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[bookmark: _Toc143816328]Introduction 
The NHS was born on 5th July 1948. First time doctors, nurses, dentists, opticians, pharmacists, and hospitals came together to provide free healthcare for all people. Sylvia Diggory at 13 years old, became the first NHS patient, who says: “Mr Bevan said that this day will prove to be a memorable one for you and a moment in history that will be remembered for the rest of my life” (Welsh, 2021).
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Minister of Health Aneurin Bevan on the first day of the National Health Service, Park Hospital, Davyhulme, 5 July 1948
This report will discuss nursing professionals in NHS UK. It will be submitted to the head of Human Resources NHS and proceed with this work as an expert in employee retention. Moreover, there will be a focus on the cause and effect of employee retention in NHS-UK. Additionally, the NHF in Great Britain uses five non-monetary and monetary schemes. Moreover, some long and short-term recommendations regarding employee retention in order to reduce the attrition rate in healthcare will be discussed.

[bookmark: _Toc143816329]1.  Assessing employee attrition in the UK nursing industry 
 In the United Kingdom, several factors lead to a gradual reduction in the number of nursing professionals, so it is essential to know about several causes behind this situation and show the effects (Sija, 2022). The data shows that NHS staff are increasingly working longer hours and taking fewer days off, while wages and benefits have remained stagnant. This has led to an increased level of stress and burnout among NHS staff, which has had a direct impact on job satisfaction and on the quality of care they are able to provide. As a result of the COVID-19 pandemic, the UK healthcare system had to redesign its services and adapt its resources, and many employees voluntarily left their jobs. Consequently, NHS staff have been overworked and bureaucratized.

Cause of employee reduction in the nursing industry
High Workload. A high workload in healthcare is one of many problems nursing professionals face. Due to the high workload, the employee faces many issues such as long working hours and demanding responsibilities, all of which result in physical and emotional exhaustion (Namin et al. 2022). Burnout and limited resources result in high turnover rates among nurses in the United Kingdom. According to data collected from NHS-England in June 2022, 40,365 employees left their jobs and looked for other employment opportunities, which equates to one out of nine nurses in the workforce. The report also demonstrates that there is an 11.5% leaver rate. [image: A graph with blue and purple lines
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Figure 1: Staff leaving stats
Source: (Ahmad, 2022)
Inadequate Staffing levels. These are also one of the most significant causes of staff reduction in the NHS. As a result of inadequate efficiency in healthcare, nurses are overworked and are under stress (Ahmad, 2022). Insufficient staffing levels and an inappropriate work environment harm nurse job satisfaction and patient care quality. In June 2022, 46,800 vacancies were reported in the healthcare sector in the UK due to a serious staffing shortage.
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Figure 2: NHS Vacancy Statistics
Source: (Digital.nhs.uk, 2023)
Luck of growth and progression. This is another important cause affecting retention in NHS UK. According to Moscelli et al. 2022, high work pressure on nurses results in limited opportunities for career advancement and this leads to a sense of stagnation. The employees felt that if they continued with the same job, this would not be an easy method of advancing their careers (Sayli et al. 2022). When there is no clear path for career growth, people quit jobs and move on to other options. In March 2022, there were 27,100 nurses, nurse assistants, and midwives who left the professional register in the United Kingdom, the highest rate compared to the first round.

  Effects of employee reduction on the nursing industry
Staff Shortages. A shortage of qualified nursing staff and an ageing nursing population are two growing problems, according to Carter and Tourangeau (2012). As a result of staff shortages, the remaining staff in NHS UK are overworked, so patient care is compromised, job satisfaction declines, and staff morale plummets. Therefore, the work environment is becoming toxic and the employees are attempting to escape.
Increase recruitment and Training cost: Whenever an existing nurse leaves their post, the government body recruits new candidates and spends additional money on the training and recruiting process. Over 25% of nurses left their jobs from June 2021 to June 2022, in addition to 7,000 nurses leaving their position in healthcare as compared to the previous year (Digital.nhs.uk, 2023). Based on actual data provided by 46 NHS England trusts, over £46,336,807 was spent on recruitment agencies and management consultants
Reduce continuity of care: The concept of continuity refers to the cooperation between health care professionals and patients. The nursing profession bridges several disciplines needed to provide patient care. The quality of healthcare is affected by employee turnover. In healthcare organizations, high nurse turnover decreases continuity of care due to a decrease in knowledge base. Additionally, new nurses will need time to build rapport with patients, which can negatively affect quality. For instance, a study of 1600 hospitals found that a 10% increase in nurse turnover led to a 4% rise in patient mortality rates.

[bookmark: _Toc143816330]2.  The Monetary and Non-Monetary Retention Schemes used by the NHS to retain nursing professionals

   Monetary Retention Strategies
Competitive salaries: Nursing professionals should be offered competitive salaries in the monetary retention scheme (Wilkins et al. 2023). Professionals in the NHS can be retained and attracted more effectively if they receive adequate compensation. 
Performance-Based Bonus: The NHS provides bonuses to employees based on performance. For nursing professionals, this thing serves as a monetary incentive. This bonus is provided not only for the individual but also for group performance. Fair and transparent criteria for bonuses motivate employees to achieve their goals.
Financial support for professional development: NHS provide some financial support to the nurses that support their education as well as career development opportunities. This thing is essential to inverse job satisfaction in the company (Health careers.nhs.uk, 2022). NHS supports career development, but they must ensure such opportunities are available to all nurses. For example, the NHS should offer flexible working options and online training to nurses who cannot attend physical training sessions.
Relocation Assistance Program is one of the retention strategies for nurses, and it serves as a means of attracting more candidates (Garcia and Qureshi, 2022). As an example, the NHS provides excellent support for nurses who wish to relocate their positions and jobs. As a result, the nurse is able to relocate more easily. However, it is particularly important to consider long-term sustainability in this context. 
Pay rise: As part of a monetary retention scheme, the NHS has offered a pay rise in recent years. For example, these efforts keep pace with inflation and recruit new talent. There has been a 4.5% pay raise offered recently, and further increases are planned. 

   Non-Monetary Retention Strategies
Supportive work environment: This fall under the non-monetary scheme and is extremely important since it promotes teamwork, open communication, and other factors that are directly related to employee satisfaction as well as retention (Wang et al. 2022). In addition to promoting a positive work environment, it requires constant support from management and leadership in order to be successful.
Flexible work arrangements: In the NHS, there are flexible work arrangements like job-sharing options or part-time jobs, which can aid the nurses in making better work-life balance (Zeng et al. 2022). Flexibility is very crucial in healthcare to provide mental and emotional peace but it is very important to have clear guidance that could ensure equal workload distribution (England.nhs.uk, 2023).
Mentorship and Professional support: The company also focuses on mentorship and some programs related to mentorship that lead to support in personal and professional development. It is also very important to provide a sense of belonging (England.nhs.uk, 2023). On the other hand, this is not managed effectively across the organization so it reduces the job satisfaction of nurses. 
Recognition and Reward: This is essential and also comes under a non-monetary retention scheme that helps the nurse professional to achieve objectives. Along with this in the NHS it also led to a boost in the job satisfaction and morale of the employees. The NHS must focus on a transparent and fair recognition process for rewards in the company (NHS Employers, 2023).
Professional growth opportunities: Nurses at the company have the opportunity to advance in their careers through a variety of development programs, career advancement guidance, and specialized training. However, it is important to ensure that all staff members have access to this information.  

[bookmark: _Toc143816331]3. Recommendations for improving nurse retention in the short and long term
NHS retention rates in the United Kingdom must be improved to ensure it can provide excellent healthcare support. The following are some recommendations based on both short- and long-term considerations.
Short-term recomandations
By ensuring appropriate staffing levels, the company can improve work-life balance for the nursing staff. It is then necessary for the NHS to address the workplace culture by recognizing the contribution that nurses make to the overall success of the organization (England.nhs.uk, 2022). Furthermore, recognizing and resolving issues of discrimination within the organization, staffing shortages, and reducing the workload of nurses will improve employee satisfaction, thereby improving the retention rate of nurses. It is important for nurses to be satisfied in their workplace if they are going to deliver high-quality care. A company should collect feedback from nurses who wish to leave this position and learn about the reasons for their departure so that it may formulate policies that can increase the retention rate in the organization. 
Long-term recommendation
In order to develop long-term strategies, a company must include some value that will be able to support them in the long run. As an example, the company should develop strategies to support the mental and physical well-being of its employees. Thus, the NHS can provide employee assistance programs and promote a healthy work environment. Once the company has developed a career pathway, it is important to provide its employees with opportunities to develop their careers in both a professional and leadership capacity. A collaborative relationship between the NHS and some of the best educational institutions would allow employees to enhance their abilities by adding to their knowledge base while improving their skills. To address the actual issue of nurses and provide effective solutions to them, the company needs to implement retention programs with more emphasis (Shippee et al. 2022). Moreover, the NHS should work on retention strategies so that it can choose candidates aligned with its objectives.
[bookmark: _Toc143816332]Conclusion
To summarize all of the above, it is fundamental that we first address the cause of employee retention in the healthcare sector, especially in the NHS. There have been a number of factors mentioned, such as staff shortages, workplace culture issues, work-life balance, and others, and the company can implement short and long-term strategies to eliminate these issues and increase employee retention. It is essential to focus on fair and transparent recognition of all employees, including nurses, along with five monetary and non-monetary schemes that can help the company operate and provide support to all employees. It is evident that NHS management has a lot of work to do to ensure employee retention and provide a supportive working environment.
Healthcare relies heavily on nurses. They provide care, support, and medical advice, and ensure patients receive the proper treatment and care. Nursing is the backbone of healthcare, and nurses should be recognized for their dedication and commitment. 
Dag Hammarskjöld once said: “Constant attention by a good nurse may be just as important as a major operation by a surgeon.” 
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