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Executive Summary
One of the primary roles of a human resource consultant is to assess and identify the main reasons that might act as a driving force for the process of employee retention. In this process, it has been crucial to identify the strengths and weaknesses of the working environment for the employees so that the resources can be managed in the right way. The organization's resourcing process is mostly influenced by external and internal factors which in turn causes the impacts on employee attrition. Thus, in this report, it has been crucial to use all the knowledge and information from the National Health Service (NHS), UK so that the right retention schemes can be recommended to the organization. This report has thereby aimed towards serving the need for improving the retention rate of nurses in the UK by demonstrating the right critical understanding of the healthcare sector and by creating an integration with the human resource solution.
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[bookmark: _Toc130417862]Introduction
The nursing professionals who work in the healthcare industry of the UK are driven by several external and internal factors. This helps in impacting the ways by which the organizational resourcing process gets impacted within the healthcare sector (Walker et al., 2023). In recent times, employee attrition rates are increasing mainly because of their inefficiencies in coping with various technological and societal trends. This is supported by the fact that there are immense market fluctuations present which is making it difficult for nursing employees to meet the demands of the healthcare sector in the UK. Thus, this report will effectively help in understanding the factors and provide solutions to manage them so that the organizations can meet their objectives and goals. 


[bookmark: _Toc130403051][bookmark: _Toc130417863]Effects and Causes of Employee Attrition in the UK Nursing Industry
Employee attrition represents the turnover rate of the staff due to some kind of issues and challenges that they need to face. In the nursing industry of the UK, the high turnover rate of nurses is impacting significantly the medical care and treatment quality that is provided to the patient (Buchan et al., 2019). This is pushing healthcare organizations towards a challenging phase of financial stability. Some probable causes have been identified that help in making it challenging for the nurses to continue their job for the healthcare organization.
Employee Burnout
In the UK nursing industry, the nurses are provided with long hours of working schedule which is increasing their levels of stress and thereby leading to burnout. This is making the nurses exhausted which is impacting the quality of service that they provide as they are getting more detached (Phiri et al., 2022). This is one of the biggest facts that healthcare organizations in recent times are facing employee attrition. Addressing the high mental burnout of nurses is the first and foremost task of the healthcare industry so that further changes can be implemented for achieving the right objectives of the industry (Adams et al., 2021).
Low Salary Structure
The nursing industry in the UK has always been a challenging industry to get into as the jobs are more demanding in terms of effort and accuracy. Unfortunately, despite their efforts and long hours of working the salary structure is quite poor for the nurses. This is the reason why most nurses within a short period try to switch their professions due to the immense dissatisfaction that they receive from their job (Adams et al., 2021). The factor is associated with driving their need for finding jobs that provide a better payment structure within the market. 
Poor Support
The nurses in the UK need to work in such an environment that is highly intense and pressuring. In this environment, the nurses do not receive the right amount of support that they deserve from their supervisors or their colleagues in terms of managing the workload with efficiency (Lee et al., 2019). Without receiving the right support the nurses get overwhelmed quickly and thereby decide to leave their jobs for healthcare organizations. 
Lack of Opportunities
In any profession, employee motivation levels are driven by the availability of opportunities to attain growth and advancement in their career. Within the nursing profession, the chances of advancement are quite low and thus the nurses need to be stuck in the same position for quite a long time (Adams et al., 2021). This reduces their levels of motivation and the desire to continue their work on behalf of the organization. Providing the right opportunities for nurses for achieving growth is crucial so that they can deliver efficient performance for serving the patients and the needs of the healthcare sector (Lee et al., 2019). 
Effects on the Industry due to the Causes
All these causes of the high rate of nurse turnover reduce the overall quality of medical treatments and care that are provided to the patients. This at the same time is reducing the availability of quality nursing staff which is increasing the cost of care as hiring qualified staff is getting more expensive (Thorlby and Arora, 2020). The morale of other staff associated with the healthcare industry is also reducing due to the attrition rates of the nurses and this is making it difficult for the organization to recruit potential staff and keep them motivated for a long period (Buchan et al., 2019). The effects are also impacting the financial aspect of healthcare organizations thereby limiting them from taking the right actions to counter the major identified problems with efficiency (Thorlby and Arora, 2020). This is expected to make it difficult for patients to achieve the right care that they deserve from the healthcare industry of the UK. 
All these are developing severe issues for the healthcare industry which is significantly reducing the trust of the patients in the UK's healthcare system. Addressing the issues and challenges with efficiency is quite crucial as this will help in improving the quality of care and will also increase the chances of making the healthcare industry much more stable in terms of providing quality services (Thorlby and Arora, 2020). These effects can lead to the development of certain risks which would make it more difficult for the healthcare organization to deal with which might direct them toward more efficiency.
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From the thorough research and understanding of the different retention schemes specified by the National Health Service (NHS) for nursing professions, the five monetary and non-monetary retention schemes have been identified separately. 
Monetary Schemes
1. NHS specified the fact of offering a salary structure that is competitive with the market conditions. This also specified that nursing professionals should be provided with all the benefits from the hospitals as per their roles and responsibilities within the industry (Austin and Halpin, 2021). However, competitive salaries might make nurses who have few responsibilities get more money in comparison to others which might create issues for them. Nonetheless, this salary structure also includes payments of overtime, timely bonuses, and a reduction in the hours of shifts which reduces the fear of nurses getting less compared to their jobs.
2. The NHS also specified that nursing professionals within the emergency departments and the intensive care units always with their proper consent rather than imposing the work on them (Buchan et al., 2019). However, many nurses might take this act as granted and disagree on doing jobs in slight issues which might lower the productivity of the workforce. Nonetheless the authorities ask for reasons for denial while taking consent which helps to avoid issues.
3. NHS believes that healthcare organizations should provide flexibility in terms of their working schedule and conditions for nursing professionals (Buchan et al., 2019). However, many nurses might use this opportunity as per their selfish needs which can accrete issues for other nurses who would be forced to do overtimes. The policy still can be beneficial as the working schedule might be flexible but the nurses had to provide proper research for changing their shifts (Lee et al., 2019). 
4. According to NHS, relocation packages should always be provided to nursing professionals depending on their willingness for moving to such locations where there are staff shortages (Austin and Halpin, 2021). This relocation cannot be done without consulting and seeking the right consent from the professionals which delays the process. However, the professionals get a fixed time span to respond and avoid such delays.
5. Providing opportunities for training and development to nursing professionals is identified by NHS as a way for increasing their knowledge and skills so that opportunities can be provided to them for advancing through their careers (Buchan et al., 2019). However, getting trained while nurses have duties can be time-consuming. This has been voided by hospitals by arranging on the job training process.
Non-Monetary Retention
1. NHS aims towards providing mentorship programs to nursing professionals. In this mentorship program, experienced nurses will be allowed to provide the right support and guidance to the junior staff and the inexperienced nurses who are new to the profession (Phiri et al., 2022). However, the junior nurses might feel that the seniors are interfering in their tasks. To avoid this many senior professionals have maintained a schedule to provide feedback and this has helped to overcome the interfering activities.
2. NHS specifies that the right career progression pathways should be provided to nursing professionals for offering them the right guidance for exploiting new opportunities and progress through their careers by gathering the right needed experience. This might make the nurses opt for better job opportunities at other firms and might cause high employee turnover rate. Therefore, firms have focused on training and providing better job opportunities at high salaries to the employees such that they do not leave the firms. 
3. As per the NHS policies, the nurses are rewarded for their performances. This helps in providing the right dedication to the nurses so that they can fulfill their job roles and responsibilities (Sayli et al., 2022). However, the nurses who does not receive rewards gets demotivated. Therefore, firms usually provide consolation prizes to all employees.
4. Staff involvement and engagement is a crucial scheme specified by the NHS so that the nursing professionals can make the right decisions and encourage the staff to participate in a new types of initiatives that are brought into play within the healthcare sector (Sayli et al., 2022). This also ensures that the nursing professionals participate in different staff forums for acquiring and sharing the right knowledge so that they can stay updated from time to time. 
5. Initiatives of the work and life balance are offered by NGS for ensuring that these initiatives can help in helping nursing professionals to maintain their well-being through the programs of employee assistance (Sayli et al., 2022). This is associated with supporting the professionals in such a way so that they can conduct their work with proper mental well-being and health. 
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Long Term Recommendations
The long-term recommendations include increasing the investment in the development of the nurses so that their qualities can be improved by providing them with the right opportunities for education, knowledge sharing, research, and training. It is also needed to address the various economic and social factors so that the right adjustments can be made in terms of better living conditions, healthy working shifts, and better inclusiveness (Bimpong et al., 2020). Nurses should be provided with opportunities for developing progression through their careers by allowing them to stay updated from time to time so that they can make the required advancements in this field (Bimpong et al., 2020). It is also important for healthcare organizations to focus on the process of improving the outcomes of the patient by providing satisfactory jobs to nursing professionals (Bimpong et al., 2020). For this, they must invest in the use of technologies that can be used for improving the quality of the overall care that is provided to the patients. 
Short Team Recommendations
The short-term recommendations include providing better conditions of working to the nurses. This can be done by reducing the overall workload and managing the problems associated with staff shortages through the schemes proposed by NHS (Moscelli et al., 2022). This will require using an adequate number of available resources, managing the equipment, and supporting the jobs in such a way that the right satisfactory levels for the nursing professionals can be developed (Ball and Ejebu, 2021). The right salary structure should be provided for retaining and attracting the staff. The salary structure should include the necessary financial incentives and benefits so that the nurses can develop a sense of motivation from their job (Ball and Ejebu, 2021). Providing the right support and training opportunities to the nurses is required so that their overall quality can be kept improved from time to time. The support that should be provided by healthcare organizations must include opportunities for staying updated with the changing times and the right mentorship programs that can help the nurses in attaining professional development with effectiveness (Moscelli et al., 2022). The right levels of flexibility should also be offered so that the responsibilities can be carried out by the nurses with good mental peace and the required determination (Ball and Ejebu, 2021). It is also crucial for the healthcare organization to invest in improving their communication channels so that the decision-making processes of the nurses can be improved thereby allowing them to feel like a valuable part of the healthcare team (Moscelli et al., 2022). 
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Improving the working conditions for nurses is crucial for managing the healthcare sector with the right terms. Nurses are a very important part of the healthcare system and addressing the issues that they face is highly important so that the best medical care and treatment can be ensured for the people. For meeting the needs and demands of the nurses following the NHS guidelines are very much important as this helps the healthcare organizations to take the right measures so that the objectives and the goals of the healthcare industry can be met with effectiveness. 
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