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[bookmark: _Toc129444762]Introduction
Employee Attrition can be defined as the departure of an employee from the organisation for which he or she was working for any reason, either voluntarily or involuntarily. It may be done in the form of resignation, termination, death, retirement and so on. The following report will at first identify and further explore the reasons as well as impacts of employee attrition in the UK nursing industry. Then it will briefly explain five monetary and fine non-monetary employee retention schemes that are currently being used the same industry. Lastly, it will lay down a few recommendations which can be effectively used by the industry to eliminate the issues associated with high employee attrition.

[bookmark: _Toc129444763]“Analyse the causes and effects of employee attrition within the Nursing Industry in the UK”.
Employee attrition is one of the biggest problems that the UK’s nursing industry is facing, and the employee attrition rate is nearly 12% (Farrah, 2022). There can be a lot of reasons that can trigger employee attrition be it lack job satisfaction, lack of engagement, lack of work-life balance, and so on. All of these reasons play a huge part in employee attrition. 
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Fig 1: Employee Attrition rates within the UK nursing industry
(Source: Senek et al., 2020)
Herzberg’s theory of motivation explains that there are some intrinsic factors that directly contribute to an employee's job satisfaction and those factors can be identified as, the sense of achievement at the workplace, recognition from colleagues and management both, the level of responsibility, opportunities for career advancement, and the status provided to the employee (Acquah, 2021). All of these factors positively or negatively impact the employees' job satisfaction.
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Fig 2: Herzberg’s theory of motivation
(Source: Smith, 2022)
Nurses and other staff in the nursing industry have mentioned that it is the high workload that has caused them to leave their jobs in the nursing industry because it severely affects their health as well (Senek et al., 2020). It is a well-known fact that employees from the nursing industry put in a lot of extra hours and long shifts which is why their health gets badly affected. Inadequate administrative policies are another crucial factor that can lead to employee attrition. Organisational policies need to be employee friendly so that the employees can get some benefits out of them (Holmes, 2022). The HR of the organisation has to focus on their policies to be employee friendly to avoid huge staff turnovers. Lack of good supervision is another factor that can trigger employee attrition. Leaders or supervisors need to be fair when it comes to handling employee matters, the employees should be able to trust their supervisor's decisions (Drennan and Ross, 2019). Not all good employees make good leaders, and for that the employees should possess leadership skills. If the employees cannot trust and communicate their problems to their leaders, it is far more likely that they will consider leaving the organisation. If the employees do not feel heard and appreciated even after putting in a lot of effort, hard work, and extra shifts the employees will feel disengaged with their jobs and the organisation and will leave the organisation sooner or later.
Not owning any spare time is a crucial factor for employees of the nursing industry to quit their jobs and leave the organisation. The nursing industry in itself is a very challenging field and long working hours, and not-ending shifts are the challenges that the employees have to face in their daily lives (Marufu et al., 2021). It can have a physical and mental toll on the employees. Employees need to have a work-life balance in order to do their job efficiently. In the UK in some organisations, it is mandated that the nurses have to work night shifts due to a shortage of employees which made the situation even worse for the employees. Another big concern for employees in the nursing industry is the salary (Fasbender et al., 2019). Even after working for long hours, extra shifts and night shifts the salary that they are getting as salary is not enough and that can be a triggering factor for quitting the organisation and even shifting to some other industry. Job dissatisfaction is another thing which is another reason for employee attrition or turnover. The job of an employee in the nursing industry is very intense and employees need some recovery time after a shift or a working day not getting enough time to recover can lead to job dissatisfaction.
Another cause of job dissatisfaction in the nursing industry is that there is no scope for career advancement. The opportunities for growth are very minimal when it comes to growth in the nursing industry (Ruffini, 2022). Even after working for a long period of time and having a lot of expertise in the field the chances of advancement are really infrequent because of the lack of structure. All of these reasons are somewhere equally responsible for the turnovers in the nursing industry in the UK and because of these factors the retention rate of nurses is decreasing, and which is adding a lot of pressure to the employees who are currently working in the industry (Anderson et al., 2021). The high attrition rate and high patient to nurses ratio is causing burnout in those nurses who are currently working in the industry causing them severe stress and unimaginable workload and mandatory night shifts. Because of the high patient to nurses’ ratio, the patients also experience more errors and lack of care.         
There are a wide range of negative consequences of employee attrition in the UK nursing sector such as increased cost of hiring, impaired services and morale and many more. Past studies have highlighted that more than two-thirds of the UK nursing organisations had suffered a productivity loss of greater than 15% due to high employee attrition (Acquah, 2021). In addition to this, they had also suffered significantly increased cost of recruitment which eventually negatively impacts upon their quality of services. High employee attrition can be considered to be the major source of poor motivation and morale of the existing employees as such turnover increases their workload (Farrah, 2022). High amount of workload on the existing nurses can lead to minor injuries like needle stick injuries.          
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1. Pension Scheme: NHS pension scheme is exclusively designed for employees who work for the NHS or for an organisation that provides NHS services. There are two pension schemes for NHS nurses. 1995/2008 pension scheme which is for those employees who joined NHS prior to 2008 under this scheme the pension is based upon the salary of the best of the last 3 years for the 1995 section and for the 2008 section the benefit is based upon the salary of the best 3 of the last 10 years (Senek et al., 2020).
1. Tax Levied: After retiring the employees of NHS receive the pension amount based upon their respective pension scheme and the pension amount is tax-free. The NHS provides their employees with a pension amount that is non-taxable so that the employees can enjoy the total lump sum without any tax deduction.
1. Free Flights and Paid Accommodation: NHS for their international employees cover their flight expenditure to the UK after confirmation of jobs and the amount also does not get deducted from their employee’s salary as well. Upon landing in the UK for the first eight weeks the NHS provides accommodation to their international employees as well (Thompson and Walton-Roberts 2019). This helps their employees to have some time to settle down in the new place and adjust to the new culture and environment and then look for a place for accommodation.
1. Paid Nursing Degree and Training: To combat the situation of nurse attrition in the workplace and nursing student attrition the NHS has made out schemes for paid training. Every student should go through a two-section competency and the institution covers that entire test. The institution covers the entire charges of giving both tests so monetary problems cannot be a bar in becoming a nurse in the UK. The NHS has always lent out its hands to students who want to study in the field of nursing through their NHS Learning Support Fund. The support fund also includes training grants, parental support payments, and so on. The institution also provides student loans to individuals who want to pursue a career in nursing, and paramedicine. 
1. Three-year Working Contract: The institution also provides an initial three-year working contract to international nurses so that they can come to the UK and work in the nursing industry and initially adjust to the new environment without having to worry about work.          
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1. Retention Direct Support Programme 2017 (RDSP): The NHS has launched its retention direct support program in June 2017 to help organisations whose employee attrition rate is comparatively higher. The program mainly focuses on firstly stabilizing the attrition rate and then decreasing it through the course of this program. For the purpose of this program's workshop, two members from the organisation will be invited, one from the nursing team and one from the HR team, and during the workshop, the attendees will get the opportunity to discuss the possible reasons because of which the organization's attrition rate is high so that the organisation can understand the problems that they need to fix (Abela, 2023).
1.  National Retention Programme: The NHS has established this program in 2020 to combat nurse attrition and to improve the retention rate by offering better staff experience to employees. The program aims to provide support to nurses of all categories such as early career, experience at work, and later career (Palmer and Rolewicz, 2022). Employees at different stages of their careers face different issues and the risk points are also different. The program aims to understand and provide support according to those risk points and their support is also tailored accordingly. The program also aims to tackle the problems like job dissatisfaction at different points of a career with its bundle approach rather than single actions. 
1. Career Planning: The NHS also provides its employees with career development opportunities and career planning. The institution aims to create career development plans based on the needs of every individual (Sayli et al., 2022). The institution also aims to conduct 1-2-1 meetings in the organisations so that the meetings can create an opportunity to discuss development plans with the employees so that both patient care and employee development can happen at the same time. The organisation with the worst hit of employee attrition will have to rethink its policies to encourage their employee's career development.
1. Providing Support to the International Staff: The NHS aims to provide support to the international staff as well by urging the organisations to work with the systems to understand their role to help the international staff feel valued in their organisations (Bimpong, 2020). It is a priority of the national workforce to recruit ethical international staff as part of the NHS Long Term Plan and NHS People Plan and this will require refocusing on the needs of the international staff.
1. Flexible Retirement Plan: The institution gives choice to their employees whether they want to take retirement, or they want to continue their work in the same way or in a different way. By offering this choice to the employees the organisations can retain experienced staff, their valuable skills, and knowledge. The organisation can also encourage their retired staff to join staff banks so that the bank staff can cover the high demand periods.        
[bookmark: _Toc129252626][bookmark: _Toc129444767]“Make recommendations, both in the short term and in the longer term to improve nurse retention in order to lower nurse attrition rate in the UK”.
Through this assignment, it has been understood that crucial factors of different levels contribute to the employee's decision to leave and that leads to high employee attrition. In order to avoid such high attrition, the authorities and concerned organisations should look closely into the matter and work as fast as possible to eliminate these factors so that the nursing industry can flourish. There are some recommendations that might help organisations in the short- and long-term process of employee retention:
1. It is recommended that the UK nursing organisations may strengthen their hiring process by giving preference to the older applicants over new ones (Farrah, 2022). This is mainly because the older applicants are most likely to stay for a much longer period of time and they may not look for other development opportunities.
1. It is recommended that they must strengthen their supervision system. The supervisors must possess all the necessary knowledge and expertise as well as they must be well versed in human relations and communication (Fasbender et al., 2019). Efficient supervision along with excellent communication and feedback system can significantly reduce the employee attrition rates.
1. It is recommended that they must appoint nursing assistants including other supportive staff members in accordance with the volume of the patients. This can significantly reduce the workload and work pressure. 


[bookmark: _Toc129444768][bookmark: _Toc129252627]Conclusion
The following report has identified and explored the reasons as well as impacts of employee attrition in the UK nursing industry. Then it has briefly explained five monetary and fine non-monetary employee retention schemes that are currently being used the same industry. Lastly, it has laid down a few recommendations which can be effectively used by the industry to eliminate the issues associated with high employee attrition.
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