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Human resource management is the process of managing people in the organisation it is the most valuable asset of an organisation (Gary, 2011). Human resource management includes selection, recruitment, training and development, well-being of the workforce and compensation. Human resource management aims to increase employees’ performance by managing them effectively and motivating them to take contributions to achieving organisations' goals and objectives. In this module, we will discuss various causes and effects of employee attrition within the Nursing Industry in the UK and we will also discuss various monetary and non-monetary existing retention schemes used by NHS to retain employees I will also give recommendations for both short-term and long-term strategies to improve nurse retention in NHS industry. 

The nursing Industry in the UK faces a great challenge due to employee attrition or turnover. Due to employee turnover Nursing Industry loses experienced and skilled nursing staff which decreases the overall growth of this industry (Hausknecht and Trevor, 2011). This module aims to explore the causes and effects of employee turnover within the Nursing Industry in the UK.
Due to the high workload and burnout experienced by nurses, most of the staff switch to another career. For this reason, the UK most of the time face understaffing and increases patient-to nurse which resulted in extreme work demand and long hours. Nurse has to take extreme pressure and stress of caring due to the high pressure of patient for this reason they find alternative job career to take a break from this pressure and stress. Secondly, the nurse does not get compensated for their extra pressure except for some critical role in health care delivery which lead them to think about an alternative career where they can get high salaries and alternative compensation packages. Limited growth opportunities also influence them to think about alternative careers because they also desire opportunities for career development and professional growth (Currie and Hill, 2012). Most nurses think that nursing careers have limited possibility of professional growth which also led them to think about alternative careers. Limited professional growth opportunities and development programs lead them to frustration and disengagement with this profession. In the UK fewer people think to create a career in the healthcare industry which create challenges while recruiting and retaining nurse leading to a shortage of staff in these sectors. This shortage of nurse exacerbates the workforce load burden on existing staff which lead to turnover and attrition from these sectors. Thirdly, there is no work-life balance in this sector shift work and irregular schedules are common in this sector which affects badly in their work-life balance. So that they can not make balance with their personal life and professional life and they also face great problem in their personal life and family which lead them to depression. As a result, they think about alternative career options where there is a better work-life balance. Finally, in the UK nursing industry, several factors contribute to job dissatisfaction among nursing staff. For instance, lack of work-life balance, poor management, insufficient resources, insufficient support from colleagues and a negative work environment lead nurses to think about alternative career paths (Hogh and others, 2011). 
Employee attrition resulted in several negative effects in the healthcare industry like it reduces the quality of healthcare and increasing costs of health services. Due to high employee attrition healthcare industry loses experienced and skilled nurses so they have to appoint new staff and this continuous change of staff creates a gap in patient care and reduces the quality of service (Deery and others, 2011). in addition, it also affects treatment which leads to dying patients. Staff attrition also increases the costs of healthcare services because of continuously recruiting new staff and training. Continuous staff retention creates stress on financial resources for this reason the company cannot effort to invest in other areas of patient care which reduce the quality of services. A high turnover rate influence existing staff’s morale it demotivates them to become dedicated to the job and it also affects team collaboration and job satisfaction. A high attrition rate creates a negative environment in the workplace and existing staffs also consider seeking employment in another sector. A high attrition rate also creates problem to attract new staff and it discourages potential candidates for the job which create a challenging situation in the recruitment process. In addition, a high attrition rate also reduces industry productivity by appointing new staff because new staffs take a long time to understand the work environment and responsibilities as well as they take a period to adjust which can affect care facilities and overall efficiencies of the company. High staff retention also impacts patient satisfaction continuous changing staff may affect patients’ perception of the quality of care which resulted in low patient satisfaction and also affect the company's reputation (Hann and others, 2011).
In the UK nursing industry employee attrition is a complex issue with complex far-reaching consequences which can limit growth opportunities and reduce job satisfaction. For this reason, it is needed to take proper strategies to attract staff and candidates in this sector. NHS can use several monetary and non-monetary incentives to attract potential candidates and to reduce turnover. Monetary existing retention schemes can be performance-based bonuses, signing bonuses and relocation assistance, education and certification reimbursement, longevity bonuses, shift and weekend differentials etc. NHS can provide their nurse staff performance-based bonuses based on their individual or team performance which are tropically linked with specific performance like the quality of services, patient satisfaction, fulfilling certain productivity targets and so on. NHS need to give incentives to those who excel in their roles properly and plays a significant role in patient outcomes so that they will be motivated to increase their performance (Sayli and others, 2022). By providing signing bonuses and relocation assistance NHS can attract experienced and skilled professionals in the healthcare industry. Signing bonuses means a one-time payment that is given by the authority by signing in the job and relocation means providing relocation facilities with a one-time payment which will motivate them to remain in the organisation. Education and certification reimbursement is another significant part of the monetary incentive which means providing further education and certification to increase the skills of existing staff and improve their professional career. NHS industry can provide reimbursement for tuition fees and certification costs it not only motivates them to pursue a higher degree but also demonstrate the company's commitment to their professional improvement (Aliyu and others, 2014). NHS can also provide tips facilities and overtime which will help them to earn extra money that will motivate them to become more dedicated in their work. In addition, they can also provide longevity bonuses which means staff who provide long-time services to the industry need to give periodic bonuses so that they will be motivated to stay with the organisation. Longevity bonuses not only incentivize staff to remain loyal to the industry but also make them loyal and dedicated to the industry. It is essential to note that providing work-life balance, opportunities for career development and other monetary incentives not only help to retain staff in the organisation it also increases their productivity and the organisation can ensure better healthcare facilities for their patients. 
To retain and attract staff to the organisation NHS can also provide non-monetary incentives to their staff. Non-monetary incentives include professional development and continuous education, flexible work schedules, recognition and appreciation programs, mentorship and support programs, career advancement facilities and so on. For nursing professionals providing opportunities for career development and continuous education is a significant strategy to retain staff within the organisation. Professional development and continues education include workshops, seminars, conferences and various online courses to help staff to increase their knowledge and skills (Brueton and others, 2014). These continuous educations help them to become up-to-date with the latest advancements in healthcare and this continuous improvement process will help them to feel valued and dedicated to the organisation. NHS can also provide flexible work-life balance schedules to their staff which will improve their job satisfaction. They can also create a balance between their personal life and professional life by providing flexible hours, job sharing and part-time job opportunities. Nurses who are looking for better work-life balance will attract to the organisation and committed to retaining the organisation. Recognition and appreciation are other significant non-monetary incentives which motivate employees to retain in the organisation. When an organisation provides a recognition and appreciation program staffs feel proud of their achievements and are motivated to achieve higher productivity. These programs boost their job satisfaction and foster their pride and loyalty to remain with the organisation. NHS can also provide mentorship and support facilities to their newly appointed staff which will help them to assimilate their roles and responsibilities. It also helps them to share their knowledge and gain knowledge from experienced staff. In addition, providing emotional support through these mentorship programs during tough periods can also help to strengthen the nurse’s bonding with seniors. To create a supportive and engaging work environment in the industry non-monetary incentives play a significant role for nursing professions. Non-monetary strategies are the key strategies to retain staff and foster a sense of loyalty among nursing careers (Prust and others, 2019).
In the UK it is essential to make a combination of short- and long-term strategies to reduce nurse retention because due to the high retention rate of nurses, the UK faces greater challenges which is a great concern for the authorities (Moscelli and others, 2022). The recommendation aims to create an attractive and supportive work environment for nursing professionals. Short-term strategies include conducting existing interviews which will help the NHS to identify common issues and areas for development and also can understand the needs of staff. In short-term strategies, NHS can offer competitive compensation by reviewing nurse’s salaries with the neighbouring countries which will help NHS to attract and retain skilled and experienced staff to the industry. To acknowledge nurses NHS can also arrange recognition programs and can publicly recognise nurses who contribute to achieving certain goals. This process will help to motivate nurses to remain in the organisation. NHS can also provide staffing support to prevent nurses' stress and burnout. In addition, NHS can also arrange additional support with staff in peak periods which will alter the workload pressure on existing nurses (Liu and others, 2019). Considering long-term strategies it includes investment in professional development, improve-nurse patient ratios, established leadership development, enhancing the work environment, advocating and policy change. To improve patient care quality and reduce nurse work stress NHS need to maintain a nurse-patient ratio. They also need to increase investment in professional development through skill development which will help the healthcare industry to retain skilled nurses. For long-term benefits, NHS also need to improve the work environment by facilitating an open communication process, collaboration and prioritizing nurses’ well-being. NHS also need to conduct regular employee engagement surveys and provide feedback to improve job satisfaction (Hann and others, 2011). NHS also need to change their policies as needed to address workforce issues including staffing regulations, salary level and working conditions. 
[bookmark: _Toc142137953]Conclusion 
Employee retention in the UK provide a significant effect on the healthcare industry. Due to several causes employees of healthcare shift to other sectors which creates a challenging situation in these sectors. To address this problem healthcare industry, need to take comprehensive approaches which include providing a supportive work environment, career development opportunities, comprehensive compensation and so on. By emphasizing these factors healthcare organisations in the UK can improve the turnover rate and can ensure good quality of healthcare services. 
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