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[bookmark: _Toc143553991]Introduction
Working as a human resource manager in a reputed consultancy firm a report to be drafted exploring the current incidents of employee attrition within the country’s nursing industry. Intending to do so an intricate evaluation of the causal elements and subsequent effects of employee attrition within the cited sector to be undertaken along with recognising the five distinct monetary and non-monetary staff retention schemes applicable within the NHS for nurses. The final section of this report shall focus on incorporating a valid recommendation both in short- and long-term aspects aiming to improve the current retention rate of the nursing professionals in the country.
[bookmark: _Toc143553992]Causes of employee attrition in UK’s nursing industry and its effects
As evident from several sources the nursing industry of the United Kingdom is currently witnessing a high burn out rates particularly within the nurses associated at care homes and within community service providers. One of the primary causes behind the same is sought to be lack of adequate workforce planning and application ineffective working strategies and policy initiatives. Also, the incompetency of the healthcare organisations operational under the National Health Service of UK is incompetent in preventing the nurses to resign from their jobs. Also, according to published studies, the higher turn over rates within the nurses of NHS is due to presence of more pressure sores particularly amount the residents and the increase work challenges to address the health outcomes of the elderly patients in care homes of UK. Lack of job satisfaction, late night work schedules and lack of motivation are other factors that are believed to increase the employee attrition rates within the nursing industry of UK (Halder, 2018).
Furthermore, existence of poor working conditions associated with structural problems within the organisational premises of NHS and poor management and overwork are other causal factors in this context. This is further coupled with dissatisfaction within the nurses in terms of their existing pay structure directly demotivating the young nurses to continue with their job. Issues like professional decorum. Lack of career growth option, compromised technical skills and poor communication ability are other causal factors leading to higher employee attrition within this sector of the United Kingdom (Drennan and Ross, 2019). 
Justified to add, considering the professional demands and responsibilities of nurses they tend to fail in maintaining a proper work life balance causing serious issues on professional frontiers. Also, the existing salary structures of the NHS for its nurses is a key driving force resulting to higher nurses burn out rates. Lack of leadership effectiveness and poor motivational strategies seem to have driven an increased attrition rate within the same. Therefore overall, it can be stated that the current situation of high attrition rate within the nurses of NHS has mainly centred around issues connected with extrinsic rewards, their working ambience, professional growth opportunity, job recognition and satisfaction and ability to make decision in the professional ground (Drennan and Ross, 2019).
Effects 
Understanding the causes of increasingly high turnover rates within the young nursing professionals of the United Kingdom its effect is primarily on the care services related issues of the patients. Lack of properly trained nursing and increasing vacancies in this job role seem to impose a direct impact over the health outcomes of the patients leading to higher vulnerability in compromise of care services and proper monitoring of the patients in healthcare organisations. Evidences of decreased nursing care due to this situation within the nursing sector of UK hence have affected in terms of poor supervisions and greater pressure sores among the residents. Evidences of mismanagement in handling the higher a patient admission rates within the care homes of UK and complication in terms of administration of the antipsychotic medicines to the patients in lack of sufficient trained nurses are identified as other adverse impacts of increasing rates of attrition within the nursing sector of the country. Moreover, the overall operational expenses of NHS coupled with an increased expenses in frequently posting job vacancies and organising employee training workshops for the frequently appointed nurses are other impacts of the same (Fasbender et al., 2019). 
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Source: (Fasbender et al., 2019).
According to a study conducted by the World Health Organisation. The increasing demand for nurses is estimated to exceed by 7.6 million within 2030 which is considered as one of the new future consequences of increased shortage in nurses (Hu et al., 2022).
Therefore, adhering with the above prediction, progressive increasing rates of turn over within the nurses of NHS has resulted to errors in context of providing care services followed with higher patient morbidity rate due to lack of proper monitoring and administration of medications. Considering the organisational premises of NHS, increased attrition of nurses is likely influence and result to high patient-to-nurse ratios leading to mis management and failure-to-rescue rates. Hence the overall quality of care services appears to be adversely affected as a result of high turn over rates within the nurses. this can be aligned with the fact that a reduction in patient monitoring time shall directly result in increased incidents of patient’s falls and accidents within the care homes and healthcare organisations under the NHS (Hu et al., 2022). 
[bookmark: _Toc143553993]Retention schemes of NHS applicable for the nursing professionals
National Health Service identified as the core foundation of the health and social care sector of the United Kingdom have developed schemes and or policies aiming to successfully retain the nursing staffs of the country. Prior entering into a detailed analysis it can be stated that during the tenure of 2017-2018 the number of nurses increased with the number of FTE nurses and health visitors in NHS rising by 4.8%. However, during the early part of 2020, NHS faced a huge employee attrition within the nurses resulting to 40, 000 nursing vacancies in NHS. 
Hence considering this aspect the cited healthcare organisation has developed several monetary and non-monetary schemes with an aim to motivate the nurse ion remaining committed with their job roles and responsibilities (Marufu et al.,2021). 
Non-monetary retention schemes
United Lincolnshire Hospitals NHS Trust abbreviated as ULHT have developed a detailed retention plan outlining the steps taken by the trust to train their nursing professionals. The primary focus was to emphasis om career growth of the involved nurses with an aim to reduce the turnover by 1% within 12 months. Incorporation of career opportunities the new starters and mid-career staffs and surveys to examine the job-related grievances and address the same can be cited in this context (NHS Employees, 2023).
NHS also developed schemes as a part of its long-term plan by introducing a transfer window enabling the staffs to move within NHS between areas while developing new nursing related skills. The National Retention Programme or NRP can be referred in this context. 
Under the retention scheme of NHS, the nurses were offered with targeted mentoring and rewards to earn discount of various activities (England, 2019).
Introduction of light touch initiatives by giving the nurses of NHS a flexible work regime is identified as another successful nurse retention scheme (Can non-monetary benefits improve NHS nurse retention rates, 2023).
Moreover, NHS has also formulated nurses’ retention scheme offering strategic recruitment and career development scopes for the same. An establishment of nurse residency program is also included as non-monetary initiatives taken under the domain of nurse retention schemes by NHS.
Monetary initiatives as a part of nurse retention scheme by NHS
 In addition to the above identified non-monetary strategic approaches introduced by the National Health Service aiming to retain the nurses within this healthcare framework several other monetary initiatives have been also accommodated. 
Responding to the progressive elevation of burn out rates within the young nurses of the healthcare organisations, the National Health Service has developed Nurse Retention Programme under which certain monetary initiatives are been included aiming to increase the retention rate. To note, the governing body of the United Kingdom has introduced local and national initiatives which is inclusive of financial-incentive programs. Under this initiative the NHS has considered offering monetary rewards and bonus to its nurses aiming to motivate them to remain committed towards their respective job roles and responsibilities.
NHS shaping the core structural framework of healthcare in the United Kingdom comprise of a huge nursing base who are believed to be dedicated to offer excellence in course of executing their duties. Addressing the higher nurse burn out rates, NHS has already formulated People Plan and the NHS Long Term Plan with an aim to increase its nurse retention rate. The organisation has introduced Retention hub focused on providing a tailored interventions practise. Under this plan NHS is evident to offer monetary rewards to the nurses based on their performances. The underlying aim is to affirm the job satisfaction factor within the nurses of NHS (England, 2023).
Apart from the above identified monetary approaches taken by NHS to retain its nurse’s introduction of the National GP Retention Scheme can be cited. Under this scheme the nurses of NHS Have offered a package of financial and educational support helping their nurses and to motivate them to pursue with their respective job roles (Improving staff retention, 2023). 
Additionally, NHS has also incorporated provisions for offering bonuses, increments and profit-sharing practises aiming to develop a sense of responsibly with its nurses. 
Referring to the above discussed initiatives and efforts taken by the administration and management committee of NHS to retain its nursing professionals both non-monetary and monetary are found to be equally important. Therefore, irrespective of the direction of initiative taken by NHS its sole aim is to reduce the suddenly increasing number of vacancies created in this position as an outcome of higher nurse turn over rate within the country. 
[bookmark: _Toc143553994]Recommendations and Conclusion
Understanding the grave situation currently experienced by the health and social care organisations operating under NHS due to an elevated rate of nurse turn over incidents few recommendations both long and short term are incorporated subsequently. It is advisable for the management board of NHS to incorporate four distinct elements of a nurse turn over checklist; namely separation (estimating the cost incurred by a nurse leaving the organisation), Temporary replacement (reflecting costly implications inclusive of nurse post vacancy till filled), recruitment and selection (comprising of job advertisements and time spent in checking the application) and finally induction and training (Efendi et al., 2019).
 It is also suggested to promote the nurses operate within a level of autonomy addressing their self esteem needs. Incorporation of a strong interactive base and quick response to the grievances of the nurses of NHS are also advised in this context.
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Source: (Heidari et al., 2017)
Moreover, on long term basis the nurse retention rate within NHS can be assured by incorporating a strategic recruitment process and by promoting a positive learning culture within the organisation. Furthermore, it is also recommended to restore flexible working regime and provide competitive compensation and benefits to its nurses. The current nurse turns over rate seem to be affected by motivating the same are offered with empowerment and also motivated to work sincerely (Heidari et al., 2017). 
Incorporation of a self-assessment tool enabling the nurses to assess their respective career skills. Creating a positive working culture and offering them with adequate career development plan are identified as other strategic practises that are likely the help the nurses with their retention rates.
Introduction of effective training and formulation of internal recognition programs with formation of a supportive work culture are also recommended and expected to improve the current situation significantly. Moreover, the administration of NHS is recommended to focus on assimilation of nurse’s feedback, offering staff recognition to its nurses and focus on improving leadership interactions with an aim to increase the nurse retention rate within the NHS. Efforts to improvise the existing leadership practises by inheriting situational leadership practises are also advised in this context. Boosting the morale of the nurses and introducing a nurse residency program are advised to reduce the attrition rates within the nurses of NHS. Under this program the newly appointed nurses can be provided by offering additional support through the senior nurse. This practise is expected to foster new connections and develop a healthy and collaborative work stricture with NHS (Heidari et al., 2017).
Hence aligning with the above discussed report, it can be inferred that nurses form the backbone of every health and social care organisation of the United Kingdom and stability of the same is highly demanded. 
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