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Introduction
The workforce shortage is one of the most critical challenges affecting the National Health Services (NHS), the publicly funded healthcare system in England. Concerning the workforce shortages, nurse shortages serve as one of the key contributors as the posts for registered nurses account for over one-third of the fulltime equivalent vacancies in NHS trusts (Shembavnekar and Kelly, 2023). As workforce shortage, especially increasing attrition rate among nurses is one of the biggest challenges facing the NHS and adult social care in England to indicate a seriously understaffed condition, NHS managers have been encountering escalating pressure regarding motivating and retaining staff. Such a scenario drives this coursework to prepare an essay outlining the causes and effects of employee turnover, especially increasing nurse attrition, in the United Kingdom by considering the examples of NHS, alongside evaluating the monetary and nonmonetary incentives used for employee retention to provide suitable recommendations for improving nurse retention by lowering the rising attrition rate. Founded in 1948 and employing over 1.2 million employees, NHS is one of the four National Health Service systems in UK and the second-largest single healthcare system in the world after the Brazilian healthcare system named Único de Saúde. It is responsible for providing the majority of healthcare services in England (About NHS UK, 2023).
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[bookmark: _Toc142955007]Causes:
Nursing, the single largest profession in NHS, has been suffering from considerable staff shortages. Data related to June 2022 revealed 40,365 nurses of NHS left active service in England, indicating one leaver in every nine nurses (Palmer and Rolewicz, 2022). Such data, reflecting the significantly high attrition rate of 11.5%, is an all-time high, as there were 6,100 more leavers that the previous peak five years ago. However, the availability of information related to reasons forcing nurses to leave the profession is regrettably limited. While retirement is attributed as one of the most common reasons, poor work-life balance (WLB) is also considered one of the major factors causing nurses across the nursing industry of UK to leave the profession (Ocean and Meyer, 2023). Healthcare workers, especially nurses, frequently cited WLB issues and increased professional stress as the primary drivers for staff attrition and burnout. Concerning the case of NHS, uncertainty in the recruitment programme can be attributed to increased nurse attrition. While factors like improving working conditions are within the control of the NHS, others like the attractiveness of outside professions are beyond the control. Compared to other public sector workers, employee satisfaction in terms of leisure time and income has remained lower for healthcare staff over the past decade, leading them to leave the profession at a higher rate (Anderson et al., 2021).
Evaluating the current scenario fundamentally creates an increased responsibility for the UK Government to provide immediate attention to nursing pay and workforce planning to address the current crisis of staff retention. Research conducted by the Royal College of Nursing (2023) explored some complex reasons causing the nursing staff to leave the profession to find out that insufficient staffing arrangements to ensure patient safety, inadequate pay, lack of career progression opportunities, poor working conditions and harassment & discrimination at the workplace are major account for the increased nurse attrition in the UK nursing industry. The lack of fully funded healthcare workforce plans in the country is making the crisis worse.
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The increasing attrition rate among the nurses in the healthcare system of UK has been creating substantial cost pressure on the country. Replacing a fully-trained nurse costs £12,000, and the cost will soon ramp up as the nurse turnover rate is reaching 12% (Farrah, 2022). For example, a large acute NHS trust usually employing 3000 nurses, with a typical turnover rate of 10% to 12%, will require spending a minimum of £3.6 million annually for replacing fully-trained nurses leaving the profession. It would significantly affect the financial performance of the healthcare system by raising the cost burden, thus affecting the quality and delivery of overall care plans. In summary, the considerable impact of the high nurse attrition rate would cause immense damage to the NHS trusts, with its visible and invisible costs that can spiral rapidly and threaten productivity.
The rising number of nurses leaving the workforce is creating complex financial challenges for the entire healthcare system, primarily because of the complicated nature of determining an employee’s value. Billions of revenues per year are required to be spent on the nursing agencies to supply NHS-trained nurses to worsen the crisis of budget deficit (Walton, Donnelly and Malnick, 2015). In just three months in the summer of 2022, NHS Trust spent around £1.9 billion on locum staff, leading the Government to introduce immediate measures to curb the skyrocketing spending. While these measures were able to cut the rising expenditures on recruitment agencies, the secondary costs were beyond their control. These costs include the initial deficiency in productivity while the new persons become accustomed to the new roles and workers experiencing overworked or overstretched due to the increasing absence of colleagues (Flynn, 2023). Increased turnover among nurses means a significant downgrade in the quality of patient outcomes because of the rising participation of novice nurses and the lack of job satisfaction due to work stress and staff fatigue.
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The critical shortage of staff and high rate of staff turnover has led many NHS trusts to offer significantly high pay packages of up to £4,500 per annum to attract nurses and encourage them to remain with the workforce. For example, one trust named Cheshire and Wirral Partnership, providing services to over 2 million patients in the North-West, has been attracting nurses to join the mental health and learning disability teams by offering a bonus of £4,500 (Das and Ungoed-Thomas, 2023).
Apart from bonuses, some NHS trusts have also decided to provide lucrative salaries to nurses to encourage them to join the ‘difficult to recruit’ areas and stay with the workforce. For example, West London, one of the NHS foundation trusts, has been offering salaries starting from £25,655 to take up the roles of mental health nurses, apart from offering a bonus of £3,000 paid over a year.
Driven by the attractiveness of outside opportunities, mainly in terms of pay, to drive a large number of NHS nurses to leave the workforce, the Department of Health and Social Care announced to adjust the existing pay frameworks by permitting NHS trusts to offer incentives of up to 30% of basic pay to nurses, thus ensuring the growth of the workforce.
Apart from providing a one-time bonus to nurses over the first year, many NHS trusts have declared providing an additional bonus over the second year of their tenure to encourage their extended stay with the profession (Ball and Ejebu, 2021).
NHS has allowed local businesses like gyms to provide discount memberships to nurses and targeted mentoring for new joiners as key incentives for ensuring their retention in the workforce (NHS News, 2019).
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As introduced by Sherwood Forest Hospital, one of NHS trusts, in June 2021, the internal transfer scheme has allowed nurses to apply for sideways transfers to other wards, thus enabling them to explore internal opportunities at the same level but in different areas, thereby simplifying the recruitment process and promoting nurse retention (Wildgoose, 2022).
Developing a compassionate and inclusive culture serves as one of the major nonfinancial schemes for promoting nurse retention by the NHS. As healthy cultures across NHS organisations are important for delivering high-quality, safe and effective patient care, developing a conducive work environment with an ambitious, forward-looking and inspiring vision is crucial for improving staff retention and reducing increased nurse attrition (Williamson, Burog and Taylor, 2022).
After considering the grim effects of the greatest workforce crisis in its history, the NHS has introduced light touch initiatives like providing enough flexibility at work to nurses while taking care of their training and professional development. Such an initiative helped the healthcare system retain over 1,700 more nurses and midwives (University of Surrey, 2022).
After studying the employee-level administrative data, Retention Direct Support Programme (RDSP), a targeted and clinically-led programme, was introduced in 2017 to focus on improving non-wage aspects of the job, such as improving autonomy, strengthening training and increasing clarity to a hospital’s mission statement, to ensure the decrease in number of nurses exiting the profession and promote nursing retention (CIPD Factsheet, 2023).
NHS has understood the need for providing importance to improving the work environment by focusing on the health and wellbeing of employees. It drives the organisation to take initiatives related to fulfilling the basic rights of its healthcare staff and nurses, such as maintaining clean restrooms, dedicating proper space for lunch or breaks and accessing drinking water easily (CIPD Guide, 2022).
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The overall recruitment process must be designed timely and effectively in a highly competitive labour market so that staff with the right set of skills, knowledge and values join the organisation promptly. Setting up discussions with potential candidates in the job roles of nurses in various areas must focus on providing them with a realistic understanding of the detailed requirements of the jobs they are applying for, as well as the organisation as a whole (Efendi et al., 2019). Recruiters of NHS ensure the candidates have realistic expectations of the specific job roles will help reduce the likeliness of them leaving the current workforce.
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In order to help new candidates smoothly perform the duties and responsibilities of nurses in different care settings, developing a robust induction crucial, as it enables new employees to gain practical information for carrying out their job roles effectively and becoming an integral part of the team. The managers in NHS must conduct one-on-one meetings at regular intervals for measuring the progress of each nurse and offer necessary support, contributing to the supportive approaches to induction (Labrague et al., 2020). Many NHS trusts have already implemented such an approach, leading the managers to invite newly qualified nurses to take part in a tea session with their senior team members or board directors.
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Supporting staff through offering career development opportunities plays a crucial role for the entire career of an employee and those should be based on their individual preferences and career aspirations. apart from building a strong industry programme and holding one-on-meetings between managers and staff, conducting regular appraisals significantly contributes to the development of any retention strategy (Marufu et al., 2021). For example, meetings should be treated as an opportunity for understanding the development needs of each nurse and agreeing to those for ensuring the delivery of high-quality patient care and career progression.
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From the overall discussion, it can be argued that around one-third of the NHS, workforce belongs to the late stages of their career, where they must feel valued by the organisation and supported while performing their job roles to fulfilling their individual needs and ambitions. With the professional needs of people often changing over time, supporting healthcare staff, especially nurses, at the later stages of their career to enable fulfil those needs can significantly encourage them to continue working for NHS (Modaresnezhad et al., 2021).
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Based on the evaluation of the overall scenario, the illustrations of the alarmingly increasing attrition rate among nurses critically portray the serious issues of workforce shortage in the nursing industry of UK. Driven by the poor work environment, low pay and ineffective work-life balance, among others, nurses in huge numbers are quitting the NHS workforce. It has created a significant cost burden for the government while degrading worker productivity to affect the quality of the overall patient-oriented outcome. From the analysis, it is clear that a wide range of areas must be provided with attention for supporting improvement to reduce nurse turnover and promoting their retention. It is suggested that efficiently designed recruitment plans, developing robust induction programmes, supporting career development and assisting staff to fulfil their late career needs can substantially help NHS address and overcome the current issue.
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