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In the healthcare sector, nurses play a critical role in sustaining activities more smoothly. They are not only providing care to the patients, but they also help the medical practitioners to conduct their work, and in the treatment of these patients. Besides, they also work under the difficult phase and risk their lives for humanity. However, in recent times, it has been identified that nurses are leaving their jobs for several reasons. This is negatively impacting the healthcare sector, which has been discussed in this report with suitable evidence for this topic.    
[bookmark: _Toc130070080]1) Analyse the causes and effects of employee attrition within the Nursing Industry in the UK 
Cause of attrition in Nursing Industry:
As mentioned by Eriksson, Vulkan and Dellve (2022), attrition of nursing professionals can occur from multiple factors. Among these, the most important one is the balance of work-life and job prioritization. However, these two factors are given secondary importance within the hospitals and by the nurses themselves. This makes a serious issue for the nurses and leads them to leave their jobs. Besides, registered nurses (RNs) are also facing an issue, which has been observed in several types of research. In 2022, the number of leaving of trained nurses from the healthcare sector has increased by 25%. According to Chellammal and Magesh (2018), nursing professionals, salary plays a major role in their attrition process. On the contrary, behind attrition, the recognition makes a low impact on their jobs. It has also been observed in this context that the attrition level among nurses is generally lower in the public sector. This is possibly because the nurses get better job security in the public sector, which makes them think twice before attrition. The leaves of nursing professionals are majorly done from the domain of community trust providers (16.8%), and care trust providers (14.7%). However, several other factors contribute to nursing attrition in the healthcare and nursing industry.
As opined by Dewanto and Wardhani (2018), in addition to these primitive factors, there are certain other causative factors which can influence this attrition process. These are unsatisfied with payment, shift works, high numbers of reported cases, and changes in practice environment can be considered the causative agents. Besides, some depressive factors also come into consideration that cause physical and mental problems for nursing professionals. This fatigue, lack of concentration, irritability, unhappiness, emotional exhaustion, depressive sensation, and depersonalization are of major importance. According to Chellammal and Magesh (2018), these may cause negative stress-related impacts on the nurses, which can influence them as a caregiver to patients. There is a clear trend of leaving the jobs by nursing professionals, as in the last 12 months, 34,000 nurses have left their jobs. The workload of the nurses is also very high, and there is uncertainty about the patient treatment as well. Under that mental condition, the nurses may experience behavioural disengagement and fall under severe stress. Altogether, these are causing them to become attritional in work. However, this high attrition puts an additional workload on the remaining nurses and puts them under stress for their job. There are presently 16,800 vacancies shortage of professional nurses in the hospitality sectors, which are managed by temporary staff.  
Effect of Attrition in Nursing Industry:
As stated by Poku, Donkor and Naab (2022), nursing attrition may severely impact the healthcare sector and the overall organization. The nursing shortage negatively impacts the healthcare sector, as it increases the urgency and importance of retaining staff. In the healthcare sector, nurses need to serve their jobs at the hospital for a certain period. This can help in improving their knowledge and influence their career development. Besides, the presence of experienced nursing staff within the hospitals is also important for the healthcare sectors to serve the patients satisfactorily and safely. According to Bae (2022), having these staff within the healthcare system is thus helpful from several perspectives, even for junior nurses. They can guide them and help them in carrying out routine activities well. Thus, having a scarcity of trained nursing staff in the healthcare sector is not only distressful for serving the patients, but it also negatively influences other nursing staff, as it imposes load and stress on the remaining staff. It has been observed that 17,000 posts of RNs remained unfilled in the healthcare sector, and this shortfall varies over time. 
As Dewanto and Wardhani (2018) commented, the high turnover rate of the nursing staff from the healthcare sector can bring many negative impacts on the organization, which can affect its overall performance rate as well. For example, this can cause dissatisfaction among the patients, along with impairment in their safety. Hospitals may even experience loss of patients, which is a negative factor in maintaining their performance standard with a reduced reputation. However, there are certain other impacts, which can be perceived as the negative influence of attrition of nursing staff. According to Bae (2022), this turnover of nursing professionals can increase the load and stress on other nursing professionals, which can affect their normal work-life balance. Further, to meet the increased demand for nurses, hospitals must recruit new staff, and this recruitment does not have a positive outcome for them. It only increases the hospital's recruitment, selection, and training cost, along with the negative impact on normal daily workflow, patient service, and reputation. This leads to the demand to recruit or engage 50,000 nurses by March 2024, which is yet to achieve.                
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Monetary retention schemes:
Total rewards can be used as a measure for motivating the nursing staff as a continuous process for sociological, psychological, and economic exchange with the nursing staff. As focused by Duru and Hammoud (2022), this can be done with the help of increments in salary and allowance rates to influence the nursing staff during the retention and recruitment process. This can improve the overall retention scheme of nursing professionals.
To ensure proper retention of the nursing staff, the respective authority in the hospitality sector must provide competitive compensation and benefits to the individual. According to Oates et al. (2020), compensation and benefits are the primary retention factors which can make nurses stay engaged in their workplace. Besides, the external situations should also be focused on in this case while increasing the salary to make it competitive for the nurses.
The hospitality sector and its authority should keep pace with the demands of the nursing staff. As identified by Putra, Kusnanto and Yuwono (2020), the salary ranges of the nurses should be kept at pace with the location. For that, some other benefits should even be offered to the staff to attract candidates beyond the location in case the increasing salaries are not feasible for the healthcare sector to provide.
Apart from providing handsome salaries or other benefits to the nursing staff, they should be put under a proper career development plan. The leaders must take the initiative in this aspect, through which the nurses can pursue advanced degrees in preparing for leadership charges. According to Chamanga et al. (2020), this can be a part of a monetary retention scheme for the nursing staff, where they can promote the professional development of the nurses.
As Duru and Hammoud (2022) referred to, the recognition and reward of the nurses should also be given to them properly and put under the governance of respective healthcare authorities. The organisation should stay attractive for the new nurses, while the existing nurses should know and value the entire system. The reward systems should be delivered meaningfully because the rewards should not be large, though significant.         
Non-monetary retention schemes:
As suggested by Collard, Scammell, and Tee (2020), in the context of non-monetary nursing staff retention, the main task is to hold the talented and valuable employees within the firm to prevent them from quitting their jobs. This employee retention can come in a different form to reduce the turnover intention of nursing professionals. Besides, the firm should also ensure job success for the nursing staff so that the nurses intend to stay longer.
Nurse leaders must identify the key factors that can influence the work environment to increase the retention rate of nursing professionals in the healthcare sector. According to Everett (2020), this can also be used to attract new direct-care nurses to maintain an adequate workforce. For that, they can focus on dissatisfaction management style, which is the major driver in managing the nurse job dissatisfaction and turnover rate in hospitals.
Some primitive factors should be focused on, such as non-monetary retention schemes and retention schemes of the healthcare sectors for RNs. These factors are healthy interpersonal relationships, a friendly working environment, and job security can be focused. As discussed by Marufu et al. (2021), the nursing staff also prefer these factors as a part of their retention within the work sector. These are the key variables for motivating the nurses and influencing them to remain within the organisations for longer.
According to Bumby (2020), the value of the hospital places can be added as an influencing factor for the non-monetary factor of the nursing staff retention scheme. This can have a direct effect on the commitment level of the organisation. This can be done with stronger clinical mentorship and supportive supervision for the nursing staff. This can facilitate the retention scheme for novice nurse midwives within the organisation.
Enhancement of hospital culture and reinforcing the values through some programs can be another important way for RNs retention. As referred to by Collard, Scammell, and Tee (2020), the sense of job security and the work environment should be prime factors for influencing them in the retention process. Besides, adequate planning should be done for HRM and formulation of these policies.
[bookmark: _Toc130070082]3) Recommendations, both in the short term and in the longer term to improve nurse retention to lower the nurse attrition rate in the UK 
Short-term recommendation:
The nurse residency program can be organized to increase the retention rates of nurses in the healthcare sector. This can be an integration tool for them, which can help them stay in the organisation. This can be used to support the newly degreed nurses in the profession. This can help them build their decision-making mind and leadership approach (Labrague, Nwafor and Tsaras, 2020). This is helpful at the first transition phase in careers and allows them to work in this field well. With this, they can learn leadership skills early in their careers and remain competent in their job.
The nurses must undergo evidence-based practice in the job sector. This can infuse the latest research findings into their practices, which can help them gain knowledge about their job. Even the patient care service can be enhanced with this practice’s help (Bumby, 2020). With this, they can improve their work and get better career growth. This improvement of the skill and helping them in patient care by giving suitable knowledge regarding treatment can be important for them to give personalized care for patients and retention.    
Long-term recommendation:
To ensure long-term retention in the healthcare sector, nurses must undergo competitive compensation and other benefits. The nurses regularly put themselves in danger, particularly when working under critical conditions, like a pandemic. This imposes stress on them, for which they may want to leave their job. Their work should be appreciated, and competitive salaries and comprehensive benefits should be given to them (Duru and Hammoud, 2022). Besides, their performances should be recognized, and performance bonuses should be provided to them to show how indispensable they are and their value in the healthcare sector.
The nurses must undergo career development opportunities that can help them stay in the organisation for better growth in furthering their tenure. One of the most important reasons for quitting their job is not getting growth in their career, which should be rectified well. Besides, the healthcare sector is constantly changing, and new treatments for emerging illnesses are introduced in this field regularly (Jönsson, Stavreski and Muhonen, 2021). Thus, the nurses should be enabled to manage this by refining their skills. Besides, they should have embraced the opportunities to develop confidence with organisational support, like providing tuition reimbursement.    
[bookmark: _Toc130070083]Conclusion 
From the above report, it can be concluded that there are several reasons behind the quitting of jobs by nursing professionals. This can be caused by the stress of the job, as well as less recognition, salary, and other factors. However, the departure of many nurses is creating a shortage of trained and skilled individuals in the healthcare industry, and the caregiver of patients is affected negatively. Thus, this can be rectified with some strategic actions, which can be both monetary and non-monetary. These are being discussed in this report, along with the recommended actions for this.    
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