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Introduction  
The issue of nurse attrition in the United Kingdom has become increasingly worrisome, as 

evidenced by the departure of 40,365 nurses from active service during the period ending in 

June 2022, resulting in a leaver rate of 11.5% (Nuffield Trust, 2022). The matter at hand 

holds notable importance, particularly among nurses of a younger demographic, as evidenced 

by the departure of two-thirds of those under 45, according to The King's Fund (2022). 

Additionally, NHS England has reported an 11.8% vacancy rate among the Registered 

Nursing staff cohort, indicating a rise from the preceding year (NHS Digital, 2022). This 

study aims to analyze the underlying factors and consequences of employee turnover in the 

Nursing Industry in the United Kingdom. Additionally, this report seeks to assess the efficacy 

of current retention initiatives and offer suggestions for enhancing nurse retention. 

Causes and Effects of Employee Attrition within the Nursing Industry in 

the UK  

2.1. Causes of Attrition 

Workload and stress: 

The impact of elevated workload and stress levels on nurse attrition has been recognised as 

noteworthy (Ball et al., 2021). According to the research, a majority of nurses, precisely 62%, 

have reported encountering stress related to their work, leading to 25% contemplating 

resigning from their positions due to the burden of their workload. 

Lack of support and mentorship:  

The significance of support and mentorship for nursing professionals was underscored by 

Halter et al. (2017). Their research indicated that 40% of novice nurses who resigned from 

their positions identified insufficient support as a critical factor contributing to their decision 

to leave. 

Inadequate pay and benefits:  

Buchan et al. (2020) reported that a considerable proportion of nurses in the United Kingdom, 

precisely 22%, expressed their intention to leave due to inadequate remuneration and 

benefits. According to the report, most nurses (53%) believed that their compensation did not 

accurately reflect their skill level and corresponding responsibilities. 
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Work-life balance and personal reasons:  

According to Blake et al. (2018), a significant proportion of nurses in the UK, namely 35%, 

identified work-life balance concerns and personal reasons as the primary drivers behind their 

decision to resign from their positions. The factors mentioned earlier encompass familial 

obligations, health concerns, and personal discontentment with their professional 

surroundings. 

Duffield et al. (2011) have identified various organisational factors responsible for nurse 

attrition. These factors include inadequate staffing levels, suboptimal management practices, 

and limited opportunities for career advancement. The research revealed that nurses who 

indicated high degrees of support from their organisation were 33% less inclined to resign. 

2.2. Effects of Attrition 

Impacts on patient care and safety:  

The phenomenon of nurse attrition can potentially lead to significant implications for patient 

care and safety. A study by Aiken et al. (2014) analysed a sample of 422,730 patients and 

16,000 nurses from nine countries, including the UK. The results indicated a 10% rise in 

nurse attrition was linked to a 7% increase in patient mortality rates. According to the study, 

an increase in patient-to-nurse ratio by one patient was associated with a 7% rise in the 

probability of in-hospital mortality. 

Increased workload and burnout for remaining staff:  

Elevated rates of nurse attrition can potentially intensify workload and burnout concerns 

among the remaining nursing workforce. According to Heinen et al. (2013), an increase of 

10% in nurse turnover results in an additional workload of 4.7% for the remaining staff. This 

phenomenon can potentially lead to further attrition. 

Financial implications: 

The phenomenon of nurse attrition can have significant financial ramifications for healthcare 

institutions, including expenses related to recruitment and training, overtime compensation, 

and the hiring of temporary staff. According to Li and Jones (2013), the mean expense of 

replacing a nurse in the United Kingdom varied between £2,000 and £6,000, contingent upon 

the nurse's level of expertise and specialisation. 
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Challenges in maintaining a skilled workforce:  

The phenomenon of high nurse attrition rates poses a challenge for healthcare organisations 

in their efforts to sustain a proficient workforce, thereby affecting the quality of patient care 

and the system's overall efficiency (Buchan & Seccombe, 2021). According to the report, the 

United Kingdom experienced a nurse vacancy rate of 11.8% (equivalent to 46,828 vacancies) 

in 2022. This finding underscores the difficulties encountered by the healthcare industry in 

retaining proficient nursing practitioners.   

Existing Retention Schemes in the NHS and Their Evaluation (750 words) 

3.1. Monetary Retention Schemes 

Competitive salary packages:  

The NHS Pay Review Body (2021) ensures that nurses receive competitive salaries aligned 

with their experience and qualifications. However, according to a survey by the Royal 

College of Nursing (2021), 22% of nurses still consider leaving the profession due to 

inadequate pay, suggesting that current salary packages might not be sufficient to retain 

nursing professionals. 

Bonus and incentive schemes:  

The NHS offers various bonus and incentive schemes to reward performance and encourage 

retention (Ball et al., 2019). However, the same study found that these schemes led to only a 

3% increase in retention rates among nurses, indicating that financial incentives alone might 

not be effective in addressing nurse attrition. 

Pension schemes:  

The NHS Pension Scheme (2020) provides attractive retirement benefits to nurses, which can 

motivate long-term retention. However, with the increasing number of younger nurses 

leaving the profession (Kings Fund, 2022), pension benefits might not be a primary retention 

driver for this demographic. 

Financial support for education and training:  

The NHS offers financial support for education and training through Health Education 

England (2020), which can help retain nurses by facilitating career development. 

Nevertheless, investment in education and training must be accompanied by other retention 

initiatives to maximize effectiveness. 
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Staff discounts and employee benefits:  

The NHS Employers (2020) provides staff discounts and various employee benefits to 

nursing professionals. While these benefits can contribute to job satisfaction, they might not 

address the primary factors influencing nurse attrition, such as workload, staffing levels, and 

workplace culture. 

3.2. Non-Monetary Retention Schemes 

Flexible working arrangements:  

The NHS Employers (2021) promotes flexible working arrangements for nursing 

professionals, which can improve work-life balance and contribute to retention. A study by 

Baxter et al. (2018) found that flexible working arrangements resulted in a 5% reduction in 

nurse turnover intention. 

Career development opportunities:  

The NHS offers career development opportunities to nursing professionals, which can 

enhance job satisfaction and retention (Maben et al., 2019). The study found a 5% reduction 

in attrition rates among nurses in career development programs. 

Supportive work environment and mentorship programs: 

The NHS Leadership Academy (2021) emphasizes the importance of a supportive work 

environment and mentorship programs for nursing professionals. Flinkman et al. (2017) 

found that nurses who participated in mentorship programs were 29% less likely to leave 

their positions within the first two years of employment. 

Employee recognition and rewards:  

The NHS Employers (2020) encourages organizations to recognize and reward staff for their 

hard work and dedication. According to a study by McGilton et al. (2019), nurses who felt 

appreciated and valued by their organizations were 18% less likely to leave their jobs. 

Staff well-being initiatives:  

NHS England (2021) has implemented various staff well-being initiatives, such as mental 

health support and stress management programs. Rugless and Taylor (2018) found that nurses 

with access to well-being initiatives reported a 6% decrease in turnover intention. 
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3.3. Critical Evaluation of Existing Retention Schemes 

Effectiveness and impact on retention rates: Although some retention schemes have shown 

positive results, the overall nurse attrition rate remains high (Nuffield Trust, 2022). This 

indicates that a more comprehensive approach is needed to address nurse attrition effectively. 

Areas for improvement and gaps in current schemes:  

A report by Buchan et al. (2020) highlights the need for a more comprehensive approach to 

nurse retention, addressing not only monetary and non-monetary incentives but also broader 

organizational and structural issues within the 

healthcare system.  

These include workload and staffing levels, workplace culture, and the need for continuous 

professional development and support. 

Comparison with best practices from other countries:  

An international comparison by Drennan et al. (2020) revealed that countries with lower 

nurse attrition rates, such as Australia and Canada, employed multi-faceted retention 

strategies that incorporated not only financial incentives but also targeted support for specific 

groups, strong nursing leadership, and more significant investment in workforce planning and 

development. 

Recommendations for Improving Nurse Retention in the UK (200 words) 

Short-Term Recommendations 

Addressing workload and staffing levels: Reducing and addressing staffing shortages can 

help improve nurse retention. A study by NHS England (2022) recommends recruiting 

additional nursing staff to reduce the nurse-to-patient ratio, which can lead to a 10% decrease 

in burnout and a 12% increase in job satisfaction. 

Enhancing support and mentorship programs: Expanding mentorship programs can help 

retain nursing professionals. Flinkman et al. (2017) found that comprehensive mentorship 

programs led to a 29% reduction in turnover among newly qualified nurses. 

Reviewing and improving pay and benefits packages: A survey by the Royal College of 

Nursing (2021) found that 22% of nurses consider leaving the profession due to inadequate 
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pay. Increasing salaries and benefits packages can be a short-term solution to address this 

issue and improve nurse retention. 

Long-Term Recommendations 

Developing a comprehensive workforce strategy: A sustainable workforce strategy, as 

outlined in the NHS Long Term Plan (2021), can help address the root causes of nurse 

attrition, such as poor working conditions, lack of career progression, and inadequate training 

and support. 

Health Education England (2022) underscores the significance of maintaining nursing 

professionals through cultivating a culture that prioritises continuous learning and 

professional development. The enhancement of the nursing workforce's skill set and 

resilience can be achieved through investment in education and training by the NHS. The 

NHS People Plan (2021) emphasises the significance of fostering employee well-being and 

cultivating resilience in nursing professionals to promote their overall health and ability to 

cope with challenges.  

Targeted Recruitment and Retention Strategies 

According to a study conducted by Drennan et al. (2020), recruitment campaigns that are 

directed towards specific groups, such as those that concentrate on underrepresented 

populations, have the potential to mitigate workforce shortages and enhance retention rates. 

The National Health Service (NHS) could potentially initiate recruitment initiatives that 

target male nurses, individuals from diverse ethnic backgrounds, or mature students, 

intending to encourage them to pursue a career in nursing. 

The topic of interest pertains to retaining seasoned and knowledgeable nurses. Preserving 

senior and proficient nurses can contribute to the sustenance of a competent workforce and 

provide significant guidance to novice nursing practitioners. Hayman et al. (2018) conducted 

a study which found that implementing flexible working arrangements, phased retirement 

options, and targeted support for older nurses can result in a 15% decrease in turnover rates 

within this particular demographic. 

Collaboration and Shared Responsibility 

Mitigating nurse attrition necessitates a concerted endeavour from multiple stakeholders, 

encompassing governmental bodies, healthcare establishments, and nursing practitioners. 
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Effective collaboration among these entities is imperative. According to the World Health 

Organisation (2020), it is recommended that stakeholders collaborate to establish and execute 

comprehensive strategies aimed at enhancing nurse retention. 

Leveraging Technology and Innovation 

The National Health Service (NHS) can leverage innovative technologies to enhance the 

operational landscape and assist nursing professionals in their respective capacities. 

According to MacKusick and Minick's (2018) research, integrating electronic health records, 

telemedicine, and decision support systems can effectively alleviate workload and enhance 

job satisfaction, resulting in a notable 9% reduction in nurse attrition. 

Investing in research and development: Encouraging innovation in nursing practice can 

improve patient outcomes and job satisfaction among nursing professionals. A study by 

Fagerström et al. (2018) found that healthcare organizations that invested in research and 

development initiatives had a 12% higher nurse retention rate than those that did not. 

Conclusion  

In conclusion, the high attrition rate among nurses in the UK is a multifaceted issue with 

significant implications for the healthcare sector. Factors contributing to nurse attrition 

include workload and stress, lack of support and mentorship, inadequate pay and benefits, 

work-life balance issues, and organizational factors. The effects of attrition manifest in 

compromised patient care and safety, increased workload and burnout for remaining staff, 

financial implications for healthcare organizations, and challenges in maintaining a skilled 

workforce. 

Existing retention schemes in the NHS, both monetary and non-monetary, have shown some 

positive results, but more comprehensive strategies are needed to address nurse attrition 

effectively. Lessons can be learned from other countries with lower attrition rates, which 

employ multi-faceted retention approaches that target specific groups, invest in workforce 

planning and development, and promote strong nursing leadership. 
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