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Introduction 
The management of people involves the efficient guidance, supervision, and provision of assistance to staff members in order to attain personal, collective, and corporate objectives. Leadership is a fundamental concept in the field of people management, as it involves the establishment of unambiguous objectives and standards, the provision of assistance and direction to staff, and the cultivation of a constructive work environment. Motivation is another significant concept, as it involves comprehending their distinct requirements and ambitions and furnishing avenues for their advancement, maturation, and sense of worth. Effective communication is essential to establishing trust, cultivating a favourable work atmosphere, and guaranteeing that workers are well-informed and actively involved in their jobs. Performance management, employee engagement, diversity, and inclusion are significant concepts in the realm of personnel management, as they involve establishing unambiguous objectives and anticipations, furnishing consistent evaluations, and handling performance predicaments in a constructive and encouraging manner. The report aims to investigate the factors that contribute to employee turnover in the nursing profession in the UK and identify five monetary and five non-monetary existing retention strategies utilised by the NHS for nursing professionals and analyse each of these schemes critically. Also, will be give the suggestions, both in the near term and in the longer term, to increase nurse retention in order to minimise the nurse attrition rate in the UK and improve nurse retention.
The affects and effects of employee attrition within the Nursing Industry in the UK
In recent years, employee turnover has emerged as a serious challenge for the nursing business in the United Kingdom (UK). During the twelve months leading up to June 2022, the National Health Service (NHS) had a total leave rate of 11.5%. This is the equivalent of one in nine nurses. This is high both in absolute numbers and in relation to the total number of workers, and it will have a substantial effect on the healthcare system in the United Kingdom. (digital.nhs.uk.data statistical, 2022). Within the nursing sector in the UK, staff turnover may be attributed to a number of different factors. Burnout, which occurs often in the nursing profession, is one of the key causes. A nurse's physical and mental health might take a hit due to the demanding nature of their job, the long hours they are required to work, and the emotional stress that comes with providing care to patients (Nursing and Midwifery Council, 2022). The rate of burnout is especially high in community provider trusts and care trusts, which are organisations that offer closer health and social care services, primarily for older patients. This is due to the fact that meeting the needs of older people who have complicated medical requirements may be very taxing, both physically and emotionally (Shields and Ward, 2001).
The combination of a low salary and bad working conditions is another factor that contributes to employee turnover. In addition to working long hours and dealing with challenging patients and co-workers, nurses often find that their salary and working circumstances do not adequately reflect the amount of professional expertise and personal responsibility that is expected of them (Coomber and Barriball , 2007). As a consequence of this, many nurses have the experience of being devalued and unappreciated, which may result in a loss of motivation and the desire to quit the nursing profession. The lack of possibilities for nurses to further their careers is another key issue that contributes to the high turnover rate of nurses. A great number of nurses have the impression that they have reached the pinnacle of their professional careers and that there is no further potential for progress. The absence of possibilities to advance in one's job might result in a loss of motivation as well as the desire to quit one's current line of work.
The number of people leaving their jobs in the nursing business in the UK has a number of repercussions for the nation's healthcare system. One of the principal repercussions is a lack of skilled nursing staff, which may lead to a decline in the overall quality of care provided to patients. This can be a significant problem. This may result in longer wait times, greater levels of patient discontent, and poorer clinical results for the patients. Due to the shortage of trained nurses, the remaining nurses are frequently required to take on additional duties and put in longer hours to make up for the gap (Alkahtani, 2015).This may lead to increased stress and burnout among the surviving nurses. The rising expense of recruiting and training new nurses is another consequence of the high turnover rate among nurses. It is possible that the costs associated with recruiting and training new nurses will be high, and doing so will divert time and resources away from the care of patients. This may also result in a decline in the quality of treatment provided since newly hired nurses may not have the same level of experience or expertise as their predecessors.
However, staff turnover is a big problem in the nursing sector in the UK, which is caused by a variety of factors and has a range of negative repercussions. One of the key reasons for the high turnover rate in the nursing profession is the lack of opportunity for professional advancement, as well as factors such as burnout, low pay, and terrible working conditions. One of the key outcomes of nurse turnover is an increase in both the expense of recruiting and training new nurses as well as the number of trained nurses that are in short supply (nhs-nursing-workforce, 2022). It is essential for the healthcare business to address these challenges and put measures in place to retain current nurses. These efforts might include improving salary and working conditions, creating chances for career advancement, and putting in place programmes to minimise stress and burnout.
Identification of  five monetary and five non-monetary existing retention schemes used by NHS for  Nursing professionals
The National Health Service (NHS) in the United Kingdom (UK) is having trouble retaining nursing staff, which presents a considerable issue. The National Health Service (NHS) has developed a number of retention programmes in order to solve this difficulty and encourage nurses to remain employed with the organisation (Dhanabhakyam and Kokilambal, 2014).
Monetary Retention Schemes
Increases in Salary. The National Health Service (NHS) often makes use of increases in salaries as one of its monetary retention strategies. By offering them a higher salary than they were previously receiving, this plan hopes to persuade registered nurses to stay with the company (nhs-nursing-workforce, 2022).  Although this programme is successful in keeping nurses, the National Health Service (NHS) may not be able to afford to continue with it in the long run because of its high cost.
Sign-on incentives: Sign-on incentives are an additional method of monetary retention that is used by the NHS. This plan entails making additional payments in the form of bonuses to any new nurses who sign up with the company. When it comes to keeping nurses on staff over the long run, sign-on incentives may not be as beneficial as they are when it comes to luring new nurses in the short term. (Macinati, 2008).
Education and Training Reimbursement. The Education and Training Reimbursement Programme is a monetary retention system used by the NHS to encourage registered nurses to continue their education and abilities. Even though this programme is efficient in fostering professional growth, it may not be enough to address the fundamental issues that lead to nurse turnover, such as job exhaustion and a dearth of possibilities for career advancement (World Health Organization, 2010).
Retirement Plans: Another method of monetary retention used by the NHS is known as retirement plans. Retirement plans include things like payments to pension plans or other retirement savings programmes. Plans for retirement may be useful in keeping nurses over the long run, but they might not be as appealing to younger nurses, who might not be ready to think about retirement just yet.
Relocation aid The National Health Service (NHS) has a financial retention programme called relocation aid that is designed to help nurses who are contemplating quitting the organisation because of a transfer. It is possible that providing relocation help is not a viable retention strategy for all nurses, despite the fact that it is a successful method for keeping nurses who would otherwise quit the organisation.
Non-Monetary Retention Schemes
The National Health Service (NHS) makes use of non-monetary retention strategies, such as flexible work arrangements, which include flexible scheduling, job sharing, and telecommuting, among other options. Although these programmes have the potential to be successful in enhancing work-life balance and increasing employee happiness, it is possible that they cannot be implemented in all workplaces.
The National Health Service (NHS) utilises a variety of non-monetary retention strategies, including professional development opportunities. These non-monetary retention strategies include continuing education, mentorship, coaching, and leadership training. While these programmes are beneficial in encouraging professional growth, it is possible that they are not adequate in addressing the fundamental reasons for nurse turnover, such as poor pay and a lack of possibilities for career promotion. (Dhanabhakyam and Kokilambal, 2014).
The National Health Service (NHS) uses a variety of non-financial retention strategies, including verbal praise, public recognition, prizes, and other incentives, as well as recognition and rewards programmes. Although these programmes have the potential to be successful in increasing employee engagement and pleasure on the job, it is possible that they will not be adequate in addressing the underlying reasons for nurse turnover.
Work-Life Balance Programmes. The NHS uses a variety of non-monetary retention strategies, including work-life balance programmes such as support with eldercare, childcare, or wellness programmes. Although these programmes have the potential to be successful in increasing work-life balance and employee happiness, it is possible that they will require a large investment of resources and may not be applicable in all workplaces.
Staff Engagement Programmes: The National Health Service (NHS) uses non-monetary retention strategies, such as staff engagement programmes, which include activities such as team building, employee feedback, and employee appreciation programmes. (Fapohunda, et. al., 2009). Although these programmes have the potential to be successful in increasing employee engagement and pleasure on the job, it is possible that they will not be adequate in addressing the underlying reasons for nurse turnover.
Recommendations to raise the number of registered nurses who stay in their jobs in the short term:
Raise wages: Raising wages is one of the most successful short-term tactics for retaining nurses, and it's also one of the most straightforward. (Hayes, et. al., 2012). This may be accomplished via the provision of pay increases, sign-on bonuses, and many other monetary inducements in order to recruit and maintain a sufficient number of nurses.
Enhance working circumstances: Improving working conditions, such as lowering workload, providing essential equipment and resources, and maintaining enough staffing levels, may assist in decreasing stress and burnout among nurses and enhancing their job satisfaction. Other benefits of improving working conditions include providing necessary equipment and resources and ensuring adequate staffing levels.
Offer flexible work arrangements: Offering flexible work arrangements, such as part-time employment, job sharing, and telecommuting, may enhance work-life balance and job satisfaction among nurses (Buchan, et. al., 2019). Other examples of flexible work arrangements are job sharing and job switching.
Provide chances for professional development: Providing opportunities for professional development, such as mentorship, coaching, and leadership training, may assist nurses in developing their abilities and advancing their careers, which can boost both their work satisfaction and their likelihood of staying with their current employer.
Enhance communication and participation: enhancing communication and participation between management and nurses may assist in establishing trust and contribute to the development of a good work culture. This may be accomplished by holding frequent meetings, providing employees with channels for providing feedback, and instituting recognition and incentive programmes (Li, et. al., 2021)

Recommendations for enhancing nurse retention in the long term.
It is crucial to address the fundamental reasons for nurse attrition, including burnout, insufficient career advancement prospects, and inadequate compensation, to enhance nurse retention over an extended period. The aforementioned objectives can be attained by employing focused tactics, such as augmenting remuneration, furnishing avenues for professional growth, and advocating equilibrium between work and personal life.
The development of a comprehensive retention strategy is crucial for enhancing nurse retention in the long run. This strategy should include both monetary and non-monetary retention schemes. It is imperative to conduct periodic evaluations and revisions of this approach to ensure its continued efficacy in addressing the dynamic demands and obstacles encountered by nurses (Buchan, et. al., 2019).
Enhancing diversity and inclusion in the workplace can foster a more favourable work environment and facilitate the recruitment and retention of a varied workforce. The attainment of this objective can be facilitated by implementing focused recruitment tactics, establishing employee resource collectives, and providing diversity and inclusivity instruction to both managers and staff.
The promotion of employee health and well-being is crucial to reducing stress and burnout among nurses while also enhancing their job satisfaction and retention. (Brook, et. al., 2019). This can be achieved through various measures such as wellness programmes, mental health support, and work-life balance initiatives.
Cultivating a culture of continuous improvement is crucial for organisations to adapt to the dynamic needs and expectations of nurses and patients. This can be achieved through various means, including implementing employee feedback mechanisms, performance management systems, and innovation initiatives.
Conclusion
In conclusion, increasing the number of nurses who remain in the workforce in the UK calls for an all-encompassing strategy that caters to the immediate as well as the long-term requirements of nurses. The National Health Service (NHS) can guarantee that it has a trained and engaged nursing workforce to fulfil the requirements of patients both today and in the future if it implements targeted retention tactics and fosters a good work culture. This will lower the number of nurses who leave the service.
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