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The healthcare system is dependent on the nurses and whenever the nursing department collapses the entire health system starts to scrumble. It can be seen during the Covid 19 pandemic when the entire healthcare system was struggling to provide treatment to the patients (Boamah et al., 2023). The biggest reason for this crisis is the acute shortage of nursing staff. The UK is one of those countries that are facing an acute shortage of nurses. The more nurses leave the healthcare system the more nurses join it and the leaver rate is 12.4% (Palmer, 2022). This project will cover all the important aspects of the nursing department of the NHS and try to find causes, effects and solutions to this problem.


[bookmark: _Toc140841624]2. Causes and Effect of Employees attrition in the Nursing Industry of the UK
The nursing industry in the UK is facing a severe shortage problem since the pre covid-19 pandemic times (Poon et al., 2022). The latest NHS statistics show that the number of vacancies for nursing staff has increased by 11% in 2021 but there are 50,000 more nurses required to fulfil the demand of the industry (NHS, 2022). It is important to analyse the causes and effects of this crisis to understand which forces are causing employment attrition in the nursing industry even.
The Training Programme-The first cause behind this crisis is the lengthy training programme in which nursing students have to spend 3 years. After completing a 3-year course when the nursing students join the industry as professionals the scenario of the industry has already changed. The nursing training program has proved to be insufficient to generate essential skills required in the profession. After completing the 3-year course they find it difficult to manage the new challenges and demands of the profession due to lack of adequate skills which demoralise them (Coleman, 2022). 
Government Policies-Another big cause of this crisis is the policies of government that removed nurse dispensaries which also discouraged the nurses. The UK government later understood the problem and reversed this policy but it failed to control the damage that has already been done. 
Remuneration-Nursing as a profession was very remunerative in the past but now the situation has changed. Nurses on average can earn 33.000 to 37,000 British pounds in a month which is inadequate to meet the expenses in a situation where prices of commodities are increasing day by day. Many nurses are leaving their jobs and trying to move into another profession. 
Brexit- Recently the UK exited the European Union through Brexit and it also contributed to this crisis. The value of the UK pound has decreased after Brexit which made it less attractive for overseas health professionals and they are now opting for other countries to get high-paying nursing jobs. Before Brexit, health professionals from the EEA (European Economic Area) can easily migrate to the UK but after Brexit, their movement is restricted (Spiliopoulos and Timmons, 2023).
Working Conditions- The working condition is becoming difficult for the nurses because of the extreme work pressure at hospitals. The shortage of nursing staff has created much pressure on the existing nursing staff. This situation was prevalent in pre-pandemic time but covid 19 pandemic made it even worse for the nursing staff.
Changing shifts- Most of the nurses have to work on rotational shifts which only affects the wellbeing of the nurses but also makes it difficult for them to manage the balance between their professional and personal life.
Lack of security- Nurses often face mental and physical harassment while working in hospitals. Most hospitals do not have adequate staff support mechanisms to ensure the safety of the nursing staff and to provide a comfortable working environment for them (Ocean and Meyer, 2023).
Effects of nursing staff shortage in the UK
Fast burn out- The UK hospitals are overburdened with critical medical cases and the number of skilled nurses is low.  Experts say that there should be one nurse for eight patients but in reality, there are only 7.78 nurses for 1000 patients. The nurses have to do overwork in the hospitals for almost 12 to 18 hours and they do not get any extra money for the overwork. The hospitals were facing a nursing staff shortage for a long period but the crisis became even worse after the covid 19 pandemic. Overburden of work with inadequate payments causes fast burnout and forces nursing staff to leave the hospital.

Poor quality of service-  The importance of quality is greater than the importance of quality in the case of the nursing profession and overburdening of work often reduces the quality of service. Most of the nursing staff lack the adequate skill to handle critical patients. The degree of qualification and skill mix highly matters for nurses when they work under pressure. The 3-year nursing course is not adequate to teach those skills to the nurses. The unskilled nurses failed to understand the instructions of doctors while doing teamwork and committed grave mistakes. Poor quality of service often causes serious health issues for the patients which creates trouble for the hospitals (Cannaby et al., 2023).
 The additional burden on the health care system- Poor Quality of nursing often puts an additional workload on the hospitals. Critical mistakes in treatment can force the patient to take re-admission and can put even more pressure on the hospitals.
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The NHS prepared both monetary and non-monetary schemes to improve workforce retention. The NHS has identified the main reason why the nursing staff are leaving the healthcare industry. It wants to bring transparency, accountability and flexibility in its payment structure.
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Pay Hike and Bonus Scheme - Remuneration is one of the biggest causes of dissatisfaction among the nursing staff. Most of the nurses work hard in earlier times but they got no extra payment for their overtime. The  NHS has recognised this problem and they decided to increase the pay scale for the nurses. The medical staff of the NHS will receive a 2% non-consolidated pay hike. This scheme can attract more people to join the hospitals in the UK. Most of the nurses working in government hospitals do not receive bonuses or rewards for their performance. The NHS has identified this problem and they decided to clear all the backlog bonuses worth 1250 British pounds for each medical staff. It can motivate the nursing to take up the workload and perform well.
Pension scheme- The NHS offers a robust pension scheme in which the employee has to contribute only 10% of their salary and the rest of the amount is contributed by the NHS.
Life Insurance Scheme- Social security is another important requirement for professionals working in the healthcare industry. The NHS is offering live assurance to its staff that it will pay a multiple of four times the salary if the staff dies while working. It can give social security assurance to the nursing staff.
Employee referral scheme- The NHS despite increasing the number of vacancies sees no significant response from the people. The NHS  has started a new scheme to admit new staff in hospitals. It announces to pay 500 British Pounds to those staff who will refer their friends or relatives to work at the NHS. This scheme can encourage more staff to convince more people to join the NHS which can solve the problem of nursing staff attrition in the hospitals.
Reward Scheme- Nursing is one of the most challenging jobs in the world that needs lots of dedication and hard work in their profession. The nursing staff often gets demotivated when they do not receive the reward for their hard work. The NHS has launched a reward scheme that offers a shopping voucher worth 100 British Pounds for the employee who got recognition for their best performance and it also offers healthcare discounts to its staff. This scheme can encourage the nursing staff to acquire new skills and improve their performance.
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Flexible working hours- Health care is a challenging industry which demands time and attention from the employees. Uncertain situations (like pandemics) can create a lot of burden on the nursing staff. The NHS provides flexible working hour choices to its employees which enables them to choose their ideal working hours so they can cope with the challenges. This allows them to balance their professional and family life.
Annual Leaves Allowance scheme- The NHS gives 27 days leave per year including bank holidays and paid sick leave. It gives the nursing staff the facility to sell five holidays and buy three holidays. This can help the nursing staff to use the holidays at their convenience.
Employee assistance program- The working life of nurses is generally very hectic which gives them less time to concentrate on themselves. Nurses have to work for twelve to fourteen hours which often damages them physically and mentally. The NHS has introduced an employee assistance programme that gives them access to advice from experts to improve their mental and physical conditions. Apart from the mental and physical support this system also provides financial advice to the nursing staff (NHSProfessionals, 2023).
MyTime Scheme- Nurses often feel exhausted while working a twelve to fourteen-hour work schedule that not only reduces their energy level but also reduces their performance. The NHS provides a thirty-minute break to every nursing staff so they can take rest and gain energy for work.
Maternity leave and childcare- The female nursing staff associated with the NHS often face difficulties to focus on their family life. The NHS has recognised this issue and they have started childcare facilities for the female nursing staff. The NHS also offers an 8-week full-pay maternity allowance to its nursing staff (Kingsfund, 2022).
These monetary and nonmonetary initiatives can help the NHS to retain its employees but it needs more investment.
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The nursing department is the backbone of the healthcare industry of the UK and when the nursing department faces a severe crisis then it automatically affects the entire healthcare system. The UK is one of the countries where the nurse turnover rate is the highest in the world. The nurse turnover rate has increased from 9% to 12% within two years (Palmer, 2022). The health system is on the verge of collapse and the NHS is trying various monetary and non-monetary schemes to attract more people but the situation is still the same. There is a requirement for both long-term and short-term goals.
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There is an urgent requirement to fulfil the gaps within the nursing department and to achieve the urgent result to implement schemes that can benefit the existing staff.
Invest in Infrastructure- The hospitals of the UK are suffering due to its infrastructure that is insufficient to take the extra burden. Poor infrastructure also creates trouble for the nurses to work properly. The NHS must revamp its infrastructure and add the latest technologies in healthcare that can help the nursing department to deal with the challenges (Williamson et al., 2022). 
Improve the Working Conditions- Overburden of work often creates frustration among the nurses and it forces them to leave the hospital. The NHS should focus on the improvement of the working environment in hospitals. The hospitals can create separate cabins for the nursing staff where they can test rest, watch TV, read books, listen to music or play games. Hospitals can also improve their security management to save nurses from harassment and exploitation (Taylor et al., 2022).
Rewards- Nursing is a hectic job and needs lots of energy, time and concentration which exhausts the professionals. The nursing professional needs recognition and motivation to enhance their performance. The HNS can start giving rewards like providing free travel and accommodation facilities for its staff in a tourist destination. The HNS can also give cash, cars, or flats as a gift to the nursing professional who contributes significantly to the health care system.
Training System- One of the main problems of the healthcare industry is that it lacks skilled professionals who can handle any type of critical situation. There is an urgent need for a training program that can help the professional to cope with the challenges. The NHS should analyse the current needs of the healthcare industry and set up a robust training programme that trains professionals. It must include a training module that includes all the essential skills and skill-mixing strategies.
Regulation- Brexit causes so much trouble for the migrant nursing staff who want to come to the UK to become part of the NHS system. It was quite easier for the people of the EEA (European Economic Area) to come to the UK and join the workforce but after Brexit, the rules have become more tougher for them. It made the UK a less attractive place for healthcare professionals. The UK government must ease the movement restrictions for overseas health professionals so they can join the workforce easily. 
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This project covered all the crucial aspects of the nursing department of the NHS department. The acute shortage of nursing staff is disrupting the healthcare system. The nurse leaver rate in the UK is increasing day by day and it has become a common phenomenon. There are specific causes like overburdened work, low pay, lack of skills, government regulations, less security and bad working conditions are some of the reasons that are forcing nurses to leave the healthcare industry. This project also covers the various strategies implemented by the NHS and it also recommended a solution for this crisis which can help the NHS to retain its employees for a long time. 
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