[image: ]                                              



PROGRAMME: BA BUSINESS MANAGEMENT
         MODULE: MANAGING PEOPLE
            MODULE CODE: LCBB5004

      

     ASSIGNMENT TITLE: WRITTEN REPORT

LECTURER: ASAD JAFFARI
STUDENT NAME: LILIA TRIBOI STUDENT ID:2027089









                                 Executive Summary
 
The following context has focused on the overall condition of the nursing industry in the UK.
The reason behind the attrition of nurses in the context of NHS England has been stated here. The effect of attrition has also been mentioned. Some monetary and nonmonetary retention schemes used by NHS have also been mentioned here. Furthermore, some long-terms as well as short-term suggestion has been provided to the respective organisation in the context of controlling the rate of attrition.
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                                              Introduction

Human resource plays a key role in terms of retaining employees and improving the performance of the organisation. There are various schemes of retention that the HR department use to increase the rate of retention. However, the nursing industry lacks the respective strategy, and 40,365 nurses of NHS England left the services. The following context will focus on the causes as well as effects of the attrition of employees within the nursing industry. Five monetary as well as non-monetary retention schemes which are existing in NHS England for the professionals of nursing will be evaluated here. Furthermore, both short-term and long-term recommendations will be provided to NHS in terms of improving the rate of retention and lowering the rate of nurse attrition in the UK.

























Evaluating the causes and effects of the attrition of employees in the nursing
industry in the UK
Attrition is considered the loss of talent and valuable employees within an organisation. High turnover affects an organisation in terms of brand image and organisational efficiency. Attrition negatively influences job satisfaction, patient care, organisational commitment, and so on. One of the largest professions is nursing in the NHS. However, the industry is suffering from staffing
shortage (Senek et al., 2020).
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[bookmark: _Int_WK2OMT14]Figure: Number of leavers and joiners (Palmer, 2022)
The above chart shows the number of nurses who have joined as well as left NHS England. As per the data of 2022, 40,365 nurses have left the services in NHS England. There are several reasons that lead nurses to quit the services. Some of the factors are stated in the following (Palmer, 2022). 
[bookmark: _Int_lDv3svNX]High workload: One of the main factors of leaving is the high workload as well as health factors. The increased rate of workload leads to lower satisfaction with the job among the employees. The lack of efficiency in the management department also leads to disrupt the work structure of the employees, which hampers the work-life balance of the nurses. 
Negative workplace culture: The culture of the organisation and the workplace plays a significant role in the retention of employees. The nurses of NHS England faced discrimination at work, which led them to leave the organisation. According to data, 22% of employees faced harassment and bullying in the workplace. The abuse from fellow colleagues shows the lack of workplace discipline in the respective organisation (Quek et al., 2021). 
[bookmark: _Int_TdoSSDkH][bookmark: _Int_befUBsil]Feeling less valued: One of the recurrent reasons is the nurses feeling less appreciated and valued within the organisation. The rationalised decision of the hospital sector led the people to feel less important in the organisation. During the pandemic, more nurses left the organisation as a result of a lack of safety and protection. 
[bookmark: _Int_yu1ZB3gY]Poor pay scale: The rate of inflation led to an increase in the living cost in the UK. However, the pay scale of the nurses has not increased, which lowered the rate of job satisfaction among the employees (Farr-Wharton et al., 2022). 
[bookmark: _Int_S1iI4MBU]Poor work-life balance: The lack of balance between work life and personal life led to the disruption of the mental health of the employees. It leads the nurses to quit their services at a huge rate. NHS sufferers with the shortage of staff and long-term vacancies in the workplace. 
[bookmark: _Int_hlCknE2p]Lack of retention strategy: The management of the organisation lacks the proper strategies for retention of the employees. The absence of effective strategies increases the amount of disruption in the workplace. The issues regarding employee motivation, reward, and so on remains unsolved. Therefore, the rate of employee attrition increases.
[bookmark: _Int_I4fWmFrl]There are significant impacts of the attrition of nurses in the nursing industry in the UK. The number of nurses leaving the organisation increased significantly (Dzimbiri et al., 2021).
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Figure: Highest number of nurses leaving the NHS England
[bookmark: _Int_dmgAvJ7q]Source: (Palmer, 2022)
[bookmark: _Int_XRB5e4LK]The above graph shows the number of nurses that have quit from 2011 to 2022. The highest rate is in June 2022. The effect of attrition of nurses on the nursing industry is stated in the following. 
[bookmark: _Int_N3y8fveA]Negative brand reputation: The increased rate of attrition negatively impacts the brand image of the organisation. The rate of employee retention is an indicator of the performance of the organisation (Drennan et al., 2019). 
[bookmark: _Int_c5zqVOS6]Regular disruption: Workflow disruption is one of the biggest limitations of high employee attrition. It disrupts the productivity of the organisation, and as a result, the overall performance of the nursing industry degrades. 
[bookmark: _Int_9nfnSszt]Low morale: The lowered level of morale of the employees impacts the motivation of the employees. It hampers the workplace balance and lowers the quality of work in the workplace. The lack of employee numbers also affects the fulfilment of the requirements and satisfaction of the employees. 
[bookmark: _Int_9lITDJZ0]Increased work pressure: The shortage of staff increases the work pressure for remaining employees. As a result, employees experience burnout which leads them to experience physical as well as mental exhaustion. It affects mostly the young nurses in the industry of nursing in the UK (Paul et al., 2022).














Identifying and critically evaluating Five monetary as well as non-monetary retention schemes applied by NHS for their nursing professionals
 Initiatives of NHS like Light Touch include giving enough flexibility to the nurses in the working environment and delivering proper training sessions for professional development has helped the respective organisation to retain around 1700 midwives and nurses. There are several monetary as well as non-wage kinds of retention schemes for the nursing professionals that are used by the mentioned organisation to remove the notable crisis of the workforce prior to the COVID-19 pandemic (Edwards et al., 2022). These problems have dangerous consequences for providing great customer or patient care services. 
The financial retention schemes have been discussed as follows;
Higher salary packages- The higher authority of the particular healthcare organisation NHS has aimed at offering a sufficient number of financial benefits as salary while recruiting new nurses after the pandemic period. The NHS Salary Scheme according to the position and job role of the nursing staff can encourage them to retain old and experienced talents as well as attract new ones for serving the best treatments for the patients (Holmes, 2022).  
Bonus plans- The arrangement of the reward program and bonus system can influence the staff of the organisation after getting achievements of the department as well as individual goals. The provision of incentives, bonuses, and appraisal points on the basis of employee performance can motivate professionals. By getting this type of frequent financial support, the nurses of the mentioned organisation NHS can stay and perform effectively within the workplace. 
Insurance- It is one of the essential monetary benefits that help to retain efficient professionals such as nurses and motivate them to engage with patient care in the context of NHS. Insurance may include disability, life, long-term health care insurance, and other coverages that can deliver liquidity and protect family members of the healthcare professionals. 
Retirement packages- The respective institution pays a good amount of retirement packages for the nurses to attract and retain them as a compensation benefit. This package includes healthcare benefits for the staff and their family members, an NHS Pension scheme, and payments for additional contributions of them if they retire before a particular retirement period. The organisation offers a flexible retirement scheme that is useful for employers to retain valuable nursing professionals by allowing those employees to perform flexibly and develop well-being as well as financial security (nhs, 2023). 
Special Perks- It is a significant and effective financial retention strategy to enhance the sense of talent management in the workplace of the healthcare organisation. It includes travel and food accommodations, club memberships, availability of drop and pick-up facilities, private car facilities, and others. This type of beneficial strategy can assist the organisation to attract substantial numbers of talented and potential professionals. 
The non-financial retention schemes are highlighted in the following section-
[bookmark: _Int_PIwvQrXa][bookmark: _Int_FZXqEEr4]RDSP (Retention Direct Support Programme)- This plan has introduced by the mentioned healthcare organisation in 2017 in order to improve the retention of nursing employees and decline exits from the hospital sector. The initiatives of this program are to provide direct guidance and support to cut turnover rates across the Trusts of NHS Hospitals. This policy is relevant to the aspect of healthcare and mitigation strategies for the supply of workforce in the particular sector. 
NHS People Plan- The key ambition of this program is to get more people who work collaboratively in an inclusive and compassionate culture. Their National Retention Program and People Directorate have introduced in 2020. According to this plan, they have undertaken some course of action to enable employees to feel engaged and valued. The leaders and managers of the organisation support all colleagues to meet their individual ambitions in the working area while offering the greatest levels of care to the public (nhs, 2022). 
Recognising staff- Meaningful reward system and recognition can assist to influence and retain the NHS people in an efficient way. The holistic type of reward packages, feedback, and daily appraisals are required for removing the needs of the staff and boosting their performances of them. 
Ensuring a healthy, inclusive, and supportive work culture- The respective healthcare institution enhance the experience of the nursing professionals by supporting all NHS colleagues in a healthy, safe, and inclusive workplace. It is important to comprehend the specific needs of the nursing staffs in the working area (Fisher et al., 2022). 
Career planning and development- The proper training program for new nurses is a cost-efficient and time-constraint solution for employee shortages. The retention of the human capital is also an essential part of achieving success within the organisation in the upcoming future. The specific healthcare NHS is influencing the employees by delivering development opportunities and training programs according to the career aspirations of the individual and their preferences (Edwards et al., 2022). 
[bookmark: _Int_GcEZdi3O]                    













                                              Recommendations
Short-term recommendations
1. The attrition of employees can be reduced by implementing a proper human resource system in the respective organisation. The system of supervision needs to be strengthened. Effective communication as well as the feedback system will enable the nurses to freely discuss their issues and have solutions.
2. Nursing assistants as well as different supportive staff requires to be appointed to reduce the work pressure. 
3. The nurses are required to be ensured the security of their jobs within the workplace. They are also required to be allowed in the process of decision-making in the hospital sector so that the nurses feel valued. 
4. The hard work and contribution of the nurses requires to be appreciated and recognised. It is important for the hospital sector to provide rewards to the nurses as well as consider their requests in terms of seeking financial help, leave, and so on. 
5. The job descriptions that consist of their job roles need to be clear and evident. The authority of the hospital should take necessary steps to reduce their working hours. 
Long-term recommendations
1. The flexible and strategic approach will allow to implement and develop a robust as well as comprehensive health and other support for employee well-being. These offerings will enable the respective organisation to retain the nursing staff for a long-time period. ‘
2. The respective organisation should keep the nursing professionals up to date by developing skills and knowledge over the course of time. It is highly noticeable in the long-term retention strategies of nurses (Edwards et al., 2022). 
[bookmark: _Int_cLOOUs15]3. The provision of growth opportunities for each and every employee will be useful for decreasing the nurse attrition rate throughout the UK. 
4. The higher authority of the HRM team of the healthcare organisations needs to assess the skill sets and organisational compatibility levels when recruiting new nursing staff within the workplace. 







                                     

                                            Conclusion
The entire discussion of the concerned study is based on the managing the nursing professionals to remove the crisis of efficient people from the Nursing sector of the United Kingdom. The report has analysed the cause as well as effects of the staff shortage within the respective industry of the UK. Besides that, the report has identified several monetary benefits such as insurance, bonus plans, salary packages, and others, and non-financial benefits such as recognising staff, NHS people plan, RDSP, and others. Furthermore, the report has recommended some short-term as well as long-term strategies for reducing attrition of nursing professionals. 
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Figure 2: Highest number and proportion of nurses are leaving the NHS
in England since trend data began
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Figure 1: Number of staff joining and leaving the UK nursing register
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