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In the current dynamic business world, most organizations are struggling with their employee retention strategies and their effectiveness within the organizational structure. While preparing career development opportunities for employees, most organizations and expanding their business operations and the significant opportunities that are available for the employees to utilize in developing their professional and personal skills (Farrah ,2023). Most of the layoffs are involuntary because employee attrition can be an extremely stressful job for most organizations and most importantly within the healthcare system of the United Kingdom.
Causes and effects of employee attrition within the UK nursing industry
There are a few reasons why the UK nursing industry is experiencing a high employee attrition rate (Farrah ,2023). The current section offers the significant causes and reasons along with the implications of employee attrition within the UK-based nursing industry (Quek et al. ,2021). The significant causes and effects of employee attrition within the UK Nursing industry are identified with the help of an external environmental analysis where the PESTLE analytical framework is utilized in the current report for the UK nursing industry.
Political and Legal
Brexit has had a significant negative impact on the UK nursing industry because it is separating the European Union from the United Kingdom which is impacting the functional capability of healthcare and nursing institutions.
The lack of resources due to Brexit in the various parts of the UK due to the unavailability of shipment for human resources and other capital resources from the EU. Due to the Brexit situation, many European workers are unable to join the UK nursing industry until they are moving there (Fasbender et al., 2019). This has become a critical threat for nursing organizations and institutions because of the lack of resources.
The ongoing governmental rift between the EU and the UK is causing a lack of personnel. Within the NHS workforce, a huge portion of the workforce originated from outside the United Kingdom. Due to the Brexit and other policy regulation factors the supply of skilled workers in the organization is disrupted where the scarcity of staff is experienced by most nursing institutions in the UK along with the continuous increase in employee attrition (Kline and Lewis ,2019).
Economic
The economic crash caused by Covid 19 pandemic in 2019-2020 is causing multiple threats and difficulties for the NHS and the entire UK nursing industry. The economic fallout has impacted the organization in maintaining its human resources through various economic revolutions considered by the government of the UK (Adams et al., 2021).
Within the United Kingdom in 2018, the attrition rate for nursing students and employees has been estimated to be a massive 24% which is considered to threaten the employee satisfaction rate and the entire sustainability of the nursing industry in the United Kingdom (Bimpong et al. ,2020).
Social and cultural
The average UK population age is continuously increasing at a rapid rate and the various generations within the UK have different perspectives towards the healthcare and nursing industry in the country which is impacting its sustainability and business functions to a great extent (England.nhs.uk ,2023).
The social-cultural factor of the growth of patient knowledge is simultaneously impacting the job satisfaction rate of the nursing employees within the UK nursing industry because mostly the nuances of the healthcare system are transparent to the patients which are increasing their expectations from the nursing institutions to offer the highest quality of healthcare (Kline and Lewis, 2019).
In 2022, it has been identified that over 39% of the total nursing community in the industry is unsatisfied with their job due to the lack of availability of resources and support within the institution (Farrah, 2023).
Technological 
The continuous technological advancements and improvements are leading to a huge change in the service quality offered by the NHS staff members. Modern machinery is increasing the complex scanning systems among the different hospitals across the UK (Farrah ,2023).
Technological advancement is directly impacting the knowledge capacity of nursing students and employees which is creating a significant issue in the staff retention policies of organizations (Oruh et al., 2020).
In the NHS and the entire UK nursing industry, a significant problem regarding understaffing issues still exists because most of the skilled staff are already recruited in other countries for which the UK nursing industry is facing the challenge (England.nhs.uk ,2023).
Environmental
The medical or nursing industry in the UK is continuously becoming the highest contributor to toxic waste, which is currently creating crises such as climate change and global warming (Bimpong et al. ,2020).Medical waste disposal has become an additional responsibility of the workers within the nursing industry of the UK for which their expertise and civic knowledge is referring to their existing skills and criteria (Farrah ,2023).
[bookmark: _Toc131131378]Monetary and non-monetary retention schemes of NHS 
To initiate better retention strategies, there are different monetary and non-monetary retention strategies or incentive schemes available within the national health services (England.nhs.uk, 2023). The continuous attrition level of the employees within the nursing industry of the UK has forced NHS to identify a few supportive monetary and nonmonetary retention schemes which are helping it to reduce excessive employee turnover rate by retaining its human capital (Kline and Lewis, 2019). Some of the significant monetary and nonmonetary retention schemes of the NHS are identified below with the analytical help of SWOT indications to identify the strengths (S), weaknesses (W), opportunities (O) and threats (T) related to each of the schemes.
Monetary retention schemes
NHS is currently utilizing its recent national retention program or NRP with 145 NHS trusts to retain the employees for the first 15 months which shows that over 1100 employees who were determined to leave the organization decided to stay with the organization. This particular scheme is equivalent to 800 full-time nurses who have left the NHS organization since the start of the scheme (Bimpong et al., 2020). (O)
NHS is offering stock options to its employee workforce to retain them and improve the existing employee turnover rate of the organization. Stock options are considered to be a significant benefit which is associated with the organization as the employees are motivated by the stock options to contribute to the growing value of company stocks and shares through which they can earn a significant profit (England.nhs.uk 2023). (S)
INHS also offers profit sharing which is considered to be a significant monetary reward for the employees in the long-term plan covered in the monetary retention scheme of NHS that offers retirement plans to give a share of the company profits. In the deferred profit-sharing plan the employee receives a significant percentage of NHS’s profits based on annual or quarterly earnings (Kline and Lewis, 2019). (S)
Bonuses for the hard work of the workforce are also considered to be a significant monetary retention scheme by the NHS to offer its employees. NHS offers a significant amount of payment to its employees after the completion of a specified responsibility or task to ensure that they are motivated in accomplishing the task within the deadline by maintaining quality and achieving the target in the said timeline (Buchan et al. ,2019). (O)
An increase in the base salary is another monetary reward offered by the NHS to its workforce which is increased based on employee performance in the organizational structure. The company offers a raise of 10% on the annual base salary of the employee to encourage them to improve their productivity and efficiency however, this states a significant threat because the increment percentage (10%) is far too less in comparison to other competitors (Cappa et al. 2019). (T)
NHS within the workforce plan is adhering to the national GP retention scheme within its retention strategy and schemes to offer a package of educational and financial support to each force that helps doctors to leave the profession yet remain in clinical general practice (England.nhs.uk, 2023). This retention scheme will assist the NHS to improve the workplace environment and the employee job satisfaction rate. (O)
Non-monetary retention schemes
There are a few non-monetary retention schemes practiced by the NHS within its workforce. The non-monetary retention schemes of NHS are,
Career progression and development-related action plans and support are provided by the leaders, managers, and human resource department to the different (New) starters and staff members who require it to improve their productivity, performance, and quality of services. This support encourages the end value within the organizational structure however without proper opportunities this plan will fail to offer desired outcomes (Rajapaksa et al. 2019). (W)
Offering appropriate job satisfaction to the old employees as well as to the new employees is a crucial part of the workforce plan created by NHS to improve its employee retention schemes and strategies (England.nhs.uk, 2023). Proper job satisfaction is ensuring that the recruitment process is thoroughly followed and the best talents are recruited within NHS, UK. (O)
NHS is offering continuous work flexibility to its employee workforce to ensure that their motivation level is outreached by the organizational authorities and the productivity levels are also well maintained to ensure that the employees are getting all the job satisfaction that they require to work, productively and effectively (Cappa et al., 2019). (T)
NHS offers volunteer time off for its employee base to ensure that they are not burnt out due to the emergency requirements and their work responsibilities within the nursing institutions of the NHS. Voluntary time off is creating a better work-life balance for the employees that is motivating them to improve their contributions and productivity levels within the organizational workforce (Cappa et al., 2019). (S)
The tangible rewards and gifts or continuously improving the Intrinsic motivation where they are receiving opportunities for career development and other aspects within the nursing industry. The personal career coach and HR practitioner network is offered by the NHS workforce plan to ensure that the employees are getting appropriate levels of support and motivation from the organizational authorities themselves (Hua et al., 2020). (W)
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After considering and conducting the entire report based on the nurse attrition rate in the UK, nursing industry and evaluating the employee retention schemes and performance of national health services or in inches there are a few short-term and long-term recommendations that can be provided to the organization to improve its existing nurse retention strategies to lower the nurse attrition rate in the UK.


Short-term recommendations
For its short-term, the NHS must establish the “Buddy” schemes by offering better support to second-year students who are learning new things in the nursing fortes. The appropriate support offered to them will enhance their self-realization and valuation within the organizational structure, and it will also help them gain better knowledge, both theoretically and practically within the nursing and healthcare systems of the United Kingdom.
NHS must offer better clarity over the importance and the roles of students in practice within the organizational structure, business functions, and most importantly into the healthcare system by clearing up their queries and confusions regarding supernumerary status. This will ensure a better knowledge about career paths and career development strategies for the students and will enhance their perspectives towards the healthcare system and NHS particularly.
The managers within the NHS need to provide better opportunities to the staff, members, and nurses to develop and learn both personally and professionally in the world-based setting to develop themselves and collaborate with the team through an employee engagement strategy.
Long-term recommendations
For long-term purposes, NHS can establish a hardship fund to enable more talented students to have a prospect of considering a career within the healthcare sector by offering them better wage career development opportunities and security through job satisfaction and responsibilities.
NHS must consider working closely with the different higher education institutes in the United Kingdom to offer the healthcare providers in allocating better placements of students and nurses that might ensure that the students are getting paid in an effective timely and efficient way which will ensure better job security satisfaction and the mindset of the students to stay put with the organization for a longer period.
In the long run, the leaders of the NHS must ensure that they are offering a wide range of career pathways and options that are available to students and nurses for their later stages of careers. This particular support will enhance the perspectives of nurses about the organization and will also ensure that their contract with the organization is extended with job satisfaction.
Conclusion 
These are some of the significant recommendations that can be helpful for the NHS to implement a better nurse retention strategy and also reduce the overall nurse attrition rate in the United Kingdom healthcare system. Both short-term and long-term recommendations are offered to the managers, authorities, and leaders of NHS in the UK to improve the employee retention schemes currently existing within the organizational performance and practices.
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