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[bookmark: _Toc130050591]Introduction
Healthcare sectors are among the significant assets of the nations that assist to offer quality healthcare and help to control the healthcare issues in nations. Through the help of healthcare professionals, the healthcare system of the nation is maintained and established. National Health Service is one of the leading health care service providers of the UK which provides services based on the needs for medical care of the individual. The company was first established in 1948 and is funded by tax. The company values respect and dignity, working together for patients and focuses on providing quality care. There are more than 1,000,000 experienced and well-trained employees working under the company to provide quality health care to the people of the UK. Numerous healthcare professionals such as Nurses, Doctors and other healthcare employees are necessary to carry out the workforce of the healthcare system. The report will conduct a brief evaluation of the causes and effects of healthcare attrition in UK Nursing sectors. It will also discuss the diverse benefits offered to UK nurses and it will offer brief suggestions to the Nursing sectors to deal with issues. 
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Fig.1: Graph that shows the Nurses and other health staffs leaving the NHS
(Source: Holmes, 2022)
Shortages of nurses and employee turnover have been evaluated as a great threat to the health sectors of the United Kingdom. Recent studies suggest that the turnover rate of nurses increased during covid pandemic. In the United Kingdom, before the pandemic nurse's intention rate to leave was between "30 to 50%" which shows high levels of job dissatisfaction. According to recent studies over 15% of health and social care workers are preferring to leave the Nursing sector and over 42% are looking for new jobs. Research on health and social care found that lack of enough employees is the biggest challenge they face followed by less salary (Over 35%), Over workload (32%). Similarly, the cost-of-Living crisis has further caused stress among Nurses (Allan and Vadean, 2021). There are arising issues in the Nurses retention and recruitment in the UK nursing sector. Although the number of Nurses has increased, it has not satisfied the increasing demand for Nurses. According to "Nurses Digital statistics" there were more than 40,000 Nursing vacancies in the England healthcare sector. There are numerous factors for the shortage of Nurses. Firstly, Absences Long term plan by the UK government. Secondly, Low wages and a pay cut for some employees, and Brexit issues resulted in the loss of employees from the EU. Thirdly, High work pressure and workload lead to a shortage of Nurses. Brexit in 2016 led to a high decrease in Nurses' rates coming from EU nations. It was down 85% from 6000 in 2016 to 17 and so on. Similarly, the Covid pandemic resulted in increased pressure on nurses. The extra responsibilities and the work pressure placed on nurses increases the rate of employee attrition. Similarly, the high effect of the UK government policies has led to a significant loss in UK nurses. The "health and social care committee" reported on "NHS Acute Trust" in which the senior nurse reported that over 35% of nurses are in shortage. Such shortages of employees have significant pressure on the healthcare system of the UK. Similarly, the lack of job satisfaction, high stress, and leadership are among the major factors that lead to the attrition rate in the nursing sector. 
Research also suggested that a lack of ethical leadership and proper management has resulted in the nurse attrition rate. According to the Royal College of Nursing from 2017 to 2018 there were over 2500 leavers than joiners in the Nursing sectors of the UK. It has high negative consequences on the Nursing sectors of the UK. The shortage of healthcare staff is critical for the nation's public health (Reidhead, 2020). It restricts the national healthcare sectors to meet the needs of the population and achieve sustainable development. High attrition levels lead to the loss of public resources spent on healthcare and education. It also leads to an increased workload among healthcare sectors and it results in degradation in healthcare services among the public forces. Moreover, it will result in increased healthcare issues among the nations which has a severe impact on the nation (Devi et al., 2021). The diverse patients of the nations will not get the proper treatment which has a disastrous impact on public health. Moreover, healthcare sectors will not function properly in absence of the healthcare staff which results in the poor functioning of the Healthcare sectors and it results in increased workloads among the healthcare professionals. 

[bookmark: _Toc130050593]“Five monetary and five non-monetary existing retention schemes used by the NHS for Nursing professionals through your research and critically evaluate them”
The NHS retention scheme that has stopped hundreds of hospital nurses from leaving healthcare services will be rolled out to include general practice employees, NHS England has announced. The "National Retention Programme” helped the 700 full equivalent nurses remaining working within 140 NHS trusts. Some of the 5 Monetary benefits offered to UK nurses are as follows. 
Good salaries:
The salary ranging from ￡22, ￡128 and so on are offered according to the experiences and
skills of the Nurses. Moreover, the rate depends on the place of the assignment and the cost of living in the region. Such monetary benefits will provide enough to live comfortably for the Nurses of the United Kingdom. The Nurses that have experiences of over 3 to 5 years are offered over ￡25000 (Yan et al., 2021). 
[image: ]

Fig 2: Graph showing Nurses salaries 
Source: (Palmer, 2022)

Paid training:
As part of the training courses "Two-part competency," the test is paid through the institution.  Firstly, the "computer-based test" evaluates the "theoretical nursing competency" completed before coming to the United Kingdom. Secondly, the clinical examination occurs and practical skills are checked.   
Paid holidays: All Nurses in the United Kingdom are eligible for paid holidays of "27 days" annually to travel and enjoy life. Additionally, they are also paid for "eight bank holidays" annually. Henceforth, altogether 35 paid holidays are offered to the Nurses of the UK. 
Pension scheme: The NHS of the UK offers the "Best pension schemes" for Nurses throughout the nation. Even new nurses are eligible for this scheme from the first day of work. The pension lies from "7 to 9%" which depends on the starting salary and it is among the most secure ones in the United Kingdom (Yan et al., 2021). 
Secured job options: The abroad nurses that work within the NHS are offered the “3 years’ contract” that helps to provide longer-term job security. Moreover, the Nurses are offered the opportunity to renew the contract at the end of the terms. 
As the NHS is the leading Healthcare industry in the UK, the other non-Monetary benefits are offered to the Nurses which are as follows.
Smooth working system: The abroad Nurses that work within the NHS are in the standard working process of week 35. 5 hours which allows for a healthy work-life balance throughout the job process (Subramanian et al., 2019). Moreover, allowances are also offered if the Nurses desire to work extra hours. Similarly, if the Nurses want to work during the bank holidays and Sundays the Nurses will be paid "60%" more and if the Nurse prefers to work Night shifts and Saturdays, they Nurses are paid "30%" more (Kinman et al., 2020). 
Cost of coaching: To go for the Nurse in the UK the candidate has to qualify through a valid IELTS or OET score. Both of the entrance exams test the English language abilities of candidates in the fields of “Reading, writing” and so on (Graham et al., 2020). Candidates undergo the training to pass out such exams and incurred costs are covered by the NHS. 

NHS discounts: The wide range of discounts are available for NHS staff in many shops and services. It helps to save a lot of money for the employees and employees are attracted to work within the NHS of the UK.  
Leaves: Nurses that work full time within the NHS are entitled to get 27 days of yearly leave, plus 8 banking holidays when the employees first initiate within the firms (Kinman et al., 2020). After the service has been completed for 5 years then the Nurses are eligible for 2 days and after 10 years of working the Nurses are entitled to 33 days of leave and 8 bank holidays. Similarly, Diverse other opportunities are offered to Nurses which are as follows.
· Enrollment in the "NHS pension scheme" follows the final salary process which pays out on the "average career earnings" when the staff retires. 
· Opportunities to use the NHS discount platforms.
· Childcare facilities within the hospitals and support through costs. 
· Study leave opportunities are being offered. 
Professional development: In the field of Nursing, professional development is the main factor and nurses must update themselves with the latest knowledge and techniques. Henceforth, all the Nurses in the UK must undertake the 3 years of CPD programme in the UK. Some of the initiatives that fall within such courses are “Mentorship programmers, Group discussion, Conferences, Meetings” and so on. It helps to boost the skills and capabilities of the Nurses within the Healthcare settings. Moreover, through the help of such courses, Nurses become more experienced to carry out their roles and responsibilities. 

[bookmark: _Toc130050594]“Make recommendations, both in the short term and in the long term to improve nurse retention to lower nurse attrition rate in the UK"
Nurses are significant assets to the nation and it is necessary to work for the overall improvement of their workforces. Negative impacts on the nurses result in deteriorated health facilities across the nations which has severe impacts on the health of the public. Henceforth, necessary strategies must be undertaken to tackle the issues that Nurses across the UK are facing.   
Short term Goal
· The recruitment procedure within the Nursing sector must be made effective and older Nurses must be given the preferences as they stay for a long period (Boamah et al., 2021). They don't look for new opportunities like the Junior Applicants. 
· The job security of the Nurses must be ensured and they are allowed to take part in the important decision-making process of the organisation (Al-Suraihi et al., 2021). Similarly, the process of recruitment must be made effective and necessary facilities must be provided (NHS, 2022). A shifting working system must be carried out and more employees are recruited to carry out the roles and responsibilities of Nurses. 
· The assistants of Nurses and other support employees must be appointed according to the volume levels of the patients and it will help to control the high workload and work pressure within the UK nursing sectors. 
· Moreover, the hard work, discipline and necessary contribution of the Nurses must be appreciated and must be rewarded with Awards, Monetary and Nonmonetary benefits (Hom et al., 2019).  Appreciation and a healthy working culture must be practised within the healthcare sectors of the UK. 
Long-term goals:
· The management of the hospitals must work on the career development of the Nurses and they must be offered the proper training and career development opportunities to the Nurses. Moreover, they must be allowed to higher studies and given the opportunities to attend seminars, healthcare programs and so on (Kinman et al., 2020). 
· The management of the hospitals must establish a healthy working culture within the hospitals so that the nurses can work freely and appropriately. Proper communication and collaborative working culture must be practised and the opinion or viewpoints of the nurses must be appreciated.  Similarly, high authorities such as Doctors, and managers must properly treat the employees. 
· The process of supervision must be made effective and the supervisor must not be highly competent and must have a good knowledge of human relations and communication (Dodanwala et a l., 2022). Effective supervision, proper communication and 360 feedback help to control the turnover rate of Nurses within the UK (Wong et al., 2020). It is a fact that none of the staff would like to work under a supervisor that is less qualified and inexperienced. 
· The UK government must bring the necessary changes in the policies and the procedures of the health system. Effective working facilities, new policies must be framed so that the Nurses get the right of their actions following the laws of the UK. 




[bookmark: _Toc130050595]Conclusion
[bookmark: _heading=h.4d34og8]The report has evaluated the Nursing sectors of the UK and the challenges Nurses are facing within the industry. From the report, it can be said that the issues are serious and adverse impacts might be undertaken if the necessary steps are not taken at the right period. Along with diverse benefits, a healthy working culture must be followed and proper guideline helps to control such issues within the UK Nursing sectors. Necessary suggestion according to challenges is described through which issues can be controlled to some extent.  
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How much do nurses earn?
Minimum and maximum salaries, 2022 to 2023
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