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National Health Service or NHS for short is the universal healthcare system in the United Kingdom. In recent years there has been a rise in Employee attrition in NHS as more and more nurses are leaving the service for multiple reasons. This report will Analyze the causes and effects of employee attrition within the Nursing Industry in the UK.
According to the latest statistics 40,365 NHS nurses in England left active service as of June 2022. (in, 2022) the cause and effect of such turnover will be discussed below:

[bookmark: _Toc130338976]Causes of Employee Attrition
Causes of Employee Attrition in the Nursing Industry can happen for multiple reasons, luckily the survey data will help to understand the primary reason why nurses started leaving the job.
1. Retirement: this is one of the main causes of employee attrition in the nursing industry as many nurses are retiring, and the administration is unable to fill up their position fast enough.
2. Personal circumstances: Personal reason has also played a factor in the recent employee attrition, this is due to many changing their mind or simply does not want to be a nurse or leaving the country.
3. High Workload: High workload is a major reason why many left nursing, they work long hours and are overworked, this of course this to dissatisfaction, poor performance, unable to care for patients. 
4. Feeling undervalued: Overworked nurses felt that they are not treated with proper respect or recognition and this creates dissatisfaction with management who pushes them with the workload.
5. Low staffing: the high workload is an effect because of low staffing as managers don’t hire or train new nurses even when there was a spike in the need for more nurses during COVID-19 not that many nurses were hired.
6. Poor pay and benefits: Another reason for employee attrition in the nursing industry is inadequate compensation. Nurses may feel that they are undervalued and underpaid for the work they do, leading to job dissatisfaction and finding better pay elsewhere. (Grimshaw and Carroll, 2008)
[bookmark: _Toc130338977]Effects of Employee Attrition
These causes have their effect that creates severe problems in the industry and patients, the effects from this are such:
1. Increased Workload: The effects of employee attrition has caused the already nurses to work overtime and take care of multiple patients, before employee attrition one nurse hypothetically was assigned to maybe 3-4 patients but now each nurse must monitor and take care of 6-7 or even 8 patients.
2. Decreased Employee Morale: With overwork and low pay, the nurses are starting to feel as if they are not treated with proper respect or recognition by the managers, which might lead to depression and mental problems among the nurses.
3. Decreased Quality of Care: Since nurses have more tasks they can not properly take care of a single patient, As experienced nurses leave they take with them knowledge and experience, which in turn creates another problem where new nurses cant go for help from experienced nurses.
4. Increased Costs: Turnover leads to an organization looking to replace them, but training nurses cost time and money, and these costs can be significant since they also lose productivity.
5. Increased Stress: High workload creates stress among professional nurses, which leads to impacting their job. increased stress, anxiety, and burnout are the causes of high workload and employee attrition. This can even make nurses unable to do their work and even quit as a result of it.
6. Less Access to Healthcare Services: Fewer nurses equals less access to healthcare services since their the ones that provide healthcare services the most to patients. This costs money and time for the NHS and creates an ever-expanding backlog of patients which leads to more problems in the future.
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[bookmark: _Hlk130338713]Employee retention schemes are now used by NHS to pursue existing nurses as well as any new nurses to stay. This report will analyze and discuss five monetary and five non-monetary existing retention schemes used by NHS.
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Monetary retention is financial incentives or rewards to employees to encourage them to stay with the company. This report will discuss and analyze 5 monetary retention schemes used by NHS, which are discussed below:
1. Competitive salary: This is one of the most effective ways to retain an employee, NHS is providing them with a competitive salary and better bonuses to incentive them to stay and work for NHS. However, the competitive salary may not be enough to retain nursing professionals, particularly with the current increasing demand and workload pressures.
2. Loan Repayment Programs: The NHS has created a program to help nurses with student loans. This will incentivize nursing professionals to remain with the NHS, as NHS will provide them with financial support to pay off their student loan debt. However, this might work with those who have no student loans. (Yun et al., 2021)
3. Relocation Packages: The NHS is helping those nurses who want to move to another place in the country by rolling out relocation packages, this package will help nurses with financial support to relocate. However, this might not work with nurses who want flexible work hours. (Ryan et al., 2019)
4. Overtime Pay: The NHS is now offering overtime Incentives for nurses who work overtime. This might also encourage nurses to work extra hours for extra pay. However, this still might not encourage nurses to work extra because some looking for work-life balance. (Rimmer, A., 2019)
5. Bonus Scheme: NHS has stated a bonus scheme to motivate nurses to stay with NHS, this bonus may be given out to nurses based on performance, length of service, or any achievements they have done. However, bonuses may not be enough to retain nurses, particularly those who are looking for more flexibility and work-life balance.
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Non-monetary retention, are to offering non-financial incentives or rewards to employees to encourage them to stay with the organization. This report will discuss and analyze 5 non-monetary retention schemes used by NHS, which are discussed below:
1. Flexible Working Hours: NHS is now offering flexible working hours, this includes flexible schedules, part-time, job sharing, Shift work, and even a Compressed workweek. This is to help with who are seeking a work-life balance. However, some nurses still might not be able to take advantage of this due to high work.  (NHS Employers, 2022)
2. Mentorship Programs: A program that gives support and guidance from experienced nurses to younger nurses has been introduced by NHS, this program aims to help younger rookie nurses get as much help as they need from experienced nurses. However, with how many professionals are leaving or retiring this program might have a problem in the future. (Leadershipacademy.nhs.uk, 2023)
3. Recognition and Rewards: The nurses with outstanding performance are given recognition and rewards for their hard work and dedication. However, this might not stop those who are looking for a better job. (NHS Employers, 2022)
4. Better work Environment: NHS is starting to provide a work environment where nurses can work without any stress and even provide modern equipment and supplies that nurses need. However, this is still not enough as a high workload can destroy this environment. (NHS Employers, 2022)
5. Health and Wellness Programs: Wellness programs that help nurses to stay healthy are being offered by NHS, this program aims to help nurses with their health. However, this program does not seem to be enough to stop nurses from looking for better jobs. (NHS Employers, 2022)

Employee retention is crucial to the success of any organization. The nursing industry in the UK is experiencing a significant level of employee attrition, particularly among younger nurses. This report has aimed to analyze the causes and effects of nurse attrition in the UK, evaluate the existing retention schemes used by the NHS for nursing professionals, and make recommendations to retain existing nurses and reduce nurse attrition.
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The causes of nurse attrition or turnover in the UK have several reasons such as workload, working conditions, lack of support and recognition, and low pay contributing to the high levels of nurse attrition. The effects of nurse attrition or tunover have a far-reaching negative impact on patient care, staff morale, and healthcare outcomes.
The NHS in the UK has implemented various retention schemes both Monetary and Non-Monetary and to reduce nurse attrition, such as Competitive salary, Loan repayment programs, Relocation packages, Overtime Pay, flexible working arrangements, mentorship programs, Flexible working hours, Mentorship programs, Recognition and rewards, Better work environment, Health and Wellness Programs, and career progression opportunities. However, these schemes have not been effective in reducing nurse attrition, particularly among younger nurses. The high vacancy rate within the Registered Nursing staff group is evidence of this. The report will give short-term and long recommendations for NHS to consider.

[bookmark: _Toc130338982]Short-term Recommendations
Short-term recommendations, this recommendation should be taken by NHS immediately or in the near future say in one year or two, this action will have immediate results but waiting too much time on them might not get the results, the window for this is short so NHS must take this action given below:
Increase compensation: The NHS should consider increasing nurse compensation to make nursing a more attractive career option. this could include higher salary, bonus, financial support, overtime pay, and other incentives.
Address workload issues: the workload issues should be addressed by increasing staffing levels and providing resources to support nurses in their work.
Provide support and recognition: The NHS should provide nurses with support and recognition for their work. This can be achieved through mentorship programs, financial support, and recognition programs.
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Long-term recommendations, these actions will time to implement as well as will take much longer time to gain results, these recommendations are to increase the overall performance of NHS and make employee attrition reduced as much as possible.
Career progression opportunities: The NHS should develop career progression opportunities for nurses. This can be achieved through training, development programs, and opportunities for promotion.
Improve working conditions: The NHS should improve working conditions for nurses by providing a safe and comfortable working environment as well as a working environment where they want to work This can be achieved through the provision of modern facilities, equipment, and resources.
Address generational differences: The NHS should address these differences to improve nurse retention. Younger and older nurses have different expectations and needs. The NHS must address this and make incentives based on what each generation what.
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Nurse attrition in the UK is a huge issue that requires a multi-faceted approach to address. The recommendations provided in this report can be implemented in the short and long term to improve nurse retention and reduce nurse attrition. The NHS should take a proactive approach to address nurse attrition to ensure that patients are not affected and nurses are happy.
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