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Employee attrition can occur at times when employees leave the job for any kinds of reason such as voluntary or involuntary departure and the vacancy is not filled for some times (Djajasinga et al., 2021). Staff attrition rate in the healthcare organizations in United Kingdom has increased recently. The attrition rate in recent year is higher than the highest attrition rate five years prior. It can be for several reasons. In this report, I will be analysing the causes of staff attrition at the healthcare sector of UK. The retention schemes undertaken by NHS will also be discussed. Some recommendations will be provided for lowering the staff attrition rate in healthcare organizations in UK. 

[bookmark: _Toc143377298]Causes and effects of employee attrition within the Nursing Industry in the UK
Employee attrition has become a common issue in the nursing industry of United Kingdom. During the last five years, tens of thousands of nurses have quit their profession in the early stage of their career as well as before retirement age. Between 2018 and 2022, approximately 43,000 nurses and midwives have left their job which is almost the similar number of nurses’ vacancies available at NHS in England (Kirby, 2023). Myriads of causes can influence the nurses in leaving their profession at early stage. Such as 
· Workload and stress: Nursing profession is undoubtedly one of the hardest and busiest professions which demands the staff to work continuously from day to night. Nurses need to work long working hours along with additional hours at times of emergency. This job is very tiring to do every single day. Additional workload creates stress which makes the staff unsatisfied in their profession and they want to leave the job (Dwesini, 2019). 
· Lack of opportunity to progress: There are less opportunities provided for the nurses for personal and professional development as well as progress in career. They don’t get proper training at workplace for improving their skills for becoming better. There are nurses who are desperate to do better but are not getting appropriate opportunity for progressing which weigh them down and influence them to leave the profession as soon as possible. 
· Lack of safe working condition: The continuation of tiring and long working hours increase back pain, migraine, and so on. Being struck by objects, workplace falls as well as other risks associated with the handling of patients physically can arise safety risks at the workplace which might cause contusions, strains, sprains and even fractures (Tursunbayeva, 2019). The lack of safety measurements at workplace might also influence nurses in leaving their profession. 
· Not feeling valued: Employees at the healthcare organizations are not usually valued and heard by the senior management. They have no rights in giving their opinion in the decision making process which makes them less valuable. They feel frustrated and demotivated while they are not paid attention by the senior management or the supervisor. 
· Pay and benefits: The salary and wages of the nurses are comparably less than their workloads. Besides they are not provided much of opportunities and other benefits at the workplace. Most of the time, nurses feel like they are getting paid fairly according to their level of contribution in the organisation. Such incidents make them lose interest in staying at the job in the long run (Marufu et al., 2021). 
· Work-life imbalance: It is very challenge for the nurse to maintain balance in their personal and professional life since they have to work long working hours every day. It is also very difficult for the night shift staff. They have to cancel their family functions due to their job. Their personal life gets messed up when they can’t keep balance which makes them even more furious and demotivated to continue working as a nurse. The married nurses as well as nurses having babies are more at risks of leaving job. 
· Bullying and harassment: Junior staff gets harassed and bullied by the seniors at the workplace. Seniors don’t let the juniors consume opportunities and always keep them under threats. Bullying culture at the healthcare industry contributes in a poor workplace culture (Senek et al., 2020). Most of the staff don’t want to continue in such environment where they can’t work comfortably with their colleagues. 
With the increasing number of staff attrition at the workplace, the quality of healthcare is decreasing. Healthcare organizations are forced to continue serving the patients with unexperienced or less experienced nurses (Alderwick et al., 2021). It became very time consuming to recruit and train new staff every time the previous staffs leave their job. Frequent recruitment and training cost huge amount of money which impacts the economic health of the organisation. The level of productivity might decrease since the best talents are leaving job and new staffs take huge time to get a hold of the work system. The decreasing productivity as well as the service quality can make the patients frustrated and less satisfied. Service might delay when nurses leave suddenly in the middle of serving some patients. It would take time for other’s to adapt with the patients to serve. But the patients won’t be satisfied with the service of other nurses once they get used to the previous one. It would be uncomfortable for the patients as well as the new nurses. 



[bookmark: _Toc143377299]Five monetary and five non-monetary existing retention schemes used by NHS
Employee retention is one of the most cost effective solution for health care organizations since hiring and training new employee might lead to a more expensive solution (Buchan et al., 2019). Employees are the strength of healthcare organizations who can serve the patients comfortably and effectively. But several causes have been influencing healthcare staff to leave their job which has become a greats concern for the healthcare organizations including NHS. Considering the situation, NHS has taken measurements for retaining the exiting staff. There are both monetary and non-momentary schemes for employee retentions. 
Monetary schemes
· Salary increase: NHS provides salary increase to the employees that have been working for a long time in the organisation and contributing greatly in the success of the organization. Employees are eligible to get a rise in their salary based on their serving years. The more the employees work at the organization they more they are eligible for receiving pay rise (Kurdi and Alshurideh, 2020). 
· Overtime pay: Whoever works additional hours receives overtime payments. If anyone don’t want to work overtime it is completely up to them. Only the interested nurses are motivated to work overtime which is a great opportunity for them to earn extra. 
· Recognition and rewarding staff: NHS address the contribution of the nurses for keeping them motivated to work hard to contribute even more in the success of the organization. The nurses can get holistic reward package for their outstanding contribution in the organization. NHS keeps the staff informed about the rewards packages as well as all other benefits that they can achieve by working there and can’t achieve if they decide to leave. Top hotel discounts, money saving deal, travel and holiday deal as well as access to multiple NHS discounts are included in the reward package (Johnson et al., 2021). 
· Special pay scale: NHS provides special payments to the special employees whose job are complex and who perform really challenging roles and responsibilities. Job that are challenging to fill are more special and the employees working at those position are provided special treatment. NHS provides exclusive treatment to those employees for keeping them in the long run. 
· Loan repayment assistant: There are lots of nurses working at NHS who are still learning (Choi, 2020). It becomes challenging for them to pay their student loans while working at NHS. But they can get loan repayment assistance from NHS for continuing their learning and working at the same time without quitting. 
Non-monetary schemes
· Shaping organisational culture: A comfortable and influential organisation culture is necessary for motivating the employees to work seamlessly and productively (Rangachari and L. Woods, 2020). NHS is focused on prioritizing employee’s perspectives and has implemented a collective form of leadership so that employees can work in a fair, compassionate and comfortable environment. Building a safe zone for the employee to work smoothly is another perspective of organizational culture. Employees are always kept motivated for providing high quality services by being inspired by the ambitious and forward looking vision of NHS. 
· Communicating with staff: All of the employees of the NHS are involved in seamless communication with their line manager which encourage their engagement with the organization. NHS instruct the line manager for hearing out the employees so that they feel valued and heard. Reducing the lack of communication fore improving employee retention is the purpose of such initiative (Moscelli et al., 2022). 
· Retention Direct Support Programme: A Retention Direct Support Program has been introduced by NHS in 2017 for reducing employee turnover rate and improving the retention rate (Moscelli et al., 2023). This program has been doing great since then. Evidence-based intervention is the primary focus of this program so that it can have huge impact on employee retention. This program has involved two major principles for retaining the nurses at the healthcare organizations including targeted interventions into different career stages and a bundle of high impact actions. Different challenges are involved in different career stages which reduce job satisfaction of the nurses. NHS has been providing tailored support for the nurses to overcome the challenges so that they become satisfied in their job and stay at the healthcare sector for a long term. 
· Light touch initiatives: This initiative has been taken for improving flexibility at work as well as for allowing employee to have training and development opportunities (Kirby, 2023).
· Transfer window scheme: This schemes helps the staff in working into different areas within NHS so that they can experienced several works and develop their professional skills. 
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Nurses are more significant for the healthcare organizations as these are labour incentives organization (Crasii and Nawar, 2022). Nurses as well as midwives need to be retained in the healthcare organizations by following effective tactics and strategies. The staff attrition rate in the healthcare organizations need to be minimized at all costs. The healthcare organizations of United Kingdom should consider taking both short and long term strategies for lowering the staff attrition rate. 
[bookmark: _GoBack]         In the short term nurses should be paid fairly. They do all of the hard works for serving the patients. They have to perform long-hour duty without taking breaks which makes the job more tiring and challenging. They deserve to be paid a handsome amount of salary along with other facilities at the workplace. They should be paid bonuses on special occasion and holiday leaves as well. Moreover, wellness program should be organized for keeping the nurses calm, quiet and refresh. They struggle with their stress management which is why they need to be pampered sometimes. Effective wellness program can help the nurses in managing their stress smoothly. When they will be able to manage their stress, anxiety and depression they will also be able to focus on their performance and can provide quality services. A flexible work schedule is more important in the nursing profession so that nurses can manage balance in their personal and professional life. They are not robot and they need to work on flexible hours for enjoying both their work and personal life. They should be given the opportunity of working on flexible hours. Also, they shouldn’t be forced for performing overtime. 
        In the long term, a clear and structured career path need to be ensured for the nurses who are desperate to build a sustainable career on nursing profession. The ambitious and hardworking nurses should be recognized and given the opportunity of promotion to higher position so that they feel more energetic to work hard for getting promoted. Training and development program need to be organized to make the nurses more skilled and expert to perform higher level activities. For managing the workload effective, healthcare organization should be proactive in staffing. It will help the organization in hiring required employee instantly without creating workload for the existing employees. On time staffing is very important for lowering workload and for lowering the attrition rate. A supportive as well as structured work culture need to be developed so that nurses are not bullied and harassed by their seniors. 
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