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[bookmark: _Toc130817856]Introduction
The nursing industry plays a crucial role in the healthcare sector in the United Kingdom (UK). The National Health Service (NHS) is one of the largest employers of nurses in the UK, and recent data has shown a significant increase in nurse attrition rates within the NHS. In the year ending in June 2022, 40,365 nurses in England left active duty, which is one in nine nurses and a high in both absolute and relative terms. This increase is not driven by retirement but by younger nurses leaving their roles in the greatest numbers.
The highest nurse leaver rates are in community provider trusts and care trusts, which provide services such as district nursing and community physiotherapy and closer health and social care services, particularly for the elderly. The lowest rates are in non-specialist acute trusts. Moreover, there is a high vacancy rate within the Registered Nursing staff group, with 46,828 vacancies reported as at 30 June 2022, representing an increase from the previous year.
As a Human Resources Consultant specialized in Employee Retention-Nursing Industry, approach was made by the Head of Human Resources-NHS UK to analyze the causes and effects of employee attrition within the Nursing Industry in the UK. After reviewing the available data and existing retention schemes, made recommendations to retain the existing nurses and reduce nurse attrition. These recommendations include improving working conditions, increasing pay and benefits, enhancing career development opportunities, implementing flexible work arrangements, and improving communication and feedback mechanisms. These measures should be implemented in the short and long term to address the immediate and underlying causes of nurse attrition and retain nursing professionals in the NHS.
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Figure 3: International recruitment drive swells nursing numbers
Source: (Communications Team, 2018)
1) [bookmark: _Toc130817857]Causes and effects of employee attrition within the Nursing Industry in the UK
Causes:
The nursing industry has been experiencing a high rate of employee attrition, and the COVID-19 pandemic has only exacerbated the problem. There are several causes of employee attrition within the nursing industry, including burnout, low pay, inadequate staffing, and lack of support.
Burnout: One of the primary causes of employee attrition is burnout. Nurses work long hours, often with little break, and the high workload and stress levels can lead to physical and emotional exhaustion. This may therefore result in poor morale, a lack of work satisfaction, and a greater chance of quitting the field. These worries have only grown as a result of the COVID-19 epidemic, with nurses reporting greater levels of stress and anxiety as a result of the increased workload and danger of viral infection (Shanafelt, 2020).
Low pay: Another significant factor contributing to employee attrition is low pay. Nurses are often paid less than other healthcare professionals despite the high level of responsibility and skill required for their job. This can lead to dissatisfaction and can make it difficult for healthcare facilities to retain experienced nurses (Twigg, 2015).
Lack of support: Lack of support is another significant factor contributing to employee attrition within the nursing industry. Nurses require adequate support to perform their duties effectively, including access to training, mentorship, and resources. The lack of support can lead to feelings of isolation, frustration, and burnout, contributing to a higher rate of attrition (Deschamps, 2021).
COVID-19: The COVID-19 pandemic has further exacerbated the problem of employee attrition within the nursing industry. Nurses have been at the forefront of the pandemic response, with many working long hours in high-risk environments. The added stress, anxiety, and emotional toll of working during a pandemic have contributed to a higher rate of burnout and employee attrition (Poon, 2022).
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Figure 6: Nurses struggling on the frontline of COVID-19
Source: (Cherron Taylor, 2020)
In conclusion, several factors contribute to employee attrition within the nursing industry, including burnout, low pay, inadequate staffing, and lack of support. The COVID-19 epidemic, which has put a lot of strain on the hospital system and its staff, has only made these problems worse. 
[bookmark: _Toc130817858]Effects:
The effects of employee attrition within the nursing industry in the UK can be significant, both for healthcare facilities and patients. With a shortage of nurses, healthcare facilities may struggle to provide adequate care to patients, leading to longer wait times, decreased quality of care, and increased stress on existing staff. The COVID-19 pandemic has further exacerbated these concerns, with the increased demand for healthcare services and the added stress and risk of exposure for healthcare workers.
Decreased quality of care: Another significant effect of employee attrition within the nursing industry is decreased quality of care for patients. With fewer nurses available, healthcare facilities may struggle to provide adequate care to patients, leading to longer wait times, decreased quality of care, and increased stress on existing staff. The COVID-19 pandemic has further exacerbated these concerns, with the increased demand for healthcare services and the added stress and risk of exposure for healthcare workers (Manganelli, 2021).
Health Determinates: The COVID-19 epidemic has also had a substantial influence on the mental health and welfare of nurses, leading to greater rates of burnout, anxiety, and melancholy. This can lead to increased absenteeism and decreased job satisfaction, contributing to a higher rate of attrition within the nursing industry (Kang, 2020).
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Monetary Retention Schemes:
Pay rate and Bonuses: The NHS offers competitive pay scales and bonuses to attract and retain nursing professionals. Bonuses can be given for high performance, increased tenure, and meeting or exceeding targets. However, the amount of these bonuses may not be enough to retain employees long-term, and they may not be offered frequently enough to motivate staff (Chellappa, 2021).
Career Advancement Opportunities: The NHS offers opportunities for career advancement, such as promotions, leadership positions, and educational opportunities. However, these opportunities may not be easily accessible for all staff, and may not be seen as sufficient motivation for employees to stay with the organization (Antill Keener, 2022).
Pension Plans: NHS employees are offered a pension plan as part of their benefits package. While this may be an attractive retention scheme for some employees, it may not be sufficient on its own to retain employees, particularly younger workers who may be more focused on short-term financial needs (Waters, 2022).
Relocation Assistance: The NHS offers relocation assistance to attract and retain nursing professionals, particularly those in remote or underserved areas. However, this may not be a sufficient retention scheme on its own, and may not be offered frequently enough to motivate staff (Kang, 2020).
Health and Wellness Benefits: The NHS provides medical, dental, and vision insurance as well as wellness initiatives and mental health support services. While these benefits may be attractive to employees, they may not be seen as sufficient to retain staff long-term (Poon, 2022).
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Figure 9: Health and Wellbeing Coaching
Source: (NHS Trust, 2021)
Non-Monetary Retention Schemes:
Recognition and Awards: The NHS offers recognition and awards for high-performing nursing professionals, including awards for outstanding performance, patient care, and leadership. While these awards may be motivating for some employees, they may not be offered frequently enough or to enough staff to retain employees long-term (Cairncross, 2021).
Work-Life Balance: The NHS emphasizes a good work-life balance for nursing professionals, including flexible scheduling, time off, and other perks to make it easier for staff to do so. While these benefits may be attractive to some employees, they may not be sufficient to retain staff long-term (Sultana, 2021).
Training and Development: The NHS offers training and development opportunities for nursing professionals, including educational courses, workshops, and seminars. While these opportunities may be attractive to some employees, they may not be seen as sufficient to retain staff long-term (Trinkoff, 2021).
Mentoring and Coaching: The NHS offers mentoring and coaching opportunities for nursing professionals, designed to help them develop their skills and advance their careers. While these opportunities may be attractive to some employees, they may not be seen as sufficient to retain staff long-term (Cairncross, 2021).
Employee Engagement Programs: The NHS offers employee engagement programs, designed to help nursing professionals feel more connected to their work and to the organization as a whole. These programs may include team-building activities, community service projects, and other events designed to promote employee engagement. While these programs may be attractive to some employees, they may not be seen as sufficient to retain staff long-term (Sultana, 2021).
Critical Evaluation:
The existing monetary and non-monetary retention schemes used by the NHS for nursing professionals have both advantages and limitations. The monetary retention schemes such as the recruitment and retention premia and flexible working arrangements have been effective in attracting and retaining nursing staff. However, these schemes are costly and may not be sustainable in the long term. The recruitment and retention premier can also create disparities and dissatisfaction among nursing staff who are not eligible for the bonus (Pinto, 2021).
The NHS could improve the effectiveness of its monetary retention schemes by making them more sustainable and equitable. For instance, the NHS could explore alternative ways of offering recruitment and retention premia such as bonuses based on performance or tenure. The NHS could also consider offering flexible working arrangements such as remote work options and job sharing to a wider range of nursing staff to promote work-life balance.Similarly, the NHS could improve the effectiveness of its non-monetary retention schemes by addressing the underlying factors that limit their effectiveness. For instance, the NHS could provide additional resources to nursing staff to reduce their workload and enhance their work environment. The NHS could also provide more diverse career development opportunities that cater to the diverse aspirations and needs of nursing staff (De Gagne, 2021).

3) Recommendations
Short-Term Recommendations:
Increase Nurse Salaries: A salary increase for nurses would be a great short-term incentive to encourage nurses to stay in the healthcare system. Offering financial incentives, such as bonuses, can also be effective in retaining nurses, as it can offset some of the stress that comes with the job.
Provide Additional Training and Support: Nurses who receive additional training and support tend to have higher job satisfaction and are more likely to stay in their current position. Investing in training and development programs for nurses, including mentorship and peer-support programs, can increase nurse retention rates (McGrath, 2021).
Reduce Workload: One of the primary reasons for nurse burnout is the high workload. By reducing the workload, hospitals can improve the job satisfaction of nurses, leading to better retention rates. One way of reducing workload is by hiring more nurses, reducing the ratio of patients per nurse.

Long-Term Recommendations:
Increase Investment in Nurse Training and Development: Developing the skills of nursing staff and investing in their education can enhance their skills, knowledge and career progression, thus leading to better retention rates. Encouraging and supporting nurses to engage in continuing education programs and offering opportunities for career advancement can improve their job satisfaction and commitment to the healthcare system (Joshi, 2021).
Address Nurse Workforce Shortage: The high demand for healthcare services means that the nursing workforce is not sufficient to meet the needs of patients. Addressing this shortage requires investment in education and training, as well as incentives to encourage nurses to stay in the system. Increasing the number of nursing staff would reduce workload and stress, leading to higher retention rates (Cooper, 2021).
Improve Working Conditions: Providing a positive work environment can significantly impact nurse retention rates. Providing the necessary equipment and resources, safe staffing levels, and reducing the frequency of overtime work can help to create a supportive work environment for nursing staff (Kim, 2021).
Enhance Diversity and Inclusion: Improving nurses' job satisfaction and retention rates requires making the workplace more inclusive and diverse. Ensuring diversity in recruitment and leadership positions, and addressing systemic inequalities can create a sense of belonging and motivate nurses to stay in the healthcare system.
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