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Introduction 
 Managing the employees/ staff is important for the organization's success and long-term sustainability. It involves hiring the best employees, ensuring advancement as well as retention of the employees (Anderson et al., 2021). As a Specialist in the Employee Retention-Nursing Industry and appointed as the new human resources consultant, This report will analyze the causes and effects of employee attrition within the Nursing Industry in the UK. The report will then identify retention schemes, both the monetary and non-monetary schemes used by NHS for Nursing professionals. Further, the report will make recommendations on both the long-term and short-term to improve nurse retention.  
Causes of Employee Attrition within the Nursing Industry
Workload and lack of work-life balance 
One of the reasons for nurse turnover is excessive workloads and an inadequate balance between work and personal life. Nurses in the United Kingdom are underpaid, overworked, and compelled to work long hours, all of which negatively influence their mental and physical health (Boon et al., 2019). The inability to strike a healthy balance between one's professional and personal responsibilities can lead to burnout, which can prompt nurses to quit their jobs. This has been the case with the NHS and the nursing industry. 
 Low pay 
Nurses in the UK are underpaid compared to those who work in other fields, such as business managers. The low pay makes them feel undervalued, and their income is often insufiencent for their needs (Senek et al., 2020). This makes them quit their job, hence the high attrition of nurses in uk nursing industry. It has long been a worry that the nursing profession in the UK is one of the least well-compensated in the healthcare industry. Because nurses feel they are not adequately compensated for their labour, so they are more likely to leave their position.
 Lack of career development and progression programs 
There is  increased concerns among nurses in the UK that there are insufficient possibilities for professional development within the nursing profession. This can be a significant contributor to the turnover rate of nurses since individuals who are under the impression that there are no opportunities for professional advancement are more likely to leave their current jobs.
Lack of support from the management 
A lack of managerial support is a significant factor in nurse turnover in the nursing industry. Nurses become dissatisfied with their jobs because their superiors are not providing the necessary support and supervision (Kane, 2019). This dissatisfaction can eventually lead to the nurses' resignation from their positions. This lack of support can express itself in various ways, including a failure to offer enough resources, a failure to handle workplace disagreements or issues, and a failure to identify and encourage outstanding performance (Hofmeyer and Taylor, 2021). These are examples of how this lack of support leads to nurse attrition in their job places. In addition, a failure on the part of management to communicate effectively is also a significant contributor to the loss of nursing staff. It is more probable for nurses to become disillusioned with their jobs and quit their careers in cases where their managers do not take their concerns and opinions or give them adequate support.
Effects of employee attrition within the Nursing Industry in the UK.
Staffing Shortages
Staff shortage is caused when nurses leave their jobs, which can be particularly problematic in specialist areas like intensive care units, emergency departments, and operating rooms (Ellis, 2022). Patients may have to wait longer because of staffing shortages, which increases the labour remaining employees have to do and lowers the quality of care provided.
Increased Healthcare Costs
 Frequent hiring of nurses due to non-retention means that organizations such as the NHS have to spend more on hiring and training activities. Staffing shortages can also increase healthcare expenses since organizations are forced to engage temporary or agency nurses to replace workforce shortfalls. Temporary nurses often demand higher wages, which can dramatically increase healthcare costs.
Reduced Quality of Patient Care:
 The quality of patient health care in many of the  NHS has deteriorated over time due to employee attrition. Employee turnover is likely to cause a shortage in labour/nurses. This affects the quality of care given to patients (Senek et al., 2020). Likely, overworked and understaffed nurses won't have enough time to provide their patients with the care and attention they need. There is a chance that this will increase medical mistakes, infections, and readmissions.
Burnout and Stress among Remaining Staff
Employee attrition within the Nursing Industry in the UK also causes Burnout and Stress among Remaining Staff. It is possible for those who are left on the nursing staff to experience burnout and stress when they are required to operate in conditions with insufficient staffing levels. This can result in increased rates of absenteeism, decreased morale, and higher staff turnover, all of which will worsen the staffing shortages (Boon et al., 2019). The remaining staff's workloads also increase, resulting in long working hours, increased stress levels, and job dissatisfaction. Employee attrition rates in the nursing industry can also be detrimental to an organization's reputation in the private and public nursing sectors. This can make it more difficult to attract new employees and diminish patient confidence in the organization's capacity to provide high-quality care.
2. Identify five monetary retention schemes  and evaluataion 
Pay Incentives
The NHS uses financial incentives to encourage nurse retention. Better pay or bonuses are given to nurses. Pay incentives help retain nurses, but there is no guarantee that they will continue (Senek et al., 2020). NHS may be unable to offer nurses a higher salary because higher remuneration can drive up the cost of healthcare. It's possible that pay incentives won't solve the problem of why nurses are quitting their jobs, such as a lack of support from management or inadequate resources.
Payment for employee professional development fees 
NHS organizations offer tuition reimbursement programs to nursing staff. These programs allow nurses to pursue further education or training with the promise of reimbursement for tuition fees (Ellis, 2022). Tuition reimbursement programs can motivate and retain nurses by providing a practical advantage. These programs might be expensive for organizations and not practical for all nurses. Tuition reimbursement programs may not address the reasons nurses quit. Additionally, not all nurses need professional development. 
 Sign in bonuses 
Sign-on bonuses are another popular financial retention strategy used by the NHS. These bonuses typically form a lump sum payment to new nurses who agree to work for a predetermined time (Asthana et al., 2019). Sign-on bonuses may help lure new nursing employees, but they won't help more in keeping them. After the bonus time expires, nurses unhappy with their working conditions may decide to leave their positions. Sign-on bonuses can also be expensive for employers and risk not addressing the root causes of nurse turnover.
 Pension plans 
NHS organizations also offer pension plans to retain nursing employees. Providing a long-term financial advantage that can help boost job satisfaction and motivation, such as pension plans, can be an effective approach to retaining nursing personnel and one of the most effective ways to retain nursing staff (Stone et al., 2020). However, these plans are expensive for NHS. Additionally, not all nurses may enjoy pension plans. Pension plans might also not fully address the fundamental issues leading nurses to leave their positions.
Stock options
Through stock options, employees can purchase a portion of the company's equity at a price that is lower than the market price. NHS uses stock options to motivate employees by providing a form of financial remuneration that is contingent on performance. This provides an incentive for employees to remain with the organization and put in more effort towards the goal of increasing the stock price of the organization (Buchan et al., 2019). Stock options can give workers a feeling of ownership in the organization, increasing their motivation to put in long hours and contribute to its growth. By allowing employees to purchase shares, the NHS is in a position to recognize and appreciate their employees' commitment, effort, and loyalty to the institution.
Non–monetary incentives 
Employee Recognition and Appreciation:
The National Health Service (NHS) provides numerous employee recognition and appreciation programs, such as prizes and incentives, to recognize nurses' contributions and accomplishments (Hofmeyer and Taylor, 2021). A higher level of morale and motivation among nurses can be increased through employee recognition and gratitude, which eventually leads to higher retention. However, some nurses may have the impression that their efforts are not sufficiently valued or acknowledged by their employers.
Workload Management
The NHS uses staffing levels and patient-nurse ratios to prevent nurse fatigue and retention. Nurses can deliver quality care without burnout with enough staffing and patient-nurse ratios (Asthana et al., 2019). Budget limits and personnel shortages may make these measures difficult to execute, increasing nurse burden and burnout.
Health and Well-being Initiatives
The NHS has created a number of health and well-being projects, such as providing access to gym facilities, counselling services, and healthy food options, to boost nurses' physical and emotional health. The potential for these activities to enhance nurses' general well-being can result in higher job satisfaction and retention rates. These programs might not be accessible to all nurses, and their efficacy may vary.
Professional Development
The NHS provides a range of opportunities for professional growth, including training programs, mentorship, and career advancement opportunities. Professional development can give nurses a sense of purpose and fulfilment, improving job satisfaction and retention (Stone et al., 2020). However, these opportunities can be limited and unavailable to all nurses, leading to disparities between nurses.
Flexible Work Arrangements
The National Health Service (NHS) has enabled nurses to work on flexible schedules by instituting a variety of flexible work arrangements, such as part-time work or job-sharing. These agreements allow nurses to balance their professional and personal commitments, which can boost job satisfaction and reduce the likelihood that they would quit their jobs (Qureshi et al., 2020). On the other hand, this strategy might be difficult to implement in certain positions, such as those dealing with critical or emergency care, where the staffing standards are quite strict.
 3. Recommendations to  improve nurse retentions. 
The NHS and healthcare organizations should implement short-term and long-term initiatives to increase nurse retention and decrease nurse attrition in the UK (Collins, 2021). These plans must give nurses the encouragement, tools, and advancement chances they need to feel invested in their careers and hence less likely to leave their positions.
One of the recommendations for short term is to communicate more effectively. NHS  must ensure that nurses can communicate successfully and effectively feedback. This will make them feel respected and appreciated at work (Mahapatro, 2022 ). Healthcare organizations must create an atmosphere where nurses can voice concerns and make recommendations without worrying about management reprisals. Establishing dependable lines of communication can be aided by routine team meetings and one-on-one discussions. 
Allocating adequate resources should also be implemented by NHS in the short term. ,. Due to resource limitations, such as staffing shortages,  machines, and equipment, nurses may feel overworked and underappreciated. Having enough resources on hand would help lessen the workload and increase efficiency (Mahapatro, 2022). The NHS should ensure enough Staffing, skill sets, and equipment for the nurses. The workloads can be better managed, and burnout can be decreased.
NHS should Implement Flexible Work Arrangements. Employing flexible work arrangements, such as part-time work or job-sharing, can assist nurses in maintaining a healthy balance between their professional and personal obligations (Stone et al., 2020). They should raise the Level of Employee Recognition and Appreciation. Showing employees appreciation for their hard work and contributions can boost their morale and motivation, increasing employee retention rates. While NHS  has implemented employee Professional development programs,  this has not benefited many nurses as the chances have been limited. Therefore, NHS  should consider better chances for  Professional development programs for the nurses. For example, the NHS  can cater for cerian percentage of professional development program fees. This will give nurses a feeling of purpose and help them advance in their careers. Addaiationly, NHS should adopt career development programs such as mentoring, training, and attending seminars To assist nurses in developing their abilities and progressing in their careers. 
To ensure that nurses feel valued and sufficiently compensated for their work, healthcare NHS should strive to offer competitive salaries and benefits packages. NHS should also Improve the Working Conditions of nurses (Macke and Genari, 2019). Working conditions can greatly impact nurse job satisfaction and retention. To ensure that nurses feel comfortable and supported, healthcare organizations should strive to enhance working conditions such as the work atmosphere, equipment, and shift patterns. Attracting and retaining nurses requires competitive salary and benefits packages. NHS should also encourage a Positive Workplace Culture: A positive workplace culture can increase nurses' job satisfaction and retention (Asthana et al., 2019). Healthcare organizations should promote cooperation, collaboration, and open communication to develop a positive workplace culture. Regular team-building activities and a supportive work environment can assist boost nurses' engagement and retention. Workload management concerns, including staffing shortages and excessive workloads, can contribute to nurse burnout and high turnover rates. NHS should address these concerns by implementing proper staffing levels, patient-nurse ratios, and workload management training.
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