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Executive Summary
Employee attrition is described as the process where individuals abandon their jobs for other satisfactory alternatives on their own. The following report provides a brief analysis of the increased burse attrition of NHS in the United Kingdom. Further, the report provides a detailed analysis of the causes and effects of increased nurse attrition on the NHS. It provides clarity on the significant changes in overall nurse retention within the country due to their dissatisfaction in the workplace. On the other hand, several monetary and non-monetary reward schemes are elaborated that are effectively adopted by NHS in their operations to decrease employee attrition. Lastly, recommendations have been provided that in turn, will help NHS to enhance its workforce. 
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[bookmark: _Toc134660164]Introduction 
According to Yang and Islam (2020), employee attrition is defined as the natural process where employees abandon their companies due to voluntary, involuntary, or internal reasons. It is considered to be a natural process within an organisation that in turn, impacts the current workforce and hiring procedures. In the following report, the cause and effect of employee attrition in the nursing industry will be briefed. Further, five monetary and five non-monetary reward schemes will be briefed. Lastly, the short-term and long-term recommendations will be elaborated on that help in nurse retention within the sector. For the following analysis, NHS is selected which is headquartered in Greater London (NHS, 2023). NHS is considered to be one of the largest employers possessing nearly about 1.26 million full-time workers in England as obtained from the reports of November 2022 (kingsfund, 2023). 

[bookmark: _Toc134660165]Analyse the causes and effects of employee attrition within the Nursing Industry in the UK. 
Employee attrition is referred to the process where employees vacate their organisations due to some uncontrollable or unpredictable reasons (Indeed, 2022). It includes termination, retirement, resignation, or death. The common causes and effects of employee attrition within the nursing sector in the UK include:
Causes
Inadequate salaries 
Attrition due to inadequate payment results when the employees feel that they are not recognised appropriately depending on their efforts (Kanteh and Gibba, 2019). Poor wages act as a deal breaker as employees tend to switch between alternatives to best suit their interests. In this scenario, the nurses lack from attaining a better competitive edge compared to their potential competitors even if they possess better skills and efficiency. 
Inadequate work-life balance 
As stated by Hwang (2022), inadequate work-life is the crucial factor that results in increased employee attrition. After the covid-19 pandemic, the job role of burses has shifted immensely. In the recent scenario, they have to perform much more diligently and ethically ensuring that every health, hygiene and safety standard is abided by. This, in turn, resulted in immense stress among the individual members and they tend to opt out of their jobs due to the increased pressure that affects their personal lives. 
Inadequate reward schemes 
Reward schemes are of utmost importance for every employee in their workplace (Perkins and Jones, 2020). In this scenario, the nursing sector in the UK witnessed increased job attrition from their nursing professional due to inappropriate reward schemes.
Effects 
In this scenario, the NHS nurses have rejected the 1% pay increase offered by the government as it turned out to be misleading and would result in a real-term pay cut (Commonslibrary, parliament, 2022). In this context, as obtained from the reports of March 2022, near about 7,470 nurses left amounting to a 10.6% attrition rate (nuffieldtrust.org.uk, 2023). On the other hand, as obtained from the reports of June 2022, a total of 40,365 nurses in NHS left their jobs which amounted to one out of nine individuals. The current attrition rate is driven by the younger generation abandoning their jobs. 
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Figure 1: Change in the number of nurses leaving the hospital industry 
(Source: kingsfund, 2022)
Further, it was considered to be the peak of nurses opting out of the NHS in the last five years with an 11.5% leaver rate (nuffieldtrust.org.uk, 2023). This, in turn, negatively impacted the hospitals in the United Kingdom as the new hires lacked in meeting the desired standards at a faster pace ensuring better efficiency. As a result, it decreased the brand image and resulted in lower patient visits than usual which in turn, affected the economic background of the concerned hospital. O the contrary, a higher turnover rate is related to deteriorated mental health and increases the chances of medical error. 
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Figure 2: Nurse leaver rate in NHS
(Source: nuffieldtrust.org.uk, 2023)
In this context, the nurses are deprived of an appropriate balance between their personal and work life. As derived from the reports of 2023, the NHS nursing professionals have stated that they are broken which resulted in increased job leaves in the last quarter. It has been reported that a total of 42,400 nurses have quit their jobs to balance their personal lives and reduce the immense stress and pressure since the pandemic (Independent, 2023). Further, another special investigation states that the leavers in the NHS crisis are spreading rapidly all throughout the country. About 72000 nurses stated that they left their jobs due to inappropriate work-life balance (Independent, 2023). According to the reports of 2022/23, the NHS witnessed 46000 vacant nursing posts in the country (kingsfund, 2022)
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Figure 3: Vacant NHS nursing posts
(Source: kingsfund, 2022)
Near about 2161 nurses left their jobs for better reward schemes offered by some other firms (Independent, 2023). Further, it was even reported that in 2022, the NHS England. On the other hand, as a result of the pandemic the nurses along with the doctors performed the most important role in supporting the patients and guiding them towards recovery disregarding their personal health. It was even stated that nursing professionals should be provided with an additional allowance compared to the military for their good work in 2020 (BBC, 2020). As of 2023, near about 43000 nurses abandoned their jobs in NHS, London, and further agitated against the exploitation of young workers in the concerned sector (Sample, 2023). This, in turn, decreased the productivity and efficiency of the nursing industry in the UK.  
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[bookmark: _Toc134660167]Monetary rewards
Pay Raises and Appreciation Bonuses
As described by Noor et al. (2020), raises and appreciation bonus helps to boost the morale incentivise staff and ensure that the employees feel appreciated and rewarded. It helps to retain and attract employees who prioritise financial incentives within the workplace. However, it might also result in the development of false expectations or demotivate low-performing employees (Manjenje and Muhanga, 2023). As obtained from the reports of 2023 the UK government has proposed to provide the NHS nursing professionals with a 5% pay hike (Triggle, 2023). 
Improved Paid Time Off
Paid time off reduces employee burnout and enhances organisational awareness of workplace relationship competitive age ensures better talent retention, brand value, and a better understanding of the workforce (Sheedy, 2021). However, it requires extra staffing course money does not always provide a guarantee for rest and some workers tend to misuse the system (Spisakova, 2019). As of 2022 NHS Healthcare nurses were paid an allowance for weekends, bank holidays, and unsocial hours that ranged from £14.12 an hour or £27609 (Holt, 2022).
Performance bonus
According to Asaari (2019), performance bonus enhances staff focus and morale by boosting efficiency and productivity. It also improves the relationship between the staff and the organisation. However, it demotivates low-performing employees, enhances stress, and affects the profits expected. As of 2022, the nursing staff of NHS in Cornwall were rewarded with 500 euros cash bonus as a result of their outstanding performance and efforts throughout the Covid-19 pandemic (BBC, 2022). 
Longevity bonus
As explained by Phillips et al. (2023), a longevity bonus is defined as an additional payment provided to employees after they have worked for a certain period in the company. However, longevity bonuses can be expensive and create inequality among short-term and long-term employees as they do not receive similar financial benefits. As of 2023, the NHS nurses in Essex are provided with a 10% salary hike after completing 2 years of service thus increasing employee retention (BBC, 2023). 
Merit-based bonus
Merit-based bonus helps to attract top talents who are skilled and efficient (Noorazem et al., 2021). It helps an organisation to concentrate on retaining long-term workers and provides better incentives to employees to help them continue operations within the particular company. However, it negatively affects the company model as some workers might feel demotivated. As of 2023, the UK government has proposed to increase the salaries of nurses by 3.5% depending on their efforts and merits (Francis, 2023). 
[bookmark: _Toc134660168]Non-monetary rewards
Flexible workplace
As elaborated by Babapour Chafi et al. (2022), flexible workplaces empower employees with opportunities to fit into other activities and commitments around their work and use their free time in a better manner. It also promotes healthy work-life balance for the tough. However, it leads to misusing the opportunity, reluctance towards the changes, and possible challenges for the managers as they considered it difficult to be implemented (Kossek et al., 2021). As of 2022, it was reported that the Scottish ministry was operating to enhance the flexibility for NHS nurses thus enhancing retention as inflexible nurses tend to quit (BBC, 2022). 
Extra day off 
Providing extra days off encourages the employees with unlimited vacation which finally motivates them to enhance their productivity and accomplish goals easily (Stone et al., 2020). It, in turn, helps the employees to return more enthusiastically with enhanced job satisfaction thus optimizing their performance. However, according to Gabriel and Aguinis (2022), a 4-day work week results in most stress, poor work-life balance, health risks, and lack of leisure, thus reducing employee performance. As of 2023, it was reported that a 4-day working week strategy was developed without reducing salaries for the nurses to reduce their exhaustion, and absenteeism (Stewart, 2023). 
Treating people well enough
As described by Mengstie (2020), treating employees with adequate respect fosters a sense of appreciation towards them and encourages the staff to treat their clients effectively thus enhancing productivity, reducing stress, encouraging collaboration, and developing a fair workplace. At times, employees get over-confident thus degrading their performance quality and delivering erroneous results (Ohunakin et al., 2019). NHS considers the well-being and health of its nurses to be of utmost importance when they feel supported and implements several improvement plans and wider strategies (NHS, 2023). 
Employee discount
Employee discount scheme facilitates employee retention greatly as it provides staff with financial well-being by improving staff money and making them feel that the employers are concerned about their personal lives (Sherman, 2019). However, it is difficult to maintain, too expensive and not all employees are satisfied with the same (Thomas and Gupta, 2021). The NHS nurses have ensured benefits from over 1500 companies such as Samsung, Adidas, Asda, Starbucks, Curry, and others due to their heroic acts in the pandemic (Bluelight, 2023). 
Public recognition 
Public recognition increases engagement and productivity by fostering a positive workplace and motivating teamwork thus decreasing employee turnover (Clack, 2020). However, it ensures drawbacks such as favouritism and recognising the wrong individual. As obtained from the reports of 2020, the nurses played the most crucial role during the pandemic for which the nurses in NHS were highly recognised and they received what they deserve for the first time (The Guardian, 2020). 
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Make recommendations, both in the short term and in the longer term to improve nurse retention to lower the nurse attrition rate in the UK. 
Short-term recommendations
It is highly recommended that the Human Resource Department provide adequate training and development programs to nursing professionals in the UK. As stated by Jacob et al. (2021), providing adequate development training procedures such as seminars and workshops offers career growth opportunities to the nursing staff and encourages them to perform much better. It provides practical information regarding risk and safety management that serves as the core mandatory training procedures and defines their values and objectives. The nurses in this scenario will perform much better and gain enough popularity thus enhancing their retention rate. The nurses will possess a better knowledge of the activities that must be performed to ensure better outcomes. This, in turn, will significantly reduce the attrition rate in the UK. 
Moreover, it is highly recommended for the HR department conduct anonymous meetings, discussions, and services to collect feedback from the nursing staff to optimise nurse retention. Collecting regular feedback from the nurses will help the management to understand their needs and desires in the workplace (AL‐Abrrow et al., 2021). Active feedback collection provides a powerful way to assure staff that their opinions are valued and get which finally improves their satisfaction thus enhancing retention and lowering the attrition rate. It is also considered to be an effective procedure for better understanding the process that helps the nurses to access information resources and tools to perform their respective duties successfully and diligently. Further, the management team will also be able to resolve any issues on an immediate basis thus fostering a favourable work culture where they feel valued, heard and respected. 
Long-term recommendations 
Nurses who experience under-compensated behaviour within the workplace are likely to opt for other alternatives. In this scenario, it is advised for the Human Resource Department within a Health Care sector to ensure whether or not the nurses are fairly compensated due to their efforts and are offered adequate benefits or reasonable pay. Extended sick leaves, health insurance, flexible schedules, and paid time off for emergencies or personal reasons boost the overall motivation and satisfaction of nurses towards the firm (Srikanth et al., 2022). Better salaries will prevent nursing professionals from opting for other alternatives. They will finally dedicate more effort and concentration to their current job thus optimising the retention rate and mitigating the serious issue. This will finally help the nurses to avoid switching between alternative employment thus reducing attrition significantly.





[bookmark: _Toc134660170]Conclusion 
Thus, it can be concluded that attrition refers to the gradual decline in the number of employees when they leave a firm but are not replaced. The above report delivered deeper insights into the cause and effect of employee attrition in NHS. Further, the monetary and non-monetary methods applied by NHS depicted the numerous reward schemes applied by the organisation to retain its nursing professionals and ensure better functioning. Lastly, the recommendations provided will help the human resource department in NHS to retain their nursing professionals with satisfactory outcomes. 
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