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[bookmark: _30j0zll]Introduction
Nurses serve as crucial members of therapeutic teams in modern healthcare industries. Specifically, nursing occurs as the largest discipline in the healthcare sector and plays an integral role in the NHS’ operation. The National Health Service (NHS) observes that these healthcare professionals provide social and healthcare services in primary care facilities, nursing homes, community centres, and hospitals. Therefore, the UK government focuses on increasing the nurse population through retention and recruitment initiatives to meet the existing demand for healthcare services. For instance, the government intends to hire an additional 50,000 nurses before March 2024 to address the current deficit in its healthcare industry. However, the high nurse attrition rate in the UK healthcare industry has prevented the government from achieving this goal (Lopes et al., 2017). The situation implies that nurse attrition is an intricate and serious problem that requires a multifaceted solution.
Analyse the causes and effects of employee attrition within the Nursing Industry in the UK.
[bookmark: _1fob9te]Nurses Attrition
Employee attrition represents a phenomenon where individuals exit a profession due to diverse circumstances. Experts categorise the attrition process into internal attrition, involuntary attrition, voluntary attrition, and internal attrition. Retirement attrition refers to the normal aspect of the employment cycle where individuals leave jobs after attaining a specified age. Internal attrition refers to a situation where workers switch careers within an organisation (Ocean & Meyer, 2022). Involuntary attrition represents a scenario where retrenchment or termination forces individuals to leave their jobs. Finally, voluntary attrition refers to a situation where individuals leave certain jobs due to personal reasons, better opportunities, or job dissatisfaction. Currently, voluntary nurse attrition has become a serious problem in the UK healthcare industry.
Recent statistics indicate that the UK healthcare industry is experiencing a critical level of nurse attrition. For instance, over 40,000 nurses working under NHS England exited active service in 2022 due to different reasons (Faragher, 2022). The scenario means that NHS England lost approximately 11.11% of its workforce this year alone (Palmer & Rolewicz, 2022). Community provider trusts that offer services like community physiotherapy and district nursing also experienced an annual attrition rate of 14.29% in the 2020s. Current statistics suggest that the annual attrition rate among these professionals increased tremendously after the COVID-19 pandemic. Strikingly, the BBC’s Nuffield Trust analysis indicates that highly knowledgeable and skilled individuals comprise a huge proportion of nurses abandoning this profession.

[bookmark: _3znysh7]Causal Factors
Causal factors for nurse attrition in the UK healthcare industry are ineffective compensation programs, burnout, work-life balance deficit, poor organisational culture, inaccessibility to professional development opportunities, and poor management strategies. Poor benefits and compensation programs have forced numerous individuals to leave nursing careers for other careers. The individuals observe that healthcare facilities experience challenges in providing competitive salaries, wages, work plans, and benefits. Nurses working in the UK receive salaries ranging from £22,000/year to £104,000/year depending on their experience and certifications (Reuben & Gilder, 2022). For example, annual salaries for different employee categories in the nursing career are nursing assistants (£21,666), nurse consultants (£44,000-£104,000), and mental health nurses (£31,000-£44,000). Some nurses consider that running small businesses in the UK guarantees annual incomes of between £55,156 and £234,000. The individuals observe that some jobs provide benefits like work-life balance, health insurance, paid family leave, and retirement benefits.
Burnout, poor organisational culture, and poor management strategies expose NHS and community provider trusts to challenges in retaining talented nurses. Burnout refers to severe physical, emotional, and psychological exhaustion associated with work-related stressors. Nurses commonly develop this psychological problem due to sleep deprivation, work overload, lack of support, time pressures, and emotional strain. In general, unconducive working environments in healthcare facilities expose these problems to different psychological problems, including emotional exhaustion, depression, irritability, stress, and anxiety. Poor leadership/management strategies create dissatisfaction that usually forces employees to pursue different careers. For example, nurses feel mistreated and unsupported in healthcare organisations with hierarchical structures and authoritarian leadership strategies. Failure to implement strong organisational culture in healthcare facilities also creates dissatisfaction among these professionals. Various indicators of poor organisational culture are unclear ethical standards, lack of accountability, discrimination, low subordinate engagement, one-way communication, and ineffective collaboration. Most nurses understand that poor organisational culture and hierarchical structures inhibit their professional growth.

[bookmark: _2et92p0]Effects of Nurse Attrition
Various negative effects of nurse attrition in the healthcare sector are nurse shortage, increased recruitment costs, reduced employee morale, increased employee burnout, experience and knowledge loss, and reduced service quality. Today, the nurse attrition trend has created a serious nursing workforce shortage in the UK healthcare sector. For example, researchers observe that the workforce trend prevented the UK NHS from filling its 41,000 nursing vacancies in 2018 (Adams et al., 2021). The labour deficit relates to the fact that the attrition rate in nursing departments exceeds their recruitment rates. In this regard, the HSCSC stresses that the attrition trend has overstretched the nursing workforce and inhibited its capacity to meet the job market demand (Holmes, 2022). In particular, a high attrition rate has prevented medical facilities from replenishing their lost experienced and knowledgeable nurses effectively. Experts observe that the loss of nurse specialists and leaders has triggered a major reduction in healthcare quality and organisational productivity. The healthcare quality decline in healthcare facilities manifests through the reduction in care quality efficiency, patient-centeredness, safety, and effectiveness.
Healthcare facilities across the UK have made huge budgetary allocations to nurse development and recruitment to address the current shortage. Notably, Oxford Economics observes that replacing a single employee costs organisations approximately £30,614. The replacement cost covers expenses associated with training, hiring, development, and recruitment of new employees. The situation means that reducing the attrition rate allows organisations to nurse replacement costs and optimise their incomes. Mass nurse exit from healthcare facilities forces management teams to distribute existing workloads to the remaining population (Adams et al., 2021). Basically, the shortage means that every single nurse must work long hours and handle huge workloads to meet the existing service demand. COVID-19 exacerbated the workplace experience for the limited nurse population in the UK due to patient influx in medical facilities. As a result, nurses experienced fast burnout and huge workloads that reduced their morale and productivity (RCN, 2022). The RCN survey confirms that nurse shortages prevented UK medical facilities from meeting the expected standard of healthcare effectiveness and safety during the pandemic, which led to poor treatment outcomes.
[bookmark: _tyjcwt]Interventions for Nurse Attrition
Managing the nurse attrition problem requires professionals to identify and address its causal factors. The strategy enables experts to develop an evidenced-based intervention plan for the problem. The intervention plan entails implementing procedures, policies, and strategies to prevent voluntary attrition among these professionals. Adopting these interventions enables experts to accomplish objectives like enhancing working conditions, strengthening organisational culture, retaining skilled professionals, promoting work-life balance, and increasing job satisfaction. The statement implies that attrition prevention serves as an effective tactic for maintaining a strong nursing workforce. The intervention approach requires the NHS to recognise the nurse attrition process as an intricate issue that requires a multi-layered solution. Specifically, the NHS utilises both non-monetary and monetary retention schemes in retaining experienced and skilled nurses. 

Identify five monetary and five non-monetary existing retention schemes used by NHS for Nursing professionals through your research and critically evaluate them.
[bookmark: _3dy6vkm]Monetary Retention Schemes
Monetary retention scheme refers to a direct compensation strategy that promotes gratification and welfare in employees. The retention scheme involves providing financial compensation to individuals for achieved results or time worked. Every nation in the UK is tasked with financing its healthcare budgets and addressing its healthcare service delivery issues. For instance, England’s DHSC (Department of Health and Social Care) finances all NHS activities, including financial compensation, pandemic management, primary care delivery, and materials acquisition. Recent statistics indicate that NHS staff compensation accounts for approximately 37% (£71.5 billion) of the entire DHSC budget on healthcare (BMA, 2023). Increased government allocation to the DHSC in the past seven decades has increased the spending on healthcare professionals. For example, the DHSC financial allocation in the past six financial years includes 2018/19 (£146.4 billion), 2018/19 (£149.5 billion), 2018/19 (£152.9 billion), 2019/20 (£160.6 billion), 2020/21 (£209.7 billion), and 2021/22 (£209.7 billion) (BMA, 2023). The funding optimization tactic has offered the NHS an opportunity to strengthen its monetary retention schemes.

[image: ]
Figure 1: The DHSC Funding Since 2010 (BMA, 2023)
The monetary retention schemes that the NHS utilises for its nursing professionals include overtime, salaries, hourly wages, loans, and grants. Salaries serve as foundational elements for the healthcare system’s compensation plan. A recent estimate indicates that the average salary for NHS nurses in the UK was £33,384 in 2021 (Farrah, 2023). The NHS later implemented a pay rise tactic that helped in raising the average salary for its nurses to approximately £37,000 (Farrah, 2023). The healthcare system adopted the banding system in 2004 to facilitate salary allocation based on particular professional levels and roles. For example, salaries for different categories of NHS nurses are Band 1-2 (around £22,000), Band 3 (£24,000), Band 4 (£27,000), Band 5 (about £34,581), Band 6 (£35,392- £42,618), and Band 7 (£43,000), Band 8 (£50,952- £83,571), and Band 9 (£99,891) (Farrah, 2023). The NHS provides overtime to its different nursing populations based on the rank and hours worked. Additionally, the healthcare system provides higher education loans and grants to healthcare professionals to promote their professional growth.  

[bookmark: _1t3h5sf]Non-Monetary Retention Schemes
A non-monetary retention scheme is an indirect compensation plan that enables organisations to attract talent and improve organisational culture. The NHS provides a highly supportive and competitive benefits program to nurses to prevent their attrition. Non-monetary retention schemes that the NHS uses in motivating its nurses include medical insurance, career development opportunities, retirement schemes, 37.5 working hours/week, and paid leave. A 37.5-hour weekly work duration normally allows the healthcare system to protect its workforce from burnout and fatigue (NHS, 2023). NHS nurses also offer paid sick leave, bank holidays, and around 27 days of annual leave (NHS, 2023). The professional development program for the healthcare system consists of a career support plan, personal development review, and tuition reimbursement. NHS organisation's regular training courses facilitate mentorship and implement mentorship programs to promote career advancement among its healthcare professionals. Furthermore, the healthcare system has a comprehensive pension scheme that comprises programs like pensions indexation, lump sum allowance, ill-health retirement, and annual pensions. 

[bookmark: _4d34og8]Recommendations
The current benefits and compensation program indicates that the NHS has adopted crucial measures in addressing the nurse attrition problem. The 2019 Interim NHS People Plan demonstrates the government’s commitment to eradicating the problem through a continuous improvement procedure. Noticeably, the Interim Plan covers themes like leadership culture improvement, workforce development, and workforce model update. Still, the persistence of the nurse attrition problem demonstrates the need to improve the NHS benefits and compensation program. For instance, the healthcare system should offer an average annual salary of at least £50,000 to its employees. The healthcare department should design a comprehensive benefits program for its healthcare professionals. For example, the NHS should offer its nurses benefits like commuter benefits, work-from-home initiatives, mental health services, and wellness benefits. Furthermore, the healthcare department should focus on strengthening organisational culture and flattening organisational structures in different healthcare facilities (Adams et al., 2021). The workplace redesign procedure can enable leaders to engage and mentor their subordinates in these healthcare facilities. 

[bookmark: _2s8eyo1]Conclusion
Nurse attrition is an intricate problem that exposes the NHS to challenges in accomplishing its goals. Current statistics show that over 40,000 NHS nurses abandon their career annually due to multiple reasons, including ineffective compensation programs, inaccessibility to professional development opportunities, burnout, work-life balance deficit, poor management strategies, and poor organisational culture. The career exit trend normally creates negative outcomes, including nurse shortage, reduced service quality, increased recruitment costs, reduced employee morale, experience and knowledge loss, and increased employee burnout. NHS provides a transparent and fair pay structure to promote financial stability and enhance gratification. The NHS provides flexible and competitive benefits to nurses to promote their professional development, welfare, and satisfaction. Still, the NHS can adopt additional measures to hasten the recovery from this persistent problem. Recommended solutions for the nurse attrition problem in UK healthcare facilities are flattening organisational structure, strengthening organisational culture, adopting comprehensive benefits programs, and increasing employees’ salaries.
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