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[bookmark: _Toc141926552]Introduction
Employee attrition (also referred to as turnover) is an ongoing challenge in UK nursing sector hospitals and individual nurses alike, creating numerous difficulties for both parties involved. Factors including an insufficient supply of trained nurses, high patient loads, inadequate advancement prospects and emotional toll all play a part in this crisis. To combat it, National Health Service (NHS) has instituted various retention initiatives designed to attract and keep qualified nurses. This report explores these initiatives' effectiveness by investigating financial and non-financial retention tactics used by NHS to attract qualified nurses - immediately and long term suggestions on how enhance retention and reduce attrition rates respectively.
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Causes of Employee Attrition
In the United Kingdom, nursing profession is experiencing high rates of staff attrition or turnover, commonly used to refer to how frequently workers leave their jobs. High rates of nurse and healthcare worker turnover is detrimental to patients, hospitals, and the quality of care delivered. This study will investigate what motivates nurses to leave their jobs in the UK as well as its effects. A shortage of available nurses is one key contributor to staff turnover. Since 2015, UK nursing has struggled to meet its demand (Vrontis et al., 2022). As more people seek medical assistance, qualified nurses cannot keep up with demand and consequently current nurses become exhausted as turnover increases. As a result of the demanding nature of their employment, nurses often experience high levels of stress, extended work hours, and heavy workloads. Some nurses may leave their jobs in search of less demanding ones because of the stress of caring for patients and the accompanying administrative duties and paperwork requirements. Providing employees the room to advance their careers is a key factor in keeping them around. 
Whether or not a nurse stays in their field depends on the accessibility of learning and promotion possibilities. If nurses have little room to advance in their current positions, they may go elsewhere for employment. To recruit and keep qualified nurses, pay and benefits must be competitive. Because of low wages and little perks, nurses at certain healthcare facilities may go elsewhere for work or decide to quit the industry entirely (Meijerink and Keegan, 2019). Job satisfaction and a pleasant work environment are two key factors in keeping people around. Nurses are more inclined to look for work elsewhere if they feel they aren't getting the support or communication they need from their superiors. The emotional toll of nursing is high because of the frequency with which nurses must observe their patients' suffering. Some nurses leave the profession altogether to avoid the mental and emotional toll of burnout and compassion fatigue. 
Effects of Employee Attrition
The high rate of turnover in the UK nursing business has serious consequences for hospitals, nursing homes, and patient care. Organisations in the healthcare industry may make working conditions more favourable for nurses by focusing on retention. Investment in workforce development, pleasant workplace culture, and recognition of nurses' efforts may all assist keep nurses in the UK and keep the nursing profession strong and stable (Carnevale and Hatak, 2020). When nurses depart, the remaining staff has to pick up the slack, which may lead to higher workloads and stress. Overworked nurses are more likely to quit their jobs, perpetuating the problem. The quality of treatment patients get may suffer if the nursing staff often changes. The danger of mistakes, compromised patient safety, and decreased patient satisfaction increases when personnel is inexperienced or overworked. 
Healthcare organisations face substantial losses due to employee churn. Time and money are needed for the recruitment, training, and onboarding of new nurses. Furthermore, gaps in productivity caused by the loss of skilled nurses might further contribute to the cost burden. The nursing profession places a premium on continuity of treatment. Nursing relationships may be strained by high turnover rates, which can reduce the quality of care provided to patients. When nurses experience high turnover, it may cause the team to become disjointed and lose its cohesiveness (Singh et al., 2020). This may make it harder for team members to share information and work together, ultimately lowering productivity. A company's standing in the nursing community may suffer if staff turnover is high. It may be difficult to hire new nurses if the word gets out about the negative working conditions. 
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Monetary retention schemes
Pay Increments and Bonuses: Nurses in the NHS are eligible for pay raises called "pay increments," which are determined by the number of years the nurse has worked for the NHS. A nurse's income rises with time in accordance with their level of experience and seniority in the field. Seeing their hard work and devotion rewarded monetarily might encourage them to remain with the NHS for the long haul (Stewart and Brown, 2019). Nurses that go above and above in patient care, leadership, or other areas are rewarded with performance-based incentives. 
Retention Premiums: Nurses who agree to work in regions or departments with staffing shortages or difficult working conditions may be eligible for retention premiums in the form of extra cash incentives. Some examples of places with a shortage of qualified nurses include outlying regions, specialised units, and whole departments. The NHS plans to solve personnel shortages and guarantee enough staffing in crucial areas by providing retention payments. 
Relocation Packages: Nurses who are prepared to relocate for employment inside the NHS are often granted relocation packages. The goal of these packages is to make it easier and cheaper for people to relocate for work. Help with moving fees, help finding temporary housing, and other monetary incentives could all be part of the relocation package (Kaufman, 2019). 
Flexible Working Options: Nurses may have more autonomy over their work hours and working conditions because to the availability of flexible work choices. Part-time schedules, job-sharing, shortened workweeks, and altered start and finish hours are all examples. Providing such alternatives might be a very attractive perk for nurses who are trying to strike a balance between their professional and home lives. Nurses who have the option to choose their own schedules are less likely to experience burnout and report higher levels of job satisfaction.
Overtime and Bank Shift Opportunities: Healthcare workers in the NHS may choose to work extra hours or take on "bank shifts," which are temporary shifts added to the schedule in order to address fluctuating staffing needs. Overtime pay and bank shifts are two ways for nurses to supplement their salary (Azizi et al., 2021). 
Five non-monetary retention schemes
Career Development and Training: The National Health Service (NHS) provides nurses with several educational and professional development options. Programmes for nurses' ongoing professional growth and development are called CPD (continuous professional development). Courses, workshops, seminars, and conferences devoted to the growth of nursing, medicine, and healthcare technology are examples of such opportunities (Collins, 2021).
Work-Life Balance Support: There are several programmes in place throughout the NHS to help nurses maintain a healthy work-life balance. Nurses who have the option of setting their own schedules are better able to balance work and life. Nurses who also have to care for patients, go to school, or just want a better work-life balance may benefit from this.
Recognition and Appreciation Programs: A good work environment and higher morale among nurses may be achieved via the implementation of recognition and appreciation programmes. To acknowledge nurses' efforts, the NHS may hold events to show their gratitude, provide "Employee of the Month" awards, or issue commendations for exceptional performance (Wilton, 2019). 
Staff Well-being Initiatives: Programmes aimed at improving employees' health and happiness are crucial to maintaining a positive and productive workplace. Nurses in the UK have access to a range of confidential counselling and support services via the NHS's employee assistance programmes (EAPs). The National Health Service (NHS) prioritises the health and happiness of its nursing workers, as seen by its investment in their well-being. Workers who believe they are valued and appreciated at work are more likely to stay in their current positions.
Leadership Development Programs: The purpose of nursing leadership programmes is to discover and develop individuals with leadership potential. Aspiring nurse managers, clinical leaders, and educators may find training, mentoring, and career advancement opportunities via the NHS (Stone et al., 2020). The National Health Service (NHS) intends to establish a strong cadre of nurse managers who will lead by example and motivate their staff by investing in leadership training. If nurses can see a clear route to advancement and development in the NHS via leadership roles, they may be more inclined to remain in the field. 
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Short term
In the near term, attracting and retaining nursing professionals may be aided by offering competitive wages and other monetary incentives, such as retention bonuses or premium payments for working in high-demand regions. Short-term incentives to retain nurses include the provision of financial perks like overtime pay and relocation packages. Short-term improvements in work-life balance may be achieved by the introduction of flexible working choices, such as part-time or job-sharing agreements, for nurses. Supporting nurses through significant life events, such as having children, is an important part of retaining them in the nursing profession (Stone et al., 2020). Establishing prompt programmes of recognition and gratitude for nurses may improve morale and create a more pleasant working environment. 
Nurses will be more satisfied in their jobs and more likely to stay in them if they are recognised for their efforts and appreciated via ceremonies and awards. The emotional and physical health of nurses may be helped immediately by providing them with EAPs, counselling services, and other wellness options. Taking care of nurses' acute health concerns might help keep them in the profession longer and improve productivity (Collins, 2021). Potential nurse leaders may be found and nurtured via the implementation of intensive but brief leadership development programmes. Investing in nurses' leadership skills helps keep them in the company by showing them a path to promotion.
Longer term
Long-term, improving nurses' proficiency will require instituting CPD programmes that are both all-encompassing and ongoing. Nurses are more likely to remain in the field if they see possibilities for advancement and specialisation in their careers. Long-term, the healthcare system has to engage in thorough workforce planning to guarantee sufficient numbers of registered nurses in all facilities (Collins, 2021). Staffing levels that are just right alleviate stress, prevent burnout, and boost job satisfaction, all of which help to keep nurses from leaving their positions. Increasing nurses' sense of agency and participation in decision-making may improve morale and productivity on the workplace. Providing nurses with more agency in their daily work and caring for patients has been shown to increase their dedication to nursing. Nurse leaders will be fostered over time via the creation of leadership development routes and mentoring programmes. 
Succession planning and the development of a pool of qualified nursing leaders may both benefit from the systematic identification and cultivation of rising nursing leaders. Long-term success requires constant attention to the happiness of employees. Keeping nurses healthy and resilient requires maintaining their access to mental health services, wellness programmes, and other well-being activities (Azizi et al., 2021). Long-term success necessitates a focus on changing policy in ways that lead to better working conditions, reduce staffing gaps, and bolster the nursing workforce. Having a positive effect on nurse retention may be achieved by working with lawmakers to enact nurse-friendly legislation.

[bookmark: _Toc141926556]Conclusion
In conclusion, it is essential to maintain a stable and competent nursing workforce in the UK by addressing the causes and consequences of employee attrition within the nursing business. Financial and non-financial retention plans are crucial in the NHS in encouraging nurses to remain in their current positions. However, long-term plans concentrating on career advancement, work-life balance, well-being programmes, and leadership development are essential to promote sustained nurse retention and decrease attrition rates. The United Kingdom (UK) may enhance patient care and healthcare outcomes by creating a supportive and rewarding environment for nursing staff by adopting both short-term and long-term suggestions.
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