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Introduction
Managing people at work comes with many challenges and opportunities. For managers, managing people at work can be a big headache including sorting out who has to do what, getting employees to do the things the manager wants, getting them to be where they are supposed to be or even getting them to finish work on time. More challenging is getting employees to stay with the company. Organizations constantly face a gradual reduction in staff numbers while others suffer from recruitment difficulties and are unable to have the right number of staff. The nursing industry is not an exception. Nursing staffing crises are common in the UK not just because there are not enough nurses to hire, but because the rate at which nurses leave work is high. This essay evaluates what causes the high employee attrition in the UK nursing industry and how it affects work in the industry, some of the employee retention initiatives used by the NHS and provides recommendations on what can be improved. 
Causes and Effects of Employee Attrition in the UK Nursing Industry
Managing people at work presents a variety of opportunities and challenges. Organizing who has to do what, getting employees to do what the management wants, getting them to be where they are meant to be, and even getting them to finish work on time can be a major issues for managers. Finding employees who will stay with the organization is more difficult (Banfield et al., 2018). Boxall et al., (2014) argue that internal labour markets are now weaker than a few years ago. The increased externalization of human resource activities, which major firms have historically internalized, is part of the "new deal at work" today. Companies now have a strategic obligation to enhance, if not perfect, their hiring and retention procedures. This is because finding and keeping the best employees is the most important human resource function for the success and survival of a company in today's increasingly market-based human resource management (Boxall et al., 2014). 
Recruiting and retaining the right staff is even more important in the healthcare sector due to the nature of the industry. As argued by Banfield et al., (2018), effectively managing the workforce in the healthcare sector is crucial. Being a service industry, having the right people in the right numbers is important to offer quality services. However, the NHS is constantly facing a staffing crisis which affects the quality of work (Banfield et al., 2018, p.07). Data shows that the employee attrition rate for nursing in the UK has been increasing in the last two years. From 9.6% in the year ending in September 2020 to 12.5% in the year ending in September 2022, the overall staff departure rate for the NHS increased. During the same period, the rate at which nurses were leaving the NHS rose from 9% to 11.5%. By 2028, the NHS wants to reduce the nursing vacancy rate to 5%, but rising workforce attrition is posing a significant obstacle (Shembavnekar and Kelly, 2023). Many of the NHS nurses who left the organization in 2021/22 continued to work as nurses in other settings. A wide range of reasons are associated with higher NHS nurse attrition rates (Shembavnekar and Kelly, 2023).
Poor working conditions in the NHS including structural problems like poor management and poor facilities are cited as the number one reason why many nurses are leaving the sector (Ocean and Meyer, 2023). Savage (2022) argues that NHS staff in England quit at a record 400 within a week which is fuelling fears over the quality of care in the country. The impact of working conditions in the NHS is increasingly affecting the ability of the NHS to retain its staff mostly its nurses. The poor work structures leave nurses struggling to provide quality care and lead to work-related stress which forces many to quit their work in the sector and work in other sectors like independent sectors (Savage, 2022).  Mitchell (2020) indicates that poor working conditions are contributing to poor nurse wellbeing. Nurses in the NHS face considerable risk of depression and anxiety (Mitchell, 2020). This is making many nurses leave the NHS. 
Overwork and work-related stress is another major reason for the high nurse attrition in the NHS. Due to the nursing staffing crisis and the shortage of nurses in the sector, many of the available nurses are forced to work overtime which leads to work-related stress (Ocean and Meyer, 2023). Mitchell (2020) indicates that, in a survey, it was found that NHS nurses face a considerable risk of work-related stress and burnout due to overwork. Factors like high workload, poor leadership and building are increasing work-related stress for nurses pushing many nurses to leave the sector (Mitchell, 2020). 
Poor pay is another reason for the high attrition of NHS nurses. As argued by Ocean and Meyer (2023), a survey of NHS staff found that dissatisfaction with pay is a major reason for job attribution among NHS nurses Savage (2022) indicates that the reason many NHS nurses and other NHS staff are leaving is because they feel overworked and undervalued. The pay they receive does not compensate for the work their do (Savage, 2022).
As the rate of attrition for nurses in the NHS continues to rise, the main effect is the negative impact on the quality of care. Savage (2022) argues that there have been rising concerns over care quality in England as the nurse of nursing staff leaving the NHS continues to rise. Data shows that more than a quarter of adults in England have reported that they received poor care or a family member received poor care as a result of the workforce problems facing the NHS. Patient satisfaction has also been severely affected. As the quality of care declines due to workforce issues, patient outcomes are affected as well as patient satisfaction (Savage, 2022). 


Employee Retention Schemes in the NHS
Retaining staff in the healthcare sector has become harder as many NHS staff are leaving the sector (Shembavnekar and Kelly, 2023). In 2019, the NHS rolled out staff retention schemes as part of its Long Term Plan. 
Monetary Retention Schemes
One of the monetary employee retention initiatives that the NHS uses is rewards from local businesses. This includes aspects like discounts for NHS nurses and other NS staff in local businesses like discount gym memberships or supermarkets. Such discounts are mainly targeted at mentoring new staff in the sector. It is also an incentive used to keep staff by making them feel more valued and appreciated when they receive discounts in stores that others do not receive (NHS England, 2019). 
Another monetary incentive used to retain NHS staff is offering consistent and fair pay. Despite the many accusations of poor pay in the NHS, the organization indicates that it strives to offer consistent and fair pay for all its staff as part of its employee retention schemes (NHS England, 2023). 
The NHS also offers its staff pensions as part of its monetary employee retention schemes. One of the most generous and complete pension plans in the UK is its 2015 pension scheme, which bases pension payments on career average earnings. By rewarding NHS employees and giving them flexible work and retirement options, the program supports the NHS People Plan and People Promise (NHS Employers, 2023).
Non-Monetary Retention Schemes
The NHS uses what they call “itchy feet” interviews as part of its staff retention schemes. In this scheme, NHS staff get an opportunity to talk to bosses about why they might leave. During such interviews, the staff get an opportunity to talk about any concerns that they might have and what makes them uncomfortable or want to leave the NHS. The answers are used to make changes to make the work environment better. Analysis shows that these retention scheme has led to a decline in staff turnover rate from 12.5% to 11.9% while mental health clinical staff turnover has declined from 14.3% to 13.4% (NHS England, 2019). 
The NHS also indicates that it values and recognizes the work of its people as part of its people plans to boost retention. The company indicates that recognition is important in the healthcare sector. NHS staff work hard every day to meet patient needs and provide quality care. A little recognition and making them feel valued is crucial to enhance retention (NHS England, 2023). 
The NHS also provides career advancement opportunities. The NHS indicates that providing opportunities for staff to develop their career is crucial for retention in the healthcare sector. Ensuring that staff have access to support, development and opportunities and encouraging them to achieve their ambition in the workplace is important to retain staff. Therefore, the NHS strives to provide career advancement opportunities as a way of motivating its staff and enhancing retention (NHS England, 2023). Its career advancement opportunities include providing great pastoral care for its overseas recruits in efforts to retain overseas staff (NHS, 2022). 
Providing a favourable work environment. As part of its People Plan, the NHS set plans to improve its working conditions. For instance, one of its pillars “belonging to the NHS” focuses on tackling discrimination in the workplace to ensure that everyone in the workplace is valued and appreciated. This pillar focuses on boosting inclusivity to motivate staff and enhance retention (NHS England, 2021). 
The NHS also offers training and education programs. As part of its People Plan 2020/21, the NHS acknowledged that the NHS people have been under a lot of pressure since the onset of the Covid-19 pandemic. The high workload has remained a big concern. Therefore, to address this, the NHS decided that there is a need for more people which included training and education of most of its staff and hiring new ones to join the training and education programmes (NHS England, 2021). 
Conclusion and Recommendations
In conclusion, the increasing rate of staff attrition in the NHS especially NHS nurses is becoming a major issue of concern. Many factors are contributing to the high staff attrition rate among NHS nurses such as the poor working conditions in the NHS, poor pay which makes NHS nurses feel undervalued and work-related stress and burnout due to work overload among other factors. The high employee attribution in the nursing sector is impact care quality, patient satisfaction and patient outcomes as well. The NHS uses a wide range of employee retention schemes such as rewarding employees through discounts from local businesses, offering great career advancement opportunities, and learning opportunities, recognizing and valuing the work of its staff, and providing a favourable work environment by minimizing discrimination and enhancing inclusivity in the workplace. To enhance employee retention in the NHS, several recommendations are provided:
· The NHS should support a data-led approach to retention across the organization. This means constantly collecting data to identify any concerns the staff have and acting on the feedback received to make improvements to keep staff for longer. 
· A major issue that arises with staff retention in the NHS is poor pay. It is recommended that the NHS commits to having regular conversations with its staff to improve their understanding of some of the issues they face such as pay and other issues of concern. Being open and transparent is crucial to help staff understand the situations better which can improve employee retention. 
· Develop a communication team to ensure that all the issues the employees have are well communicated to the management and that the achievements made by the employees are well recognized. 
· The NHS should also ensure that staff engagement is a two-way process. This can be achieved by providing opportunities for staff to offer their views and perspectives, ask questions and contribute to changes and decisions made. Holding engaging meetings with staff can make them feel valued and appreciated hence enhancing employee retention. 
· Be feasible and approachable to staff and focus on improving staff engagement at the board level. 
· Advocate for continuous professional development. 
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