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1. [bookmark: _Toc143611310]Introduction
Personnel turnover is a significant issue for the National Health Service (NHS) in the UK, particularly for nurses. The high turnover rate is a result of several factors, including job dissatisfaction, low pay, and limited opportunities for promotion. The National Health Service's (NHS) existing nurse professional retention programmes will be analysed in this article along with the causes and consequences of nurse turnover in the UK healthcare system. Finally, retention strategies will be suggested. The focus of this investigation is the UK.
2. [bookmark: _Toc132812593][bookmark: _Toc143611311]Analyze the causes and effects of staff attrition within the Nursing Industry in the UK.
The absolute and relative rates of nurse turnover peaked in the fiscal year that concluded in June 2022, according to data from the Nuffield Trust. In England, 40,365 people, or one-ninth of the nursing workforce, left during this time. That amounts to somewhere in the neighborhood of 9% of all nurses. According to the findings, community provider trusts had the second-highest percentage of nurse turnover (16.8%) and care trusts had the highest rate of nurse turnover (14.7%). On the other hand, acute non-specialist trusts experienced average turnover of one in eight nurses. This is due to a lack of registered nurses with acute care experience working in these trusts. The Kings Fund 2022 estimates that the NHS lost 23,000 registered nurses under the age of 45 in the preceding year. According to this, there has been a 26% increase from the same time last year.
Many registered nurses (RNs) in the United Kingdom choose to quit the profession because they dislike their jobs. Numerous factors, such as low compensation, an excessive workload, a lack of necessary tools, and few prospects for career advancement, contribute to this discontent. I'm more depressed than usual because of all of these things. According to the Royal College of Nursing, excessive levels of stress, a lack of staffing, and a lack of management support are to blame for 31% of certified nurse’s considering leaving their current jobs within the next year.
A correlation between the shortage of nurses and insufficient pay and benefits may exist. One of the key factors contributing to unhappiness and exhaustion in the medical sector is the practice of overworking and underpaying nurses. Due in significant part to the organization's low pay rates, the National Health Service (NHS) is having trouble attracting qualified candidates to fill unfilled nursing positions. The inadequate compensation that was paid directly contributed to this outcome.
An organization's well-being in general may be negatively impacted by a high rate of turnover among nurses.  Despite having more work available to them, many nurses are not taking advantage of it, which has led to a deterioration in both the standard of care and client satisfaction.  Compared to the costs of keeping the current nursing staff, the costs of hiring and training new nurses are substantially higher. These additional costs are the responsibility of the National Health Service (NHS). Given how frequently nurses leave their jobs, there is an urgent need for increased resources to aid in the recruitment and training of new nurses. 
The quality of care provided to patients was found to suffer from high nurse turnover, according to studies conducted in the UK. According to a Kings Fund study, institutions with high nurse turnover have higher rates of prescription mistakes and patient falls (Kings Fund, 2021). Since licensed nurses could abandon behind years of knowledge and skills established at an institution, leaving the nursing department might negatively impact the treatment provided to patients.
[bookmark: _Toc132812594]Additionally, if there aren't enough nurses, those who are still working are usually overloaded since they must take on extra tasks to try to make up for the personnel shortage. This could lead to stress and burnout. This is done since there aren't enough nurses in the area. In accordance to research conducted by Brewer and associates and presented in the year 2020, the task of nursing could grow more difficult as a result of this, which may lead to tiredness and make it tougher to retain nurses. A 2012 study by the Royal College of Nursing found a correlation between rising employee sickness and absence rates and high demands and a lack of staff levels. 
As a result, the frequent shortage of nurses has a severe financial impact on the National Health Service. Finding and training new nurses can be expensive and eventually become prohibitive. According to Brewer et al. (2020), hiring and training new nurses will cost about 90 thousand pounds by the year 2020. These expenses much exceed what is required to maintain the size of the current nursing team. The corporation will probably have to pay more on personnel due to the high turnover of its nurses. The employment of temporary employees by the National Health Service (NHS) may lead to even greater price increases, according to a Nuffield Trust analysis dated 2022.

3. [bookmark: _Toc132812595][bookmark: _Toc143611312]Based on your research, determine five current retention programs—five financial and five non-financial—that the NHS uses for nursing professionals. Then, critically assess each programme.
[bookmark: _Toc143611313]3.1 Monetary retention schemes 
The NHS may offer retention compensation to nurses who work there for a predetermined period of time. Based to a Health Foundation study (Buchan et al., 2020), retention bonuses are a good way to increase staff happiness while reducing nurse turnover. A retention bonus of £2,000 was paid to the nursing employees at Scotland's NHS Greater Glasgow and Clyde, which resulted in a 19% reduction in the rate of quitting (NHS Greater Glasgow & Clyde, 2022). Given this, rewards for staying in the profession could aid nurses in their current roles.
There is evidence that suggests flexible scheduling increases nurse retention. For nurses who need to balance their professional and home life, a part-time or sharing duties schedules are choices. The two main factors in nurse turnover, stress and exhaustion, are decreased as a result of this. Additionally, nurses who have flexible work schedules may find it easier to juggle their professional and personals obligations (Royal College of Nursing, 2022).
The NHS offers nurses trainings and development programmes to help them becoming better nurses because it understands how important it is to give them options for career progression. Offering nurses the chance to advance their careers significantly increases retention rates, according to study from the Health Foundation (Buchan et al., 2020). According to the study, nurses who were given opportunities for professional growth experienced reduced turnover rates. This implies that encouraging professional development is a workable method for improving nurse retention.
Another type of financial incentive the NHS can give nurses is pay hikes, which will help to ensure that their salaries are commensurate with their duties. In the UK, one of the main reasons nurses leave their professions is because of low pay, according to a Nuffield Trust analysis (Nuffield Trust, 2022). This problem is addressed by suggesting periodic compensation increases because research has shown that these actions increase job satisfaction and lower nurse attrition rates.
[bookmark: _Toc143608103][bookmark: _Toc132812596][bookmark: _Toc143611314]It's been proven that giving bonuses to nurses is a good way to keep their current jobs. NHS may provide cash rewards to its nursing personnel if they achieve specific goals, such as reducing patient wait times or raising the standard of treatment. The Health Foundation's studies (Buchan et al., 2020) have demonstrated that incentives are effective in boosting nurse work satisfaction and retention rates. For instance, nurses received a £1,000 offer at NHS Grampian in Scotland in exchange for a 36% reduction in patient falls (NHS Grampian, 2022). As a result, it is possible that offering nurses monetary benefits could help to lower turnover.
[bookmark: _Toc143611315]3.2 Non-monetary retention schemes 
To help nurses maintain a healthy work-life balance, advance their careers, and find fulfilment in their jobs, NHS provides non-financial retention strategies. One of these initiatives, known as "work-life balance," is providing nurses with access to daycare, health insurance, and counselling services so they can better balance their personal and professional lives (NHS, 2021a). This programme can help nurses feel more satisfied at work and reduce their stress levels, increasing their likelihood of long-term career retention.
Through seminars and mentoring programmes, the NHS also gives nurses the chance to advance their knowledge (NHS, 2021b). It is possible that this program's opportunities for personal and professional growth can boost the motivation and job satisfaction of healthcare team members.
By providing a pleasant workplace, the retention of nurses can be increased. The NHS encourages a culture of gratitude, appreciation, and teamwork to keep employee morale high. NHS can offer incentives including appreciating employees' performance, team-building activities, and social gatherings to boost morale and keep a positive work environment (NHS, 2021c). The nursing staff's commitment to the organisation and level of passion for their work could both increase as a result of this programme.
Having the support of senior management is also essential for retaining nurses. The NHS may offer opportunities for nurse leaders and managers to improve professionally in order to promote a fun workplace and increase nurse retention (NHS, 2021d). This programme has the ability to increase both the nursing staff's commitment to the company and their passion for their work.
[bookmark: _Toc143608105][bookmark: _Toc132812597][bookmark: _Toc143611316]Maintaining a staff of nurses requires open communication and constructive feedback. The NHS might enable open channels of communication and feedback so that nurses may express their issues and propose solutions. In turn, nurses might experience a greater sense of commitment to their profession and career happiness (NHS, 2021e).
4. [bookmark: _Toc143611317]Provide solutions to enhance nurse retention in order to reduce the UK's nurse attrition rate, both in the short and long terms.
The trend of nursing shortages of workers becoming a global concern is in no way attributable to the United Kingdom. This article offers both short-term and long-term remedies to the issue of the UK's National Health Service (NHS) having a significant retention issue with its nursing staff. The first thing that springs to mind is what the NHS administration can do to raise employee morale and prevent nurses from quitting. To quickly address the needs and concerns of nurses, increased internal interaction is first and foremost required. Second, a company's morale may be raised by adding more employees, which will help keep staff members longer. The third strategy is to provide opportunities for professional improvement, which will demonstrate your appreciation for your nursing staff and boost nurse retention. Fourthly, attracting and retaining great nursing staff can be aided by providing benefits and pay that are competitive with the market. Finally, fostering a friendly, supportive environment, supporting a good work-life balance, and praising nurses for their efforts are all examples of ways to promote workplace norms (NHS Improvement, 2019).
An additional thorough strategy to address the issue's underlying causes is necessary for a long-term remedy to the healthcare personnel dilemma. Reevaluating job responsibilities or creating new, highly specialized professions is the first step in finding a solution to the problem of excessive work and job needs. Second, policies addressing work-life balance, chances for career advancement, and flexible work hours should be implemented to accommodate the demands and worries of younger nurses. Thirdly, a culture of gratitude can be established by publicly thanking nurses for their efforts and encouraging a supportive environment at work. Fourth, if nurses wish to create a supportive and encouraging work atmosphere, they must develop their leadership skills. Participation in leadership development programmers may be advantageous for both current and future nursing leaders. A more encouraging and supportive work atmosphere can be created by developing one's leadership abilities in the nursing field. Last but not least, funding technology innovation and advancements would simplify the work of nurses and enable them to provide better patient care. To increase productivity and streamline procedures, this can entail introducing cutting-edge technology such as computerized medical records or telehealth services (NHS Improvement, 2019).
The UK's National Health Service (NHS) is losing nurses, thus this problem needs to be addressed with a multifaceted approach that includes short-term as well as long-term recommendations. The recommendations made for the longer term, however, call for a deliberate effort to address the fundamental causes of the nursing employment shortfall. Longer-term suggestions frequently consider the future, and shorter-term suggestions frequently give priority to the here and now. By putting these suggestions into practice, we can improve the working conditions for nurses and the care that patients get.
5. [bookmark: _Toc132812598][bookmark: _Toc143611318]Conclusion 
Nurse retention is a big problem for the British healthcare sector because of high nursing attrition rates. By implementing financial and non-financial retention strategies, this problem can be overcome, and nurse retention can be increased. To retain nurses on the job and improve their job satisfaction, financial incentives should be provided. Examples of incentives include renewal payments, flexible work arrangements, chances for career promotion, pay raises, and bonuses. Non-financial strategies that can increase nurse retention include work-life balance, opportunities for professional advancement, a healthy workplace, management and leadership assistance communication, and feedback. To address the numerous reasons why nurses, a combination of financial and non-financial turnover measures may be developed in the healthcare sector to decrease the number of nurses who quit the profession in the UK and increase nursing professionals' recruitment.
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