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1. [bookmark: _Toc143644122]Introduction
The nursing industry in the United Kingdom is currently facing a concerning level of attrition. As nursing is crucial to effectively delivering healthcare services, this attrition problem holds significant implications for the NHS and the broader healthcare sector. Addressing this issue is essential to maintain high-quality patient care, support the well-being of healthcare professionals, and ensure the long-term sustainability of the NHS. Identifying and mitigating the causes of attrition among nursing professionals is also of paramount importance for the future of healthcare in the UK. This report will analyse the factors contributing to nurse attrition, evaluate existing retention strategies implemented by the NHS, and provide recommendations for improving nurse retention. It aims to investigate the existing HRM practices and loopholes in the healthcare industry to propose effective solutions. 
2. [bookmark: _Toc143644123]Discussion
2.1. [bookmark: _Toc143644124]Causes and Effects of Employee Attrition within the Nursing Industry in the UK
According to Chellammal and Magesh (2018), the healthcare industry has become the largest growing industry over the past few years due to visible rapid growth during the economic downtrend. Nurses are considered the backbone of every healthcare industry because they majorly heal human suffering. A recent study by Hambridge (2023) also found that there is an increasing attrition rate in the nursing field. It is to note that attrition is considered as the loss of valuable talent and employees within the organisation. The employee who leaves the organisation takes much-needed qualifications and skills that he or she has developed during the tenure. High attrition at work is a concern for the nursing industry because it is patient-centric. The vacancy rate crossed 11% in 2022 in NHS, which is a growing concern (NHS 75 England 2022). High attrition negatively impacts the organisational commitment, quality of patient care and job satisfaction of individuals (Ocean and Meyer, 2023). It can be linked with the conservation of resource theory that reflects the loss of resources as the cause of job strain. Even after making considerable investment policies and retention strategies to stop the drivers of employee attrition in the UK, the attrition rate observed in the UK shows an average rate of 24% for nurses (Hambridge, 2023). According to the given case scenario, the statistics reflect a significant issue, with the National Health Service (NHS) in England witnessing 40,365 nurses leave active service in the year leading to June 2022, representing a leaver rate of 11.5%. This trend is particularly concerning as it represents a peak in absolute terms over the last decade. In addition, data indicate that younger nurses under the age of 45 are the largest demographic leaving their roles within the NHS, with an increase of 26% from the previous year.
The high attrition rate within this particular industry not only influences the quality of care but also threatens the future of this particular industry. The work condition in the UK healthcare industry has been found to be the major cause that has boosted the nurse attrition rate in the past few years. High pressure of work, low wage structure, and burnout from heavy workloads are the major causes that are influencing workers to quit (Holmes, 2022). Although retirement is one of the major reasons for leaving the organisation, work-life balance has been found to be the most common reason, influencing the attrition of 6900 staff within 3 months in 2022 (Palmer and Rolewicz, 2022). Apart from that, pressure is causing health issues among the employees, which is encouraging them to leave their jobs. In a recent survey, it has been found that in a motivated work environment, employees feel undervalued (Perera, 2023). Being under too much pressure has become the most common reason for employees to leave their jobs.
Policies and management of the hospitals in the UK have been found to be the key reason that encourages nurses to leave their jobs (Chellammal and Magesh, 2019). Due to labour shortage, employees must work overtime, which further affects their work-life balance. Apart from that, especially in the case of female employees, the hospitals always put nurses in the secondary importance segment. Mostly after pregnancy, female employees face huge challenges in maintaining the head trick work schedule along with their family responsibilities. Due to its impact, they leave their job within a very short duration.
Furthermore, it is to mention that salary is an important component that tremendously impacts the attrition rate within the UK nursing industry. Limited recognition of the hard work made by the nurses is causing an impact on the overall action rate. Especially in the public sector, the attrition rate is comparatively lower than in private healthcare institutions due to job security. Brexit has contributed to the substantial channel drop in healthcare workers in the UK (Chellammal and Magesh, 2019). The supply of health workers coming from European countries has resigned after the Brexit vote. In regular news channels, discouraging content restricts candidates from starting their careers in the healthcare segment. Therefore, understanding the causes relevant to the satisfaction and the satisfaction of the nurses has become necessary to enable interventional measures for improving the working conditions for individuals.
2.2. [bookmark: _Toc143644125]Monetary and Non-monetary existing retention schemes used by NHS
Monetary	
In order to manage the attrition rate among nursing professionals, NHS has introduced several monetary and non-monetary retention schemes (NHS Employees, 2022). The national GP retention scheme is one of the popular monetary packages of educational and financial support for helping doctors to ensure their loyalty and continue their clinical operations (NHS 75 England 2023). This particular scheme has been specifically designed for the doctors who considered leaving as the best option due to their poor work-life balance. Especially employees who are approaching retirement are offered this particular scheme to provide financial support in recognition of their efforts for the company. Furthermore, the NHS pension scheme can be considered the most promising employee retention scheme, where employees can earn almost 5 to 14.5% of their current contribution rates (NHS Employers, n.d.). The pension scheme not only provides monetary benefits to the employees but also provides many other facilities for the employees and their families. Child care support has been introduced where every employee can receive up to £500 monthly for each child to get help with the child care cost (OneNHS Finance 2023). In order to support the employees financially, NHS hospitals have introduced financial support to the staff who are suffering due to the financial downturn. The money buddy concept has been introduced, where employees can maximise their money by providing free bill reviews to ensure they are getting the best deal. Employee support fund is one of the important monetary benefits proposed by NHS to support the financial needs of individuals (OneNHS Finance 2023). 
Non-Monetary
The non-monetary retention schemes are equally important as the monitor retention schemes because they help the employees feel valued and motivated within the organisation. In 2022, the NHS proposed the NHS Pastoral Care Quality Award, a popular scheme designed to support high-quality pastoral care to internationally educated midwives and nurses (NHS 75 England n.d.). This particular scheme has been proposed to encourage international recruitment practices where, meeting the set of standards, the work of nursing staff can be recognised and will be supported at the international level. NHS has introduced the Graduate management training scheme for the employees to introduce an advanced program for preparing the candidates to work as senior managers in the healthcare segment (NHS 2023). This scheme has been designed to introduce health service management and provide support to develop the skills and knowledge to improve hands-on experience. The National Retention Program was launched in 2020, where retaining healthcare professionals has focused on introducing a "people plan" along with an "our people promise theme" (NHS 75 England 2020). The people plan has focused on providing support and quality help to the employees who belong to NHS. It focuses on tackling discrimination within the workplace and making effective use of the experience and skills of the people. Emergency cover has been designed by the Chelsea and Westminster Hospital Foundation Trust, where backup care is provided to the employees (OneNHS Finance, 2023). This scheme has been designed to cover the non-monetary benefits for the children, including education, health and other facilities. Most importantly, NHS has introduced several resources to manage the health and wellbeing of the employees to increase their access to the mental and physical health of individuals.
For the employees promoting better health, food and nutrition facilities have been included in the retention plan. Employees are getting affordable, nutritious meal choices within the canteen, including the £1 meal (OneNHS Finance, 2023). Apart from that the staff are getting budget-friendly healthy and nutritious options, the particular scheme has been designed to provide employees with a well-balanced diets to keep them energetic and active throughout the day. NHS has introduced £5 million plan for improving the health of employees. This has included promoting physical activity, reducing stress, and improving health checks, including mental and physical health and healthier food (NHS 75 England n.d.). This scheme has been introduced to prevent diet-related illnesses and promote a strong and healthy culture within the workplace. 
2.3. [bookmark: _Toc143644126]Recommendations 
In order to improve the quality and efficiency within healthcare settings, both short-term and long-term goals need to be introduced.
Short-term Recommendations
1. Revise the Staff Retention Plan: Address deficiencies in the work environment that affect nurses' attitudes and behaviours. Implement strategies to create a more positive and supportive work environment.
2. Promote Employee Engagement: Develop an employee engagement plan that can positively influence nurse retention and improve patient experience. Engage nurses in decision-making processes and involve them in shaping their work environment.
3. Incorporate Monetary Benefits: Align the pay structure with the organisation's strategic goals and provide immediate monetary incentives for retention, such as sign-on bonuses or retention bonuses.
4. Apply Theory X and Theory Y: Implement a management approach that includes positive supervision, effective rewards, and recognition to enhance employee engagement and commitment within the organisation (Coccia, 2019).
5. Build a Strong Induction Program: Propose regular appraisals and meetings with staff and managers to create open communication channels (Kamalaveni, Ramesh and Vetrivel, 2019). Use these meetings to understand individual opinions, agree on development needs, and improve patient care delivery.
Long-term Recommendations
1. Introduce Flexible Schemes: Work-life balance has been found to be the major concern on which human resource managers need to focus. Therefore, hospitals must address work-life balance concerns by introducing flexible scheduling options for nurses, allowing them to better manage their personal and professional commitments. 
2. Regulatory Review of Workload: Review and reduce excessive workloads for nurses. Offer attractive payment structures for extra hours worked and provide awards based on employee contributions to the organisation.
3. Support for Families: Provide increased support for employees' families to help nurses focus on their productivity rather than working long hours. This support can include benefits such as childcare assistance or family health insurance.
4. Prevent Employee Burnout: Invest in employee engagement initiatives to minimise burnout among nurses, particularly female nurses. Implement proper scheduling practices to ensure adequate work-life balance and avoid overwhelming workloads.
5. Special Benefits for Female Employees: Offer benefits that encourage female nurses to join and stay in the nursing profession. Special benefits for female employees can include the expenses of their children's education and can play a vital role in encouraging female employees to join the nursing profession.
3. [bookmark: _Toc143644127]Conclusion
Hence, it is to conclude that a high attrition rate has been found as a major concern for NHS. High workload, poor wage structure, lack of recognition, improper work balance and lack of motivation is to be the major causes those are causing increasing turnover rate within the healthcare industry. In order to mitigate the challenge, incorporating both short-term and long-term goals within human resource management practices has become necessary. As a short-term objective, the companies can focus on introducing induction programs and improvement in payment structure where employees can be encouraged. From that, involving them in decision-making and getting regular feedback can also play an effective role. As the long-term objective regulatory review on the excessive workload, introducing flexible schemes and attractive payment structure can bring long-term impact on the retention rate.
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