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This report discusses issues experienced by UK’s National Health Services with respect to nurses and midwives who are the most needed personnel at this current moment within NHS. The first part of the report covers a short history of the NHS from the moment it was implemented and adopted to the current times. The second part of the report, discusses the employee attrition amongst NHS nurses, causes and effects of mass leavers of the trust. Moreover, it is as well mentioned the effects of the political turmoil produced by UK’s exist from the European Union and the overwhelming effects of Covid-19 on the UK’s nursing industry. In the third part of the report are being described five monetary and non-monetary nurse retention schemes adopted by NHS and their benefits. The last part of the report focuses on the recommendations required to avoid employee attrition within the nursing industry and ways of keeping the nurse staff levels at an optimal level.  
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NHS or UK’s National Health Service is government funded medical and health care services which are free to everyone who resides within the country. The services provided by NHS are free to anyone and include as little as routine GP (general practitioner) appointments to urgent care, life-threatening injuries care to more complex care such as life-long assistance, etc. 
The NHS was first implemented in 1948 and was created in order to spread the burden of the medical costs the country was bearing; There were other health systems in place before, but NHS’s aim was to help collectively the entire population of the country. (FullFact, 2023). NHS is currently treating and assisting over 590 million people within the UK. 
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As of 2022, NHS has counted over 350,600 nursing staff in the organization including midwives and currently over 43,600 nursing job roles are being advertised and awaiting to be taken over. (Health Media, 2023). Despite the large number of employed nurses, the NHS still struggles to make end meets with regards to the huge number of vacancies which are yet to be occupied. Second after United States of America, the NHS imports a large number of foreign-born nurses. The constant rising demand cannot be met due to the decreasing supply of nurses available overseas – this is only fueled by the political turmoil created by BREXIT and the complications surged due to visa and work rights laws. Moreover, the organization struggles with other pressure points related to nurses such as ageing workforce, a steep fall in nursing students especially after 2016 when bursaries have been scraped, leaving people in limbo to face their choice of becoming a qualified nurse and having large school debts. (Gillin, et all., 2019).
Gillin et. all has argued that despite the UK government’s intentions of spending 2.5 billion pounds to address the over 43,600 unoccupied nursing position within NHS, one of the top reasons for nurse attrition remains the poor pay. Furthermore, the shortfall is fueled by the worried EU nurses in the context of Brexit and the blurred information about rights to work in the UK. During the very beginning of Brexit, between 2017 – 2018, over 29% of European nurses have left the NHS and 47% have cited the reason to be UK’s exit from the European Union. (Gillin, et all., 2019).
In most recent times, the NHS organization has suffered itself with one of the biggest shock ever – the COVID-19 pandemic which has added extra pressure to the already existing one and nurses were not spared. The pandemic has changed the course of life for many people, but for the NHS, this has brought over an array of new challenges which have translated to NHS workers becoming overworked, burned out, and overwhelmed. 
Several studies have been conducted in which nurses who have stayed, left, and returned to NHS have been asked for the reasons behind their decisions. Although is difficult to find an exact reason behind people’s decisions, Ocean et. all, 2023, has concluded that nurses who have decided to continue working for the organizations are in for the general satisfaction they get from helping and caring for patients. On the contrary, the main reasons stated for leaving the nursing industry are the increased workload, work-related stress, bureaucracy and paperwork, poor management, poor pay, and the need of a better work-life balance together with needing to care and raise children. In the same journal, the study found that redundancies and unfilled posts have been seen as a way of cost cutting leading to more problems with the existing workload and stress for the remaining nurse employees. (Ocean et. all, 2023)
Nurses cited other reasons for leaving the NHS such as patients and colleague aggression, management, low job satisfaction and undesirable working conditions. In the same journal, is argued that the biggest reason nurses cite for leaving the NHS is the poor work-life balance which tends to be increasing from one year to another. This subject matter is very common and over the past decade the NHS nurse employees’ leavers have tripled for this reason. At this rate, the future of the nurse industry within the NHS is grim, the level of satisfaction although high has a tendency of dropping, marking a gap between people’s wishes to work or not for the UK’s health industry. (Ocean et. all, 2023)
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1. Health and wellbeing – NHS managers and General Practitioners are encouraged to invest time in creating a culture where nurses can speak freely and open about issues they are experiencing. Each year, nurses are invited for a free health check and as well a wellbeing day. Further support is available by inviting an occupational health lead to plan meetings where staff are being taught skills on how to manage stress, self-care strategies, early intervention where needed and the benefits of preventing stress from happening. (WestLondon, 2023).
2. Training and development – every individual is eager to grow in any professional environment and NHS nurses understand the need of career progression. Nurses are encouraged through different training systems in place to develop and yearn new skills which are useful to their job and act as an aid for their professional progression within the organization. Managers are encouraged to regularly assess the workload in relation to training needs, offer coaching and support, where discussions are being held often and nurses are offered guidance and learning tools such as in person trainings, e-learning, classroom sessions, and coaching. (Hee.Nhs, 2023) 
3. Holidays and annual leave – every nurse employee that works full time for the trust, is entitled to 27 days of annual leave each year. Furthermore, after 5 years of continuous services an extra 2 days are being added, and any employee that works for 10 years or more, is being awarded an extra 4 days of holiday each year. (WestLondon, 2023).
4. Apprenticeship Opportunities – depending on their decision of what career path to follow, NHS nurses are encouraged to enroll in different apprenticeships which offer them the opportunity to evolve into new roles covering different departments of the organizations. These can be accessed through the Human Resources department. (WestLondon, 2023).
5. Flexible Working Patterns – nowadays people have taken the work-life balance more seriously and the need to detach and make ends with the daily life outside of work. NHS nurses are being offered flexible working, there are available different work arrangements to suit employees lifestyle. NHS nursing jobs include full time jobs, part time jobs and shift work. (Hee.Nhs, 2023)
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1. Salary – Band – most nurses working for the NHS Trust will have offered a ‘Band 2’ salary, meaning that the annual income will start at around £22,383 gross. Yearly, the salary goes up depending on the level of experience acquired. A nurse with 5 years or more experience can earn up to £55,000 gross per annum. Nurses working for NHS London can earn 20% more of their basic salary whilst nurses outside London will earn with only 15% more. (HealthCareers, 2023).
2. Wagestream – is a commonly used perk that many employers for their employees; NHS as well offers access to this service which comes as a way to aid any employees who are struggling financially. Through Wagestream, anyone can have early access to their earned salary and other financial products. (WestLondon, 2023).
3. Cycle2Work – it is a concept widely adopted by employees around the world. Within NHS, this scheme is encouraging employees to cycle to work which promotes a healthier and cheaper way of making it to work. This scheme covers most of the costs of a new bicycle and the rest of the money owed are being paid through equal installments directly from the salary. (WestLondon, 2023).
4. Blue Light Card – it is an online application which gives NHS workers from any departments of the organization the opportunity to discover huge discounts and reductions for high street stores, online stores, holiday packages, insurance, etc. The Blue Light Card is being offered immediately to every successful candidate who has secured a job with NHS. (BlueLightCard, 2023).
5. Pension Benefits – upon securing a nursing job, employees are automatically enrolled in the Membership 1995/2008 Pension Scheme which comes packed with a lot of benefits, not only for the employee itself but for its family too. The employee makes monthly payments towards the pension pot before taxes are deducted, and the NHS pays an extra 20.6% on top of what is being already paid. The employee tops up the pension pot on a monthly basis. It is important to mention that the contributions made to the pension pot by the employee are tax free. In general, if the person receiving tax succumbs, the pension payment is transferred immediately to a spouse/partner or any dependent children up to the age of 23. (NHSBSA, 2023)
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RECOMMENDATIONS

In these current times nurse retention is quite critical to the well-functioning of the UK health care system especially because of impacts on patient care, quality of services and patient trust. 
Based on this written report, I would recommend NHS to ensure that there are tight and strong relationships between nurse employees and management. It would benefit both parties to have quarterly 1:1 coaching sessions where the right questions are being asked in order to determine any possible causes of discontent that could translate into attrition which could affect the working team.
Promoting a culture of inclusivity, love and compassion can relive stress build up and encourages people to speak up of the challenges they encounter in their daily work life. It is imperative to have systems of employee efforts recognition in place, encourage a positive relationship between work and outside life, offer employees the opportunity of addressing freely any concerns regarding workload, inadequate staffing levels and outdated facilities. 
Longer term strategies of retaining NHS nurses should involve competitive compensation in line with the current financial state of the country and the level of inflation and implicitly the cost of living. It is recommended to have periodic reviews of salaries and adopt benefits for employees that would be aligning with the market standards. Wellness initiatives are just as imperative, helping employees that are struggling mentally at work and even in their free time, it is very important. There should be often organized stress management programs which are within reach of every employee, and which can teach them how to become more efficient with managing when work situations are creating overwhelming feelings of stress. 
Another recommendation would be for the NHS Trust to ensure that investment is being made in talent acquisition strategies which could help relieve the existing burden on the current nursing industry within the UK. There should be in place several schemes that would help hire candidates at a faster rate especially if they are already taught and own all necessary qualifications. It is important to make the recruiting process more meaningful in a sense that the approach is more effective at finding out if the candidate is right for the job. This way, a larger number of candidates can be interviewed and offered jobs that would cover the existing gaps within the NHS. 
It is hard to overlook the impact that Brexit has had on the nursing industry; during the times when Brexit was developing, a large numbers of nurses have decided to leave the NHS behind and 47% of them quoted the political event of Brexit being one of the main reasons for leaving. The country struggled to secure candidates from overseas and especially from Europe due to work rights confusing laws and regulations. 
The future looked grim once again from NHS when in 2020 the world came to a blunt standstill due to overwhelming effects of Coronavirus-19 and the countless lockdowns. The stress build up has made many nurses to walk away from their jobs especially because their workload increased as a results of the large number of patients infected. The emotional toll this pandemic brought upon the UK’s nursing industry has seen a lot of issues with mental health, burnout, severe illness and even death. I believe there should be strategies in plan and protocols that NHS organizations should be following should they find themselves again in the same situation; These protocols should be clear and well structured. 
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