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[bookmark: _Toc132995443]Introduction 
The study aims to analyze the causes and effects of employee attrition in the nursing industry. In addition to this, five cash and five non-cash resources used by the NHS for nurses will be identified. This study aims to improve nurse retention to reduce staff turnover in the UK. The recommendations will be provided in case of increasing the retention rate in the NHS. 
[bookmark: _qot9e7vh76id][bookmark: _Toc132995444]Analysis of the Cause and the Effects of Employees Attrition in the nursing industry in the UK 
Cause of the employee attrition in the nursing industry 
Absence or Loss of buffering factors
Many nurses described high workloads and health factors as important factors influencing discharge intentions and discharge decisions. A generally good atmosphere among coworkers or a stimulating and diverse workplace is described as a factor that contributes to employee retention and, to some extent, serves as a buffer against increasing job demands. The absence or removal of such restrictions contributed to the intention to enter. In this context, an example of a key mid-level event affecting nurses' intentions to retire is the decision to change the division of responsibility between nurses and RNs (Ruotsalainen et al. 2023). Nurses interpreted this decision as reduced responsibility in the job description, unfair obligations, and reduced incentives. This decision was made by the assistants and R.N. It is said that there was an argument between them. In one case, management at the most direct level was described as influencing intention to leave by not intervening in conflict and treating employees differently (Ball et al. 2023). However, in most cases, the manager at the closest micro level acted as a buffer, making every effort to create the best working conditions, and adjusting the work schedule according to individual needs. In this context, the transition from an immediate supervisor to a supervisor who is not interested in the working conditions of the employees was an important event that contributed to the increase in the desire for change.
 [image: ]
Figure: Number and rate of hospitals and HCHS nurses in the UK
(Source: Statista. com,2023)
Not spare time
An important factor related to turnover and operational readiness is the lack of free time, which affects the personal adjustment and recovery needs of both nurses. For example, several nurses noted that irregular working hours created conflicts and made it difficult to balance work hours and family life (Pillay et al. 2023). A major macro event in the decision to leave was a local decision on a new policy requiring all staff to work the night shift, making it difficult for nurses to adapt their work schedules to individual circumstances.
Personal and professional life balanced
Another aspect of working time restrictions is the absence of micro-work (unit work). Especially in a ward, there are many cases where nurses are afraid to go to work during working hours, that is, due to a lack of manpower. After reviewing the key macro conditions, concerns were raised about the time pressures on individual nurses. For example, a major macro-level development was the aforementioned local policy requiring all employees to work the night shift. Some nurses later found that their recovery was compromised because they were unable to regulate their sleep patterns during irregular work hours. Another important event to consider at the macro level is related to changes in emergency room hours such as wards accepting patients at night (Awosoga et al. 2023). This results in long night shifts and night nurses staying up late until all the work is done. This hurts personal recovery between shifts, which nurses say contributes to ED nurses' intention to leave.
Undervalued by management
Feeling unappreciated and unheard by senior management was a recurring theme in exits and exit intentions. This was primarily due to a rational decision of the hospital management. Part of this was a restructuring that required downsizing. This decision was made to leave the department due to stress and work pressures (Li et al. 2022).  The hospital management's refusal to listen to them when restructuring efforts proved ineffective contributed to their desire to leave. In general, all interviewees described a lack of direct communication with hospital management and a lack of interest in top management.
Impact of employee attrition in the nursing industry 

The individual factors affect the retention of MHNs, and whilst overall job satisfaction is a significant factor, this concept was broken down into individual factors categorized within four interrelated themes: individual characteristics, working within mental health services, training and skills, and work environment (Yaraghi et al. 2022). Each of the individual factors has the potential to impact other factors; for example, overwhelming workloads and inadequate staffing will likely expedite burnout and increase moral distress, intensifying MHNs’ intention to leave. 
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Figure: Impacts of the nurses in NHS 
(Source: Statista. com,2023)
Individual factors within themes may be enough for MHNs to contemplate leaving, but due to the potential intersection between thematic factors, no factor likely occurs in isolation and a combination of the factors across these four themes is what contributes to overall poor job satisfaction and causes MHNs to leave their jobs, the NHS and the profession. The most effective retention strategies will need to address multiple yet specific factors to improve job satisfaction (Akinyemi et al. 2022). MHN workforce retention will not improve on its own or without the necessary funding to make positive changes and develop retention strategies. Therefore, policymakers and governments around the world must abandon future cuts and make real investments to support the nursing profession to change the trajectory of this international crisis.
[bookmark: _80m6xutex4vf][bookmark: _Toc132995445]Identify the five monetary and non-monetary exiting retention schemes used by NHS for nursing professionals 
Monetary scheme
·  Responding to new policies and new nurses: It is accomplished with First Nursing Act, Student Aides, and Nursing. It wasn't an assumption. Resuscitate staff working in the waiting room. Medical improvement is needed in Nursing staff to improve the NHS to a 'direct support model' and achieve higher turnover rates.
· International recruitment: post-Brexit uncertainty about the status of EU citizens, changes in immigration policy, and language test requirements for international nurses have reduced the inflow of health workers to the EU and refocused them on the profession. Nurses from outside the EU have not yet offset the decline in the number of nurses in the EU, where the total international flow of newly qualified nurses in 2017/18 was less than in 2015/16. 
·  NHS payrolls are uncharted territory: A seven-year public sector pay 'freeze' has limited NHS payrolls and NHS staff payrolls fell in early 2018 compared to growth in other sectors. At the time, the NHS stressed that NHS staff alone could not solve the problem. This should be part of a wider program to attract and support nurses and other NHS staff.
· Underinvestment in continuing education and development: There is persistent underinvestment in continuing professional development (CPD) for NHS staff. The major investment in staff training and development in 2014/15 is the third of the £84 million allocated for staff development in 2018/19. That's £2 billion on 2006/7 levels, so the extra investment in health and part of the UK budget won't end until 2019 (Taylor et al. 2022). There is an “exceptional support fund scheme” for nursing students funding.
· Structural changes: Since its establishment in 2012, the NHS has made national and regional staff planning decisions. In October 2018, Healthcare UK will be published nationally and healthcare facilities will focus on NHS services. Regional training is for UK regional teams, UK. The reason is "to ensure that our organizations work together to support local health systems in the recruitment, training, development, and retention of staff who depend on national health systems". From 2022, NHS promotes a “Pension scheme” to access the benefits after retiring from the services. It has been observed that it helps to prevent employee retention in the NHS effectively. 

Non-monetary scheme
· Vehicle allowances: vertices allowances help to increase the performances of the nurses in NHS as a standard vehicle allowance is compensation for the costs of using motor vehicles for work in a particular way. Moreover, this scheme has the potential to increase work performance effectively. However, the NHS can prevent staff retention by increasing vehicle allowances. 
· Flexible work schedules: flexible work schedule helps to balance the personal and professional life of the nurses as it can help employees to prioritize their family and personal obligations. Nurses often work more than their duty time and it impacts their psychological behaviours (Teoh et al. 2022). Dealing with different patients with ever-changing work hours, they need job flexibility to give their best in the NHS. 
· Professional development opportunities: The House of Commons Health and Social Care Committee recently described the NHS as facing "the biggest workforce crisis in history", which could seriously affect patient care. Against this background, researchers from Surrey examined whether improvements in non-wage issues such as better education, more autonomy, and clearer hospital appointments had an impact on understanding before the Covid-19 pandemic. 
· Healthcare benefits: Surrey researchers found that the Direct Retention Support Program (RDSP), introduced by the NHS in 2017, improved nurse retention and reduced turnover in the public hospital sector by examining staff management data from UK NHS hospitals (Senek et al. 2020). The RDSP was an important clinically focused program, providing direct guidance and support to reduce staff turnover, particularly in high-income NHS hospitals.
· Employees discount: Non-monetary rewards are an integral part of employee motivation. Although these rewards are not monetary, they significantly impact an employee's overall performance and attitude. It is very effective in increasing employee productivity. Employees work with enthusiasm and dedication when they are motivated. Effective non-monetary rewards can change people's attitudes towards work, make positive changes to the environment and improve employee performance. Employees with a positive work attitude feel part of the organization and participate.
[bookmark: _lznznfv70acb][bookmark: _Toc132995446]Recommendations 
The evaluation has highlighted certain factors that lead to a higher attrition rate in the nursing industry in the UK. The following steps could help the management to retain employees for a longer period. 
Ethical HR policies
The management of health institutes should give appropriate focus on the designing of HR policies that are ethical in nature (Dwinijanti et al. 2020). The existence of transparent anti-discrimination policies, proper job allocation, the scope for career growth, recognition or awards, the scope for work-life balance, and other aspects of HR management should be employee-centric. HR ethics is about helping organizations integrate and uphold values ​​at all levels to maintain and strengthen trust. Responsibility or acceptance of responsibility plays an important role. Recruitment and selection, performance management, training and development, succession planning, compensation and benefits, workforce information systems, and HR data and analytics are considered fundamental to HRM effectiveness.
Application of modern technologies
The application of modern technologies such as artificial intelligence and big data analysis should be prioritized. AI helped in the proper monitoring of the nursing staff and should be used for the collection or procurement of data. KPIs should be developed using big data. It helps to enhance the productivity of the nurses in a particular way (Theodosius et al. 2021). Using AI can increase the organization's opportunity to prevent nursing staff retention in a particular way. Therefore, 
Appropriate training 
The management needs to identify the gaps and take some steps to arrange for training or motivational sessions to enhance the confidence of the employees (Van der Heijden et al. 2019). It is also important for the skill development of employees. It helped in increasing the retention rate of the hospital. To enable nurses to develop and integrate the knowledge and skills they need to do their job well. It is generally expected to last around six months and may include elements of orientation, training, and education. Nursing education and training programs in the UK are only offered by accredited Health and Social Care Education Institutions (AEIs). Courses usually last at least three years, but there are introductory-level courses that build on previous knowledge.
Feedback mechanism
The application of modern technologies could be prioritized for developing arrangements for proper feedback mechanisms and grievance redressal in the workplace. The feedback mechanism is the body's mechanism for maintaining the hormonal level in the body within the necessary limits. An increase or decrease in hormone levels activates a feedback mechanism. There are two types of feedback mechanisms in the body: positive and negative (Teoh et al. 2022). Positive feedback improves system performance, leading to growth or deterioration. Negative feedback stabilizes the system around the equilibrium point and reduces the power. Patient feedback provides valuable information about how patients and service users feel about the care they receive. By studying patient feedback, you can immediately see which treatments work best and which need improvement.
[bookmark: _2nn15hm46yr][bookmark: _Toc132995447]Conclusion
From the above information and discussions, it can be concluded that the study has been analyzed to understand the causes and impacts of employee attrition in the nursing industry. Moreover, five monetary and five non-monetary retention schemes that are used by the NHS for nursing professionals have been identified. With the help of string recommendations, the study has focused on improving nurse retention to reduce the nurse attrition rate in the UK. 
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