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1) [bookmark: _Hlk143424429]Analyse the causes and effects of employee attrition within the Nursing Industry in the UK. 
Regarding Farrah (2022), the most popular occupation in the healthcare industry is nursing, which is essential to the NHS's operation. Even though the government has pledged to hire 50,000 more registered nurses by March 2024, with 24,190 more hired in the past 31 months, the goal has still not been reached in full. However, during the last year, we witnessed record numbers of people joining the NHS in England and the UK nursing register. However, we have seen a record number of nurses leaving their jobs and careers recently. Sadly, there is little information available on reasons for departing. Particularly, the most well-known data on leavers in NHS hospital and community organisations is frequently only released as an aggregate for all staff categories, includes personnel moving both inside and from the NHS, and has a lot of missing data. Although many organisations consider retirement as the main reason, with research taking place, it has been proved that a larger number of the leavers are young nurses in their 30s which are just supposed to start their career. That appears to be very mysterious and leaves us curious about the reasons that causes that. It may be appropriate to consider the rate at which the health sector is losing nurses now that the taps are set to full, and the level is not growing as needed. The most often cited explanation for this lack is retirement. However, the second most popular reason for quitting the career is the work-life balance. In addition, there are the numbers of people departing for medical reasons and the members who departed because of promotions. According to numerous participants in that corporation, the most frequent reasons given by those considering quitting were feeling undervalued, being under extreme pressure, or feeling exhausted. These nurses, who cited insufficient staffing levels as one of the main reasons employees were considering or prepared to leave their jobs, also brought attention to the potential for self-reinforcing negative spirals.
One of the NHS's main challenges is staffing. According to estimates, there are 110,000 open positions across the NHS, including 40,000 nurse positions. It has an adverse effect on nurses' personal health and is a primary reason for staff turnover, aggravating the issue. The lack of staff has many negative sides to the whole organization, but the most viewed one is the figures/ financial. The number summary is easy to understand as the Guardian estimated 400 individuals leave the NHS each week. The NHS SBS estimated that 12% of nurses in a typical Trust leave their jobs each year. The number of nurses who left the register in the previous year (25,219) was up 13%, according to data from the NMC for May 2022. The financial results were horrific, and the government swiftly took action to reduce spending. The NHS was able to reduce agency spending by £1.2 billion by the year 2018. But there are other expenses that may be referred to as secondary expenditures. These might include a temporary decline in productivity as a new employee adjusts to a new position or an increase in absences from coworkers who are overburdened with work. We can consider each of these elements which all need our attention. However, a report by the Modern Society Initiative and the Healthcare Workers' Foundation (MSI / HWF) tried to identify one in terms of a wide, overall cost. Another financial difficulty can be the training that is going to be needed when new nurses are approaching. In fact, to cover the lost, there will be needed new covering staff that in many cases should be trained. That is another financial disadvantage that the organization will face, unquestioned. Before the Covid-19 outbreak, the NHS suffered from significant and ongoing labour shortages. This served as the rationale for the previous administration's initiatives to invest in expanding nurse training programmes, reintroducing the nursing students' maintenance stipend, and encouraging foreign recruiting (Holmes, 2022).
These actions did result in an increase in nurse recruitment, but at the same time, demand for nurses increased due in part to the Covid-19 outbreak and the ongoing recovery from it. As a result, even if the number of nurses increased, there were still open positions. However, worker absence rates in the NHS were already high before COVID 19: "Sickness absence rates in the NHS are greater than in the rest of the economy. The percentage of ill NHS employees increased from 3.8% in April 2018 to 4.1% in April 2019. This equals more than 1.4 million missed full-time equivalent (FTE) days and is the highest number for that time of year in more than ten years (Kingsfund.org, 2019).

2) [bookmark: _Hlk143424476]Identify five monetary and five non-monetary existing retention schemes used by NHS for Nursing professionals through research and critically evaluate them. 
Retaining nursing professionals is crucial for the National Health Service (NHS) in the United Kingdom. To address this challenge, the NHS has put in place a number of financial retention programmes designed to draw in and keep nursing personnel. This article will list and analyse five financial retention programmes now in use by the NHS regarding nursing personnel.
1. Competitive Salaries and Pay Progression: The NHS offers competitive salaries to nursing professionals, ensuring that their compensation is commensurate with their skills and experience. Nurses are placed on a structured pay scale that allows for annual pay progression based on their qualifications and performance. This system incentivizes nurses to remain with the NHS as they can expect regular salary increases throughout their career (NHS, 2021a). 
2. Recruitment and Retention Premiums: To address workforce challenges in specific areas or specialties, the NHS provides recruitment and retention premiums. These financial incentives offer additional pay to nursing professionals working in areas experiencing staff shortages or in hard-to-fill specialties. By offering higher salaries in these areas, the NHS aims to attract and retain nurses where their services are most needed (NHS, 2021a). 
3. Pension Scheme: The NHS Pension Scheme is a valuable retention tool for nursing professionals. It provides nurses with a secure and attractive retirement plan, ensuring their financial well-being in the long term. The scheme offers a combination of employer and employee contributions, providing nurses with a reliable pension fund for their future. The stability and long-term financial security provided by the pension scheme contribute significantly to nurse retention within the NHS (NHS, 2021b).
4. Relocation Packages: To facilitate the recruitment and retention of nursing professionals, the NHS offers relocation packages. These packages provide financial support to nurses who need to relocate for their position within the NHS. They may include reimbursement for travel costs, temporary accommodation, and assistance in finding suitable housing. Relocation packages help alleviate the financial burden associated with moving, making it more attractive for nurses to accept positions in areas where their skills are in high demand (NHS, 2021c). 
5. Study Leave and Financial Support for Continuing Education: The NHS recognizes the importance of continuous professional development for nursing professionals. To support their growth and career progression, the NHS offers study leave and financial support for further education and training. This can include funding for courses, conferences, workshops, and study leave allowances. By investing in the ongoing education of nurses, the NHS enhances their skills and knowledge, promoting their long-term retention within the organization (NHS, 2021d). 
The NHS has implemented various monetary retention schemes to attract and retain nursing professionals. These schemes, including competitive salaries, recruitment and retention premiums, pension schemes, relocation packages, and study leave with financial support, provide tangible incentives for nurses to remain within the NHS. By offering attractive monetary benefits, the NHS aims to address the challenge of nursing staff retention and guarantee the delivery of outstanding medical treatments.
Retaining nursing professionals is a critical priority for the National Health Service (NHS) in the United Kingdom. In addition to monetary incentives, the NHS has implemented various non-monetary retention schemes aimed at creating a supportive and fulfilling work environment for nursing professionals. This essay will identify and discuss five non-monetary existing retention schemes used by the NHS for nursing professionals.
1. Flexible Working Arrangements: The NHS recognizes the importance of work-life balance for nursing professionals. To accommodate personal commitments, the NHS offers flexible working arrangements such as part-time options, job sharing, and flexible shift patterns. These arrangements allow nurses to better manage their personal and professional lives, leading to increased job satisfaction and retention (NHS, 2021a). 
2. Career Development and Promotion Opportunities: The NHS provides nursing professionals with clear career development pathways and opportunities for advancement. Nurses have access to training programs, mentoring, and support for career progression within the organization. By offering avenues for professional growth and promotion, the NHS motivates nurses to remain with the organization for the long term (NHS, 2021b). 
3. Employee Recognition and Rewards: The NHS values the contributions of nursing professionals and recognizes their hard work through employee recognition and rewards programs. This can include public recognition, awards, and commendations for exceptional performance. Acknowledging nurses' dedication and efforts fosters a sense of value and job satisfaction, which contributes to increased retention (NHS, 2021c). 
4. Well-being and Mental Health Support: The NHS prioritizes the well-being and mental health of nursing professionals. It provides access to counselling services, employee assistance programs, and occupational health support. By addressing the emotional and mental well-being of nurses, the NHS demonstrates its commitment to the overall welfare of its nursing workforce, leading to higher retention rates (NHS, 2021d). 
5. Supportive Work Environment: The NHS promotes a supportive work environment for nursing professionals. This includes fostering a culture of teamwork, collaboration, and respect. Creating a positive work environment where nurses feel valued, supported, and able to voice their concerns contributes to job satisfaction and retention. The NHS encourages feedback and actively seeks to address any issues raised by nursing staff (NHS, 2021e). 
In addition to monetary incentives, the NHS has implemented various non-monetary retention schemes to support and retain nursing professionals. Flexible working arrangements, career development opportunities, employee recognition, well-being support, and a supportive work environment all contribute to nurses' job satisfaction and their decision to remain within the NHS. By focusing on these non-monetary factors, the NHS aims to create a fulfilling and supportive environment that promotes the retention of nursing professionals. 
3) Make recommendation, both in the short and in the longer term to improve nurse retention in order to lower attrition rate in the UK.
Short-term Recommendation: Enhancing Well-being Support and Work-Life Balance To address the immediate challenge of nurse maintenance and lower the attrition rate in the UK, it is crucial to focus on improving well-being support and promoting a healthy work-life balance for nursing professionals. The following measures can be implemented: 
1. Increase Well-being Resources: Allocate additional resources to provide comprehensive well-being support for nurses. This may include expanding access to confidential counselling services, mental health support, and well-being programs tailored specifically for nursing professionals. 
2. Implement Work-Life Balance Initiatives: Introduce initiatives that promote work-life balance, such as flexible scheduling options, including part-time and job-sharing arrangements. Enhancing the availability of paid time off, family-friendly policies, and opportunities for career breaks can also contribute to creating a supportive work environment. 
3. Strengthen Team Support: Foster a culture of teamwork and support among nursing professionals by implementing initiatives such as mentorship programs, peer support networks, and regular team-building activities. Encouraging open communication channels and creating forums for sharing experiences and best practices can contribute to increased job satisfaction and reduced burnout. 
4. Enhance Leadership and Management Training: Provide leadership and management training programs specifically designed for nurse managers and supervisors. Effective leadership can positively influence job satisfaction and retention by creating supportive and empowering work environments. 
5. Improve Staffing Ratios: Address inadequate staffing levels by ensuring sufficient nurse-to-patient ratios. Overburdened workloads can lead to increased stress and burnout among nursing professionals. Adequate staffing levels are essential for providing quality patient care and reducing the strain on nurses, thus improving retention rates. 
Long-term Recommendation: Enhancing Education, Career Development, and Recognition To achieve sustainable improvements in nurse retention and lower the attrition rate in the UK, long-term measures should focus on education, career development, and recognition. The following recommendations can be implemented: 
1. Invest in Continuing Education: Increase funding and support for ongoing education and professional development for nursing professionals. This can include providing opportunities for advanced training, specialization, and access to research and evidence-based practice. Investing in nurses' educational growth contributes to their career satisfaction and fosters a sense of professional fulfilment. 
2. Establish Clear Career Pathways: Develop clearly defined career pathways and progression opportunities for nursing professionals. This can involve creating structured promotion frameworks, mentorship programs, and leadership development initiatives. Clearly delineating career progression can provide nurses with a sense of direction and purpose, motivating them to stay within the profession. 
3. Recognize and Reward Excellence: Implement robust recognition and rewards programs to acknowledge nursing professionals' contributions and achievements. This can include public recognition, awards, and incentives for exceptional performance, leadership, and innovation. Recognizing and celebrating nurses' dedication and accomplishments enhances their job satisfaction and fosters a sense of value within the profession. 
4. Strengthen Collaboration and Interprofessional Practice: Promote collaboration and interprofessional practice by creating opportunities for nurses to work closely with other healthcare professionals. This can be facilitated through interdisciplinary training, collaborative projects, and shared decision-making processes. Encouraging collaboration enhances job satisfaction and fosters a sense of pride and belonging among nursing professionals. 
5. Advocate for Policy Changes: Work collaboratively with policymakers to advocate for policies that address the systemic issues affecting nurse retention. This can include advocating for adequate funding for healthcare, improving working conditions, and addressing regulatory barriers that hinder professional growth and job satisfaction. 
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