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The nursing industry in the UK is facing a significant challenge of employee attrition. According to the findings from three different sources, in the year to June 2022, 40,365 NHS nurses in England left active service, equivalent to one in nine nurses. This is a peak in absolute terms and relative to the size of the workforce, with a leaver rate of 11.5% (Nuffield Trust, 2022). The highest average nurse leaver rates, at one in six nurses in the year to June 2022, appear to be in community provider trusts (16.8%), followed by care trusts (one in seven, 14.7%). The lowest average reported rates were in non-specialist acute trusts, at one in eight nurses.
The current rate of increase is not driven by people retiring. Rather, it is younger nurses who are leaving their roles in the NHS in the greatest numbers. Two-thirds, or nearly 23,000, of those who left over the past year were under 45 years of age, an increase of 26% on the previous year. 
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[bookmark: _Toc130487552]Causes
There are several causes of employee attrition in the nursing industry in the UK. Some of the significant causes include:
Workload: Nurses are often overworked, and they have to handle multiple tasks simultaneously. This can lead to burnout, stress, and fatigue, resulting in nurses leaving their jobs (Sija, 2022). One potential solution to this problem is to hire more nurses to distribute the workload more evenly. Another solution is to provide nurses with more opportunities for breaks and rest periods throughout the day. This would help to reduce the level of stress and burnout that nurses experience and would also help to improve patient care by ensuring that nurses are well-rested and focused. This aspect is underline by Armstrong’s Handbook of HRM when he cites a study of Alfes et al from 2010 in the chapter about Employee engagement. 
Pay and Benefits: Nurses feel that their salaries are not commensurate with their workload and responsibilities. Nurses' pay has not kept pace with the rising cost of living in the UK. One potential solution to this problem is to provide nurses with a more competitive salary and benefits package (Yang et al., 2021). This would help to attract and retain qualified nurses and would also help to improve patient care by ensuring that nurses are motivated and engaged in their work.
Lack of Career Growth: Nurses feel that there is a lack of career growth and that their skills are not being utilized to their full potential. This can lead to frustration and dissatisfaction, resulting in nurses leaving their jobs (Michel and Ecarnot, 2020). One potential solution to this problem is to provide nurses with more opportunities for professional development and training. This would help to ensure that nurses are able to develop their skills and advance in their careers, which would help to improve patient care by ensuring that nurses are knowledgeable and up to date on the latest medical advancements.
Poor Management: Poor management can lead to a lack of support, communication, and recognition. This can lead to a lack of motivation, resulting in nurses leaving their jobs. One potential solution to this problem is to provide nurses with more support and recognition for their work (Marufu et al., 2021). This could be done through regular feedback sessions, awards and recognition programs, and other forms of positive reinforcement. Additionally, improving communication between nurses and management could help to ensure that nurses feel heard and valued, which would help to improve their motivation and engagement in their work.
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Employee attrition in the nursing industry in the UK is a complex issue with far-reaching effects. One of the most significant impacts of employee attrition is an increased workload for the remaining nurses (Yang et al., 2021). This increased workload can lead to burnout, stress, and fatigue, which can have serious consequences for both the nurses and the patients they care for.
Another effect of employee attrition is decreased quality of patient care. With fewer nurses available to attend to patients, the quality of care can suffer, leading to longer wait times for patients and potentially lower patient satisfaction (Antwi and Bowblis, 2018).
In addition to these effects, employee attrition also results in increased recruitment and training costs. Hospitals and clinics must spend time and resources to recruit new nurses to fill the vacancies left by those who have left. Once new nurses are hired, training is required to ensure they are equipped with the skills and knowledge necessary to provide high-quality care.
It is important to address employee attrition in the nursing industry to mitigate these negative effects. Strategies such as improving working conditions, increasing benefits, and offering opportunities for career advancement can help to retain nurses and reduce attrition rates (Sayli et al., 2022). By doing so, hospitals and clinics can ensure that patients receive the best possible care while also reducing costs associated with recruitment and training.
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Employee attrition in the nursing industry is a growing concern globally, including the United Kingdom. The National Health Service (NHS) in the UK has implemented various retention schemes to address this issue, both monetary and non-monetary. Monetary retention schemes typically involve financial incentives and benefits, while non-monetary schemes focus on improving working conditions, work-life balance, and career development opportunities.
[bookmark: _Toc130487555]Monetary Retention Schemes
1. Pay Increase: The NHS has implemented pay increases for nurses to reduce employee attrition rates. These pay increases can come in the form of cost of living increases, merit-based increases, and other bonuses (Bimpong et al., 2020). Pay increases are one of the most common monetary retention schemes, as they provide financial incentives to stay with the organization. By increasing salaries, the NHS aims to motivate nurses to remain in their current role, increasing job satisfaction, and reducing the likelihood of staff turnover.
2. Bonus Payments: The NHS has implemented bonus payments for nurses who stay in their roles for a certain period. These bonuses can be paid annually or at the end of a fixed-term contract, providing additional financial rewards for remaining in the organization (Williams et al., 2020). Bonus payments are often used to recognize loyalty, hard work, and dedication, and can also serve as a powerful motivator for nurses to continue working for the NHS.
3. Relocation Assistance: The NHS has implemented relocation assistance for nurses who want to work in a different location. This may involve financial support for relocation costs, such as travel and accommodation expenses (Efendi et al., 2019). This retention scheme is particularly beneficial for nurses who wish to relocate to more expensive areas, such as London, where living costs are higher. Relocation assistance is another example of a monetary retention scheme that can help to incentivize nurses to remain within the NHS.
4. Flexible Working Arrangements: The NHS has implemented flexible working arrangements for nurses who need to balance work and personal life. Flexible working can involve working part-time, job sharing, working from home, or flexitime arrangements (Mufassara et al., 2021). By providing these flexible options, nurses can better balance their work and personal lives, reducing stress and increasing job satisfaction. This, in turn, can reduce the likelihood of staff turnover and contribute to a positive work culture.
5. Retirement Benefits: NHS has implemented retirement benefits for nurses who have served for a certain period.
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Retention of employees is an essential aspect of any organization's success, and non-monetary retention schemes can play a significant role in achieving this goal. The National Health Service (NHS) in the UK has implemented various non-monetary retention schemes to retain its nurses and provide them with a better work environment.
1. Career development opportunities are crucial in retaining employees. The NHS has implemented various career development opportunities for nurses to enhance their skills and progress in their careers. The opportunities include training and development programs, leadership courses, and educational opportunities, such as degree apprenticeships (Mlambo et al., 2021). These initiatives provide nurses with a clear path for career growth, making them feel valued and appreciated by the organization.
2. Support groups are another effective non-monetary retention scheme. The NHS has implemented support groups for nurses to provide support and guidance to deal with stress and burnout (Kane et al., 2017). These groups help nurses to share their experiences and challenges, and to learn coping mechanisms to deal with stress, which enhances their job satisfaction and reduces burnout rates.
3. Mentorship programs are also essential in retaining nurses, particularly new nurses. The NHS has implemented mentorship programs to provide support and guidance to new nurses, which helps them to adjust to their new roles and responsibilities (Sayli et al., 2022). The mentorship program also helps new nurses to develop their skills and confidence, which is crucial in retaining them.
4. Recognition programs are another non-monetary retention scheme that the NHS has implemented. The recognition programs aim to recognize and reward nurses' hard work and dedication (Sayli et al., 2022). The recognition can be in the form of awards, bonuses, or even simple gestures, such as a thank you card. These recognition programs make nurses feel valued and appreciated, which boosts their morale and motivation, thereby reducing turnover rates.
5. Work-life balance programs are designed to help employees balance their work and personal life, which can reduce stress, improve job satisfaction, and increase retention rates. The NHS has implemented various work-life balance programs for nurses, such as flexible working hours, job sharing, and remote working options (Mufassara et al., 2021). Additionally, the NHS provides generous annual leave and sick leave allowances, which can help nurses manage their personal and family responsibilities. These programs can help nurses achieve a better work-life balance, which can lead to increased job satisfaction and reduced stress. By providing work-life balance programs, the NHS can demonstrate its commitment to supporting its employees' well-being and can retain talented and dedicated nurses who value a healthy work-life balance.
However, despite these existing retention schemes, employee attrition rates remain high in the nursing industry in the UK. Some of the schemes have not been effective in retaining nurses, and some nurses feel that they are not being utilized to their full potential.
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To improve nurse retention rates in the UK, the following short-term and long-term initiatives are recommended:
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1. Increase Salaries: Offering competitive salaries is a critical factor in retaining nurses as it demonstrates the value of their work and expertise. Increasing salaries would not only retain nurses but also attract more people to the profession, thereby addressing the ongoing nursing shortage in the UK (Bimpong et al., 2020). A salary increase would also help alleviate financial stress and increase job satisfaction, leading to improved retention rates.
2. Improve Working Conditions: Improving working conditions is crucial in reducing stress and burnout among nurses. The NHS can take several steps to improve working conditions, such as providing adequate staffing levels, reducing workloads, and offering support for mental health and well-being (Brand et al., 2017). By investing in the working conditions of nurses, the NHS can create a more positive work environment, leading to increased job satisfaction and reduced stress, which can improve retention rates.
3. Enhance Communication: Effective communication is essential in improving collaboration and support among nurses and management. The NHS can enhance communication by providing regular updates on policies, procedures, and changes to the workplace. The NHS can also provide opportunities for nurses to offer feedback and suggestions on how to improve the workplace (Ravalier et al., 2020). By enhancing communication, the NHS can create a more transparent and collaborative work environment, leading to increased job satisfaction and retention rates.
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1. Career Advancement: The NHS can provide various career advancement opportunities for nurses, such as leadership training, mentorship programs, and opportunities to pursue advanced degrees (Cabral et al., 2019). By offering these opportunities, nurses can enhance their skills, progress in their careers, and feel valued and supported. Providing career advancement opportunities can also attract more people to the nursing profession, leading to an increase in the number of qualified nurses.
2. Training and Development: The NHS can provide training and development programs that are tailored to meet the needs of individual nurses and the healthcare sector. These programs can help nurses enhance their knowledge and skills, adapt to new technologies and procedures, and stay up-to-date with the latest healthcare trends (Brookes and Baker, 2017). By providing ongoing training and development opportunities, the NHS can support the growth and development of nurses, leading to increased job satisfaction and retention rates.
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In conclusion, employee attrition in the nursing industry in the UK is a significant issue that needs to be addressed urgently. The NHS should implement retention schemes to retain nurses and reduce attrition rates. By implementing short-term and long-term initiatives, NHS can create a supportive work environment that enhances nurses' job satisfaction and reduces employee attrition rates in the nursing industry in the UK.
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