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Introduction. 
In this report, the attrition rate within the nursing industry of the United Kingdom will be the core focus. Firstly, the reasons and effects of employee attrition within the nursing industry will be discussed. Then the non-monetary and monetary schemes of NHS will be presented in this report which will help to increase the retention rate. At the end of the report, some recommendations will be provided. 



















1. Examining the factors that contribute to and result from high attrition rates in the United Kingdom's nursing sector.
The healthcare industry is becoming an increasingly significant part of the economy of the whole world. In spite of the fact that the economy as a whole was heading in the wrong direction, the healthcare business maintained its tremendous expansion. Corporate life in the United Kingdom has advanced at a pace that is unparalleled in the rest of the world (Stiglitz, 2016). The fact that the UK healthcare company has access to such a large number of paramedical and medical professionals who are knowledgeable and have received adequate training is the single most essential feature that contributes to the company's competitive advantage. The nursing profession is often referred to as the "backbone" of the healthcare system (Mohanty et al., 2016). The ability to provide the type of individualised care that can only come from another human being makes nursing one of the most specialised professions. The nursing industry has significant challenges in the United Kingdom and across the globe, particularly in the areas of retaining skilled nurses and lowering the turnover rate. Attrition has the same bad consequences in the area of healthcare as it does in any other profession: it reduces the level of treatment for ill patients and even puts their lives in jeopardy.
As there is an even greater need for nurses, it becomes more challenging to keep employee turnover rates at a low level. The organisation suffers significant losses in terms of important knowledge, experience, and relationships as a result of attrition. When a valuable employee leaves a company, they often leave behind a void that is difficult, if not impossible, to replace.
Causes and effects.
Individual, health-related issues as well as organisational elements, such as leadership, have been proven to play a role in registered nurses' decisions to quit the field. Attrition is a significant cost and planning uncertainty in the nursing industry in the United Kingdom because it dilutes the available skills and knowledge among the workforce as a whole (Wynne et al., 2021). There are two further implications that result from a correlation between attrition as well as social diversity: (1) that there may be processes that contradict the accomplishment of equality of opportunity and outcome, and (2) that it will be more challenging to achieve targets for developing a demographically representative workforce.
Both hospitals and individual nurses tend to place a lower priority on nurses' work-life balance as well as job prioritising. Some areas are experiencing significant difficulties as a result of this. Studies suggest that compensation is the greatest factor of attrition for nursing. The attrition of nursing is also not much impacted by recognition. The attrition rate is substantially lower for nurses working in the public sector, likely because their jobs are more secure there (Gandhi et al., 2021). In order to enhance working circumstances, it is important to understand what elements nurses are content with and what factors they are unsatisfied with.
Attrition is often seen as a means through which businesses may rid themselves of skilled employees. Attrition may take many forms, but one of them is a reduction in workforce size. When workers leave an organisation, they take with them the valuable skills and qualifications that they obtained during their time working for that organisation. A high personnel turnover rate may be troublesome in any industry, but it is particularly problematic in organisations that concentrate on the consumer (Balta, 2018). The threat level for businesses in the health care sector is much higher. While working in an environment with a high turnover rate, it is essential to consider how the consistent arrival and departure of staff members influences both the level of care provided and the level of satisfaction experienced by patients. Nursing leaders need to have an understanding of the influence and efficacy of pre-employment testing on nurse retention in order to properly prepare their health professionals for the next phase of their careers.
There is a considerable level of burnout among registered nurses, with the condition being more frequent among younger nurses and those who have just recently begun the field. Both individual and organisational factors, such as policies and procedures, may have an effect on an employee's choice to quit their current job (Peltokorpi et al., 2015). The individual's immediate work environment is the factor that is most likely to have an effect on the individual's inclination to quit their job.
People's responses to challenges that are important to their jobs may be influenced by both internal and external factors, and these factors can function independently or interact with one another (Abdulmuhsin and Tarhini, 2022). Hence, characteristics that are internal to nurses, such as their feeling of self-worth, may have a role in modulating the impacts of factors that are external to nursing, such as work satisfaction, on the risk of burnout among nurses.




2. Five monetary and non-monetary existing retention schemes for nursing employees.
Monetary retention schemes.








Figure one: Five monetary job retention schemes by NHS (Source: Author).
National GP Retention Schemes:  To keep doctors that might otherwise leave clinical general practice, the government has created the National GP Retention Program, which provides them with both financial and educational aid (Owen et al., 2019). The program is designed for doctors who are contemplating or have already left general practice for reasons such as retirement, burnout, or the need for more freedom. Because this position provides more freedom and opportunities for professional development than a "normal" part-time, salaried GP position, the scheme provides financial support to both the maintained GP as well as the practice that employs them.
NHS Pension Scheme:  The NHS Pension Scheme remains one of the UK's most generous and all-encompassing pension plans (Rimmer, 2019). Because of this, NHS employees are recognised and rewarded, and they are given more options for when and how they can work and retire, bolstering the NHS People Program as well as People Promise. A strong recruitment and retention tool, the Scheme is an integral part of the total compensation package for employees. Employers have a crucial role in the scheme's administration at the local level, in connecting with employees, and in taking full advantage of the advantages the plan can bring to the organisation as a whole.
NHS Graduate Management Training Scheme: A graduate of the NHS Graduate Management Training Course should expect rapid advancement to a position as a healthcare executive (Peter et al., 2016). The National Health Service (NHS) Graduate Management Training Programme is a comprehensive program that exposes participants to the field of health service management, helps them acquire the necessary skills, and provides valuable practical experience. The time frame of the Plan is two years. 
NHS Corona Virus Job retention Schemes: The economy as well as job rates in the UK and around the world have been impacted by the COVID-19 epidemic, social separation measures, and a series of lockdowns. The Government introduced the Coronavirus Employment Retention Plan on March 20, 2020, to help businesses continue paying a portion of their employees' salaries despite the effects of the coronavirus (Gemine et al., 2021).
NHS low-income schemes: The NHS Low Income Program is intended to assist those with lower incomes in paying for NHS services (Yeomans et al., 2017). The program will pay for all prescriptions, dental care, vision care, healthcare-related travel, and even wigs and fabric braces.
Non-Monetary retention schemes
Working flexibility: This is among the most sought-after benefits of employment today. In recognition of their hard work, employees should be given the choice to work remotely or adjust their schedules. As a matter of course, many companies currently provide this as a component of a mixed working strategy, and the policies of many companies are becoming increasingly flexible in this regard. This room for flexibility, however, can be rearranged in favour of employees as a fantastic substitute for monetary compensation.
Giving relevant time to work on their own project: It is a nice perk beyond salary that some organisations throw in automatically. Working on something that truly interests them is a great way to boost morale, and employees love being given the freedom to pursue their interests.
Giving time for volunteer work: A lot of good things can result from this. Workers get a much-needed day off, and a good cause benefits from the extra manpower. In addition to being beneficial for the company's reputation and CSR, this is a fantastic move.
One-to-one meetings: In order to motivate workers, managers should have one-on-one conversations with each worker and find out what they need to succeed in their roles. It is a terrific chance to provide and receive useful criticism on how things are done around the office, allowing everyone to benefit from the experience.
Rewarding employees by providing more responsibilities: At first glance, it does not appear to be a significant prize. But, the correct amount of difficulty and accountability inspires workers.
3. Recommendations for improving nurse retention.
The retention rate of nurses can be improved by senior leaders using strategies such as keeping lines of communication open, treating nurses with respect, providing competitive compensation, benefits, and recognition, and giving these strategies. Shared governance and nurse empowerment are two essential strategies for keeping nursing staff. There are several reasons why retaining employees is essential to maintaining productivity in the workplace. The efficiency of a hospital may be somewhat contingent on the institution's capacity to retain skilled staff members in roles such as nursing. If one is in charge of a medical facility and want to maintain a larger number of registered nurses on duty, one may put some of these strategies into practise.
Addressing workload issues: Addressing internal workload difficulties is one method to reduce nurse attrition (Nantsupawat et al., 2017). As with every problem, there is more than one approach to solving an excessive amount of labour. It is possible to help nurses do their jobs more quickly and effectively by incorporating new ideas and methods into established procedures.
Providing adequate training: It is standard procedure for nurses to search for opportunities for continued education and training in order to advance their careers. It is important to give careful consideration to the possibility of giving the nursing staff chances for professional development in the form of seminars and workshops. Another excellent strategy that can be used to promote learning on the job is to provide educational assistance in the form of monetary compensation to employees who want to enhance their education.
Ensuring adequate benefits and pay: When nurses feel their pay is inadequate, they may look elsewhere for work (Smythe et al., 2017). Provide competitive compensation and comprehensive benefits to make the nurses feel like they are being adequately compensated for their hard work. For this purpose, one might look up average salaries for nurses at other local hospitals and clinics online.
Recognising the staff:  Recognising the efforts of nurses can help keep them on the job. One way to achieve this is through performance reviews, in which the nurses are commended for their work, public acclaim through staff recognition programs, or gratitude gatherings.
Conclusion
In this report, the major causes of employee attrition within the nursing industry have been discussed. Also, their causes and effects have been discussed in an effective way in this report. Some monetary and non-monetary schemes that exist in NHS are also discussed in this report and at the end of the report, a recommendation has been provided which showed how different organisations can increase job retention in this sector. 
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