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[bookmark: _Toc133599614]Introduction
The nursing industry in the UK is currently facing a critical challenge in retaining its nurses. The high rate of employee attrition is affecting the quality of healthcare services provided for those who are in need (Buchan et al., 2019). In this report, we aim to address three key questions related to nurse attrition in the UK nursing industry.
The first question is: what are the causes and effects of employee attrition within the Nursing Industry in the UK? Understanding the reasons for nurse attrition is essential to develop effective strategies for improving nurse retention in the long term.
The second question is: what are the existing monetary and non-monetary retention schemes used by the NHS for nursing professionals, and how effective are they? It is crucial to evaluate the existing retention schemes to identify areas of improvement and recommend effective strategies to retain nurses.
The third question is: what recommendations can be made in the short and long term to improve nurse retention in the UK? We will provide recommendations for short-term and long-term strategies to improve nurse retention, considering the unique challenges faced by the nursing industry in the UK.
Through this report, we aim to provide a comprehensive analysis of the challenges faced by the nursing industry in the UK, evaluate existing retention schemes and recommend effective strategies to improve nurse retention.
[bookmark: _Toc133599615]Critical Analysis and Discussion 
[bookmark: _Toc133599616]Causes and Effects of employee attrition within the Nursing Industry in the UK
Employee attrition within the nursing industry is a growing problem, with 40,365 NHS nurses in England leaving active service from January till June 2022, equivalent to one in nine (Palmer and Rolewicz, 2022). This peak in absolute terms is driven by younger nurses leaving their roles, with two-thirds, or around 23,000, of those who quit over the past year being under 45 years old. This is a 26% increase above the previous year (Holmes, 2022). The greatest average nurse leaver rates are in community provider trusts and care trusts, which provide services like district nursing and community physiotherapy, followed by non-specialist acute trusts. On the other hand, the lowest average announced rates are in multi-service acute and small acute trusts (Palmer and Rolewicz, 2022).
The causes of employee attrition within the nursing industry are multifaceted and include factors such as long working hours, high levels of stress, inadequate staffing, low pay, and limited opportunities for career progression. The effects of this attrition can be detrimental to the healthcare system, with the shortage of nurses leading to an increased workload for those who remain, decreased quality of care, and increased patient mortality rates (Coomber and Barriball, 2007). The effect of high attrition rates is that there is a shortage of nurses, leading to high vacancy rates, as seen in the Registered Nursing staff group, the rate is 11.8% or 46,828 vacancies on 30 June 2022, an increase from the previous year's 10.3%. This shortage of nurses can lead to a decline in the quality of patient care, as the remaining nurses must take on more responsibilities (NHS Digital, 2022). Additionally, high attrition rates lead to increased recruitment and training costs, which can be a significant financial burden for healthcare organisations. Thus, the high attrition rates among nurses in the UK are a significant concern, with potential consequences for patient care. The causes of this trend need to be addressed to prevent a further decline in the quality of care.
[bookmark: _Toc133599617]Monetary and non-Monetary existing retention schemes used by NHS
Employers utilise retention strategies to recruit, motivate, and retain individuals in their companies. The nature of these programs may be monetary or non-monetary. The National Health Service (NHS) has launched a number of retention programs to combat the high incidence of nurse turnover. Through research, this paper will identify and assess five monetary and five non-monetary existing NHS retention programs for nursing personnel.
The purpose of monetary retention programs is to give cash incentives to nursing professionals in order to keep them inside the organisation. These programs consist of wage increases, retention bonuses, a pension plan, a relocation allowance, and flexible work arrangements. A pay increase is a process of increasing the salaries of nurses who have been with an organisation for a particular amount of time. The National Health Service provides nurses with monthly raises depending on their experience and performance. A retention bonus is a one-time incentive offered to nurse professionals to promote their continued employment (NHS employers, 2022). Professionals in nursing may be eligible for incentives based on their performance and the department's success. Sign-on incentives are awarded to nurses who join an organisation, whereas performance bonuses are dependent on nurses' performance. The NHS may give retention bonuses to nurses who commit to remaining with the organisation for a specified time period. The NHS may provide relocation assistance to nursing professionals who must relocate to work for the organisation. Part-time employment, job sharing, and adaptable scheduling are examples of flexible work arrangements. The National Health Service offers a pension plan to nursing workers, providing them with retirement security (NHS England, 2019). Despite the fact that monetary schemes can be helpful in retaining nurses, they can be costly for the organisation and may not always address the core reason for turnover.
Non-monetary retention programs are intended to give non-monetary incentives to nursing professionals to maintain them inside the organisation. These programs provide possibilities for professional advancement, mentorship and coaching, recognition and awards, a work-life balance, and a supportive workplace. Opportunities for career advancement include training, education, and professional development. The NHS offers career development programs to nursing professionals, providing them with a clear path for career advancement within the organisation. Mentoring and coaching involve pairing new nurses with experienced mentors to support their growth and development (Sayli et al., 2022). The NHS provides training and development opportunities to nursing professionals, aiding in the improvement of their skills and knowledge. For nurses that perform successfully, recognition and rewards include prizes, diplomas, and other types of public acclaim. The NHS gives nursing professionals initiatives that recognise their hard work and commitment to their responsibilities. Offering flexible scheduling, childcare, and other support services are components of work-life balance. The provision of a good and supportive workplace culture that recognises and acknowledges the contributions of nursing professionals constitutes a supportive work environment (Surrey, 2022). Non-monetary retention strategies can be helpful in keeping nursing personnel, but their implementation may involve a substantial commitment of time and resources.
In summary, the NHS has implemented numerous retention programs because of the high incidence of nurse turnover in the UK Nursing Sector. These retention programs offer both monetary and non-monetary incentives, including wage increases, flexible work schedules, professional development opportunities, mentorship and coaching, and work-life balance. Although these programs can be beneficial in keeping nurses, they require thorough review to ensure that they address the core reasons for attrition and are aligned with the nursing workforce's requirements (NHS England, 2019). In addition, these retention programs must be supported by a pleasant and friendly workplace that recognises and celebrates the contributions of nursing professionals.
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To increase nurse retention in the United Kingdom and decrease nurse turnover rates, both short- and long-term recommendations can be made.
[bookmark: _Toc133599619]Short-term suggestions:
· Increase Pay: Reduced remuneration is one of the leading causes of nurse turnover. If income is increased, nurses may be more inclined to remain in their current roles. This may necessitate an increase in the NHS budget.
· Increase staffing Level: High nurse-to-patient ratios can cause burnout, which can result in nurses abandoning their jobs. Increased staffing levels may encourage nurses to remain in their positions (Tang and Hudson, 2019)
· Flexible schedule: Nurses frequently work long hours and unpredictable schedules, which can significantly affect their work-life balance. By providing flexible schedule choices, such as part-time or job-sharing, nurses may be more inclined to remain in their current roles.
· Offer assistance for mental health: High levels of stress and burnout among nurses might result in a turnover. Access to mental health services and assistance can assist in addressing these problems.
· Enhance working conditions: Creating a good work environment with proper equipment and supplies will increase job satisfaction and retention among nurses (NHS Employers, 2022).
[bookmark: _Toc133599620]Long-term suggestions
· Improve educational and training opportunities: Nurses may leave their professions if they do not feel they can grow their careers or expand their abilities. By giving chances for education and training, nurses may be more likely to remain in their professions.
· Address workload issues: Lowering workload and giving administrative support can reduce stress and burnout, leading to increased nurse retention.
· Increase communication: If nurses believe their concerns are not being acknowledged, they may leave their posts. Through enhancing communication between nurses and management, problems may be resolved expeditiously and effectively (Bong, 2019)
· Increase leadership development: Strengthening leadership development can boost work satisfaction and employee retention. By giving chances for leadership development, nurses may be more likely to remain in their professions.
· Address the root causes of turnover: Knowing why nurses are leaving their professions can assist in addressing the fundamental causes of turnover. By conducting exit interviews and evaluating data, retention strategies for nurses may be devised (Bong, 2019).
Improving nurse retention in the United Kingdom will require a comprehensive strategy that tackles both immediate and long-term concerns. The National Health Service (NHS) can minimise nurse turnover and guarantee patients get high-quality treatment by, among other means, bolstering mental health, improving working conditions, and expanding educational and training opportunities (Tang and Hudson, 2019).
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	Strengths
	Weaknesses
	Opportunities
	Threats

	High demand for nurses in the NHS
	The high nurse attrition rate
	Recruitment of more nurses from overseas
	Brexit and changes to immigration laws may limit the recruitment of overseas nurses

	Existing retention schemes in place
	Shortage of nurses in certain areas of the NHS, such as community provider trusts and care trusts
	Investment in training and development programs for nurses to advance their careers
	Budget constraints may limit investment in training and development programs

	Younger nurses leaving in greater numbers, providing an opportunity for retention strategies to target this demographic
	High nurse vacancy rate
	Implementation of flexible work arrangements to accommodate nurses' needs and preferences
	Increased competition for nurses from private-sector healthcare providers 

	Public appreciation for NHS nurses, can increase job satisfaction and motivation
	Understaffing and high workload lead to burnout and job dissatisfaction
	Collaboration with universities and nursing schools to increase the number of nursing graduates
	An ageing population may increase the demand for healthcare services, putting strain on the existing nursing workforce

	Robust data collection and analysis to inform policies and strategies
	Limited resources and funding for retention initiatives
	Technological advancements in healthcare may increase demand for specialized nurses
	The COVID-19 pandemic may continue to impact nurse retention and recruitment efforts 


Source: (Buchan et al., 2019); (NHS England, 2021); (Nursing Annual Report, 2021).
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	PESTLE Factor
	Explanation
	Impact 

	Political
	Changes in government policies, such as funding and regulation, can affect the NHS and its ability to retain nurses.
	High, as government policies have a significant impact on the NHS.

	Economic
	Economic conditions, such as recession, can affect the funding and resources available to the NHS.
	High, as economic conditions can affect the availability of resources for nurse retention.

	Sociocultural
	Social and cultural factors, such as changing attitudes towards healthcare and nursing, can affect the NHS and its ability to retain nurses.
	High, as societal attitudes and cultural norms can influence the perception and attractiveness of nursing as a profession.

	Technological
	Advances in technology can affect the way healthcare is delivered and the skills required for nursing, which can affect retention. 
	High, technological advancements can change the nature of nursing and affect the skills required to be successful in the profession.

	Legal
	Changes in laws and regulations can affect the NHS and its ability to retain nurses, such as regulations around working conditions and pay.
	High, as legal changes can impact the working conditions and pay of nurses, which can affect retention.

	Environmental
	Environmental factors, such as climate change and natural disasters, can affect the resources and infrastructure available to the NHS, which can impact nurse retention.
	Medium, as environmental factors may have a less direct impact on nurse retention compared to other factors. 


Source: (NHS England, 2021); (Nursing Annual Report, 2021).
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In conclusion, the nursing profession in the United Kingdom has a serious issue due to high rates of nurse turnover, especially among younger nurses. Community provider trusts and care trusts that offer health and social care services to the elderly are more severely affected. Many variables, including workplace stress, lack of job satisfaction, inadequate remuneration, and poor work-life balance, have been linked to the problem.
The NHS has adopted monetary and non-monetary retention measures, including as flexible working hours, professional development, and bonuses, to solve this issue. Yet, these programs must be evaluated thoroughly to verify their success in keeping nurses. In addition, the government and NHS must give additional resources to expand the number of nursing personnel and improve working conditions, including decreasing workloads, raising compensation, and eliminating workplace bullying and harassment.
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