of non-monetary retention schemes for nurses, it is quite important to have a supportive environment. Nurses can have facilities like open discussion, teamwork, effective communication and others. With the help of this supportive management, nurses can have a good culture in their workplace. A positive culture can boost their self-esteem and motivate them towards their responsibilities. 
[bookmark: _ep8qdsuc8taq][bookmark: _Toc143095861]Short-term and long-term recommendations
Nursing attrition has become quite a concern for the NHS. Taking care of the retention rate of the employees of the NHS is necessary to keep the quality and facilities of healthcare services in balance. Without the help of serious consideration of this retention process, the healthcare industry will be affected quite badly. Based on the situation and the above discussion some short-term and long-term recommendations are provided below:
Short-term recommendations
· The NHS must focus on providing a work-life balance to the nursing staff. Without having a proper work-life balance, it becomes quite difficult for an individual to concentrate on his/her job. By having a good balance, an individual can concentrate on his/her responsibilities and bring better results (Huffman, 2021). 
· Allowing a positive and friendly culture in the workplace is quite necessary to make people productive (Huffman, 2021). Too much professionalism can damage the motivation of a nurse. However, if that nurse is provided with a welcoming and positive atmosphere, better results can be drawn. They can discuss their issues and solace them instantly. 
· Discrimination is one of the important issues in the workplace (Xu and Chopik, 2020). The NHS must solve this issue as early as possible. If a workplace has discrimination in the management, employees can not work freely and the nursing profession is no exception. Without discrimination, nursing staff can have a certain sense of job satisfaction that will eliminate the chances of nursing attrition (West et al. 2019). 
· A sufficient number of employees is another solution in this case. If the mentioned health organisation recruits a sufficient number of nurses, it will be quite easy for the management to distribute the workload equally among the numbers. Hence, nurses will not feel much pressure throughout their responsibilities. 
· Empathetic behaviour is another approach that the concerned company must take care of. Often nurses can not talk freely about their issues. However, if empathetic behaviour is maintained nurses can openly discuss their issues. By solving them, nursing attrition can be avoided effectively.
Long-time recommendations
· The NHS must consider the well-being of its healthcare employees. Along with physical well-being, the mental and emotional well-being of the nurses must be taken care of. Providing breaks in between duties can be helpful in this scenario. A healthy working environment can have a positive impact on the well-being of nursing staff.
· Providing support in professional growth and development will not help in retention but also it will attract freshers under the mentioned platform. NHS can also collaborate with educational institutes to provide knowledge and training to the nursing staff. 
· The introduction of a help desk can also be quite beneficial in this scenario. Though an HR department is there in the management it can not solve all the issues. In that case, nurses can go to the helpdesk and discuss their issues. An open discussion is necessary to solve issues. Without the help of a discussion, it is impossible to understand an issue. 
· The interview process must be clear and concise. Freshers must be informed about the job roles while entering the organisation. Recruitment of the right candidate eliminates the chances of attrition significantly (Van Ingen et al. 2021). Nurses will be informed about their roles and responsibilities. Based on that information, they can choose whether they are capable enough to handle the responsibilities or not.
Conclusion
Based on the above discussion, it can be stated that the retention of nurses is crucial for the NHS to provide quality healthcare services. The study has provided multiple statistics that indicate nursing attrition. Through the discussion, the study has evaluated the causes and its effects of employee attrition within the nursing industry in the UK. The study has also gone through five monetary and five non-monetary retention schemes used by the NHS to retain nursing professionals. Based on the issues explored in the above discussion, the study has also provided some recommendations. These recommendations are divided into two divisions; short-term and long-term. 
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