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                Every day in every company there are employees who are leaving their job because of various reasons. The reasons might be different for everyone but they are focused mainly on one single reason which is not having job satisfaction. The employees are always affected for some reason leading to dissatisfaction of the employee. The workplace is affected by the dissatisfaction of the employee leading to less productivity. This study starts by discussing the cause and effects of employee attrition within the nursing industry in the UK. The study focuses on the five monetary and non-monetary existing retention schemes used by NHS to hold the customers. Then the study will be making certain recommendations which will be both short-term and long-term methods to hold the employees in order to lower the nurse attrition rate. The study will wrap up with the solution which will be discussing the finding of the research. 
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              The vacancies have been quite high when it comes to the nursing industry. Now the cause behind the employees leaving is mainly the stress of the workplace that the people have been holding. The stress of handling every responsibility is quite major. There is a lot of staffing shortage that the industry has to face leading to pressure on the existing employees (Norwich, 2021). Also, the nursing industry has a high risk of having an infection. There also exists workplace bullying which is making employees face trouble working. The nursing sector is one of the major things in the hospital after the doctors take care of the employees (Norwich, 2021). One of the reasons behind nurses leaving the industry is patient death. 
              They think that the patient's death is the result of the stress that they have. The nurse spends more time with patients and they attach themselves to the patients emotionally leading to stress and sadness while the patient passes away. The second thing is the communication challenges. The nurse has to face problems with the language that they use to communicate with the patients or those close to the patients. The language problem would create a chance of miscommunication (Norwich, 2021). The language barriers lead to a problem in getting to know the patient. The third problem is that there are fewer nursing schools present, meaning the people who are willing to become nurses have to face problems with a lack of knowledge in their workplace. The mistakes that they make at the hospital might be fatal to the patients and the industry (Norwich, 2021).
               The patient ratio is also quite high which is not letting the nurses take rest. This is creating depression and anxiety in them leading to mistakes (Norwich, 2021). Also, the nursing industry often has different types of workplace abuse that the nurse has to suffer from. Workplace abuse is a common thing that every nurse has to face every day. This is becoming hectic for them to handle their pressure. 
             The problems for employees are that they have to face a lot of depression and anxiety. They have to face problems that are related to their one life (Norwich, 2021). They have to remain frustrated and they start behaving oddly. This creates a lack of productivity in the employees leading to mistakes that they make at the workplace. Productivity is also reduced and the nurses are not able to do their work in a proper way. NHS England has been having a lot of vacancies in the company leading to the problem at the workplace. The companies in the industry are not able to handle the profit and the patients are not able to trust the hospital.
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                   NHS is focused on monetary retention schemes to hold the employee in the market. The NHS is working on understanding the reason behind the employees leading to the improvement in the workplace. The monetary schemes are related to the NHS taking the side of the employees and managers at the workplace. 
                   The first thing that they do is to take the employees on board and then keep them as paid interns (NHS Employers, 2022). They have to learn about the difficulties that they are going to face at the workplace. The people who are working at the hospitals are told to train the new employees entering the hospitals. 
                 The second thing is that to hold the employees at the workplace it is important for the industry to improve the salary that is paid to the employee. The industry has a lot of companies that are paying different salaries to employees. So, every one of them has to pay the employees more than other companies. 
                 The third thing is to work on hiring the right manager to handle the employees. The right manager will be helping the company in the industry to handle the employees properly (NHS Employers, 2022). It will be helping them to handle the problems that are mentioned at the workplace. There are many problems that the hospital has to face which will be solved as well.                                                  The fourth thing is the industry must learn about the challenges that are taking place in the workplace. There are certain solutions that the industry can apply to the industry to keep the workplace free of any problems. The companies in the industry have to know the reason behind the nurse's stress in their mind. The problems must be solved easily.  
          The fifth monetary retention technique is to hire people who would learn about the feedback of the employees. This will be helping them to learn how they can make the workplace smoother. The training process will also be modified according to the feedback of the employees. This will also help them to work on the reward system and make sure that the employees are happy when they are working. 

             There are many non-monetary values that the NHS has been planning for quite a long time. They are mainly focused to provide the customer with the feedback that they want. The non-monetary existing schemes are working on creating professional development opportunities. The NHS has to work on making more opportunities for the people who are working at the hospital. 
                One of the factors is that they are trying their best to ensure that the employee gets an equal chance to participate in the workplace and that the problems that they are facing are heard by everyone. 
              The second thing is to not tell the employees to leave the office because it might affect their mind-set and at the same time, they might not feel the same. There are many things that the manager might not love about the employees but the hospital has to make sure that the manager is not affecting the mind-set of the employees. The managers have to know how to react to the employee's feedback that they give to them. This will be helping them to work on becoming the best manager (Spark, 2021). 
               The third thing is to work on collecting advanced career opportunities which will be supporting the prospect of promotions. Employees who are remaining in the same role for an extended period are quite likely to leave the organisation. 
               The fourth thing is to provide the team with a better truth. They have to work on having good loyalty and elevating the purpose (Breitling et al., 2021). This will be helping them to prioritise the culture and at the same time, they will be having a proper connection with each other (Breitling et al., 2021). This will be helping them to create a culture that will be promoting the rules for the benefit of the industry.  
              The fifth non-monetary retention technique is to invest time to take care of the employees and let them know the importance that they have in the company. Every person in the company will be taking care of each other and the industry has to know that the nurses have their own family who needs to be taken care of. There are many mental health resources that will be helping them to work on subsidised care and make sure that there is more time off (Spark, 2021).
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               Employee retention is quite a pain for any company in any industry. In this case, losing the nurses is quite tough for the hospital because they have to put pressure on a single nurse to do extra work. So in such cases, there are both short-term and long-term retention-stopping techniques that have helped in reducing the productivity and engagement of the company (Crail 2023). Collecting and analysing the feedback is one of the short-term goals that would be helping them to control employee retention. In the short term, the technique creates plans to make the employee work happily and at the same time share their thoughts on how they feel to work in this industry. 
               The short-term technique also has surveys that will be helping them to gain the feedback of the employee so that they can make the minor changes that will be helping them to evolve with the changes that will be beneficial for them (Crail, 2023). It is important to work on creating plans for the employees that will be helping them to engage with the employees at the workplace. The short-term changes are quite good but to hold the nurses in the industry for the long term the long term retention plan is needed. This will be helping them to engage with the deeper problems. 
                The first long-term plan is to earn feedback from the employees which would be a primary factor for the people (Stange, 2021). They have to get to know the expectation of the employee. This will make the employee think that they are of some importance to the industry (Palmer and Rolewicz, 2022).
               The third technique is to examine the culture of the company where they would be working and provide the best incentive which will help them to hold the employees (Holmes, 2022). There are often loopholes in the culture of the company. So in this case it is the responsibility of the hospitals to take care of the situation. The fourth thing is to work on the compensation, perk and benefit analysis. This will help them in understanding the current perspective that they have (Fuscaldo, 2021). This will be helping them to evaluate the perks and benchmark the competition. This will be helping them to make changes and benchmark the competition (Retention, 2019). They also have to work on sharing the thoughts that the industry has in their mind. This is beneficial for them to engage with the retention rates (Molony, 2020).
Now with both the short and long-term groups, there are many things that can be done. The industry has to hold on to the employees or the nurses (Digital, 2022). The focus groups can be appointed to check on the employees. This will be giving the nurses to stay in the industry and serve the patients. They have to work on providing a good interview that will be keeping them engaged with each other (Digital, 2022). They have to work on the changes immediately whether it is short-term or long-term. This will be helping them to keep employee retention low. 
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               This study focuses on how in the medical industry nurses are finding it difficult to engage with their responsibility. There are many problems that nurses have to face when it comes to handling pressure and taking risks. The nurses are suffering from frustration and problems like stress. So the industry is having high employee retention. So the industry has to take both short-term and long-term chances to engage with the employees. They have to know the factors that are affecting the people and engage with the employees to learn about the problems that they are facing. 
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