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 Introduction
Attrition a major issue in nursing profession has increased in the recent years for many reasons. Attrition of nurses in the NHS-UK has increased a lot in the recent years, and has become a costly affair, they are trying out various ways through which they could retain the nurses. A lot survey has been conducted that showed that many nurses leave the hospitals because they feel the amount of effort, they put goes unnoticed, as a result they feel undervalued, immense workload, leaves not being granted as a result of which feeling exhausted are some of the causes of high nurse attrition in NHS- UK. Low staffing, is also the reason why nurses quit their job. In 2021, a lot of survey had taken place that showed 43 percent left because of retirement, 22 percent left because of personal reasons, 18 percent left because of work-life imbalance. This essay will focus on the causes and the effect of nurse attrition in NHS-UK, the monetary and non-monetary rewards offered by NHS and, few recommendations that would ensure lesser attrition rate. 

1.Discussion
The cause/reason behind high attrition of nurses in NHS- UK
The reasons why nurses leave their job is limited, in NHS-UK. The information of those that are leaving the NHS hospitals and the community services are being published as an aggregate of all the staff who are moving within and from the NHS as well, information’s are missing. Attrition rate of nurses is quite high and the Department of Health and Social Care accepts the fact that the attrition rate of the nurse has increased a lot. Retirement is the most common reason of nurse leaving hospitals, most of the nurses working the hospitals of UK are adult nurses, and hence when they retire a huge chunk of employees leave the organisation creating a gap(Palmer, and Rolewicz, 2022). Work life imbalance is another reason why the nurses leave their job, the attrition rate is high because the work pressure is tremendous leading to burnouts of the nurses. Also, many nurses are leaving their job because of health issues, stress, many have left because they were not granted promotion, even they were denied of training and career advancement facilities. A lot survey has been conducted that showed that many nurses leave the hospitals because they feel the amount of effort, they put goes unnoticed, as a result they feel undervalued, immense workload, leaves not being granted as a result of which feeling exhausted are some of the causes of high nurse attrition in NHS- UK. Low staffing, is also the reason why nurses quit their job. In 2021, a lot of survey had taken place that showed 43 percent left because of retirement, 22 percent left because of personal reasons, 18 percent left because of work-life imbalance. Voluntary resignation shows that the something is not right in the hospitals. The rate of voluntary resignation of nurses in UK is more than any other organisation(Holmes, 2022). Also, it has been found out that negative workplace culture is also one of the reason why nurses are leaving the organisation, meaning that the workplace lacks the idea of inclusivity and diversity. Surveys showed that around 10 percent nurses leave because they feel that they are being discriminated based on their caste, religion, race, and even gender. Around 22 percent of the nurses even face harassment, bullying, or being abused. Absence due to sickness, economic condition, lack of benefits. The mental stress that the nurses face is tremendous and consistent. Mostly, it has been seen that the nurses face mental health issue, which becomes so much unbearable that they have to leave their job. This could be understood through the help of example, suppose a nurse or a midwife who did not come to work for around 2 to 3 days because she was mentally tires is bound to leave the job, sooner or later. The mental stress becomes so much for the nurses that they do not find any other option apart from leaving(nhs.uk, 2022). 
The effect of leaving the job of nurses are as follows-
The turnover of the nurses is a costly affair, and it also affects the quality of service and outcomes. The effectiveness of the delivering care is reduced, the operating cost increases. Infact when different nurses are assigned to patients, the bonding between the nurses and the patients are unable to form. Hiring new nurses in place of the ones who left can be a costly affair, which otherwise could have been spent of something productive, like training of new skills. It has been found out that the turnover cost was 0.31 times the salary at minimum and 1.3 times at the maximum level(surrey.ac.uk, 2022). It has also been found out that the temporary replace and the decreased productivity can be also added to the cost of the nurse’s turnover. The nursing care outcomes and the patient care outcomes are highly affected because of high rate of attrition amongst the nurses in NHS-UK(PMC, 2017). Patient satisfaction is highly affected because of attrition in nurses, because the nurses are not satisfied with their job, they resign from their post. Economic and Non-economic effect are caused because of the high rate of attrition amongst the nurses. Also, when such a huge number of nurses are leaving their job, the existing nurses working in the organisation is highly affected because of this, and as result they leave, and the other set of nurses get affected. Hence it can be said that a vicious circle continuous, which needs to be addressed effectively because leaving and rehiring nurses frequently is not the best solution. 
2Five monetary and non-monetary retention schemes of NHS-UK
NHS, have understood the reason behind high attrition rate, and after understanding they have decided to value their employees, so that they do not leave the organisation. Out of many reasons to leave nursing as a profession is that the nurses feel that they are properly not rewarded and recognised. Recognition and reward need not have to be monetary, it can be non-monetary benefits as well. The initiatives that NHS have started to take is giving the nurses flexibility at work, ensuring that they are being give n proper training or not, this has helped NHS retain nurses and midwives. It can be said that NHS is the grip of workforce crisis, because the attrition rate was so high, that even if the hire employees, that will not be enough to fill in the spaces(surrey.ac.uk, 2022). Especially during and after Covid the situation became more worse. Non-monetary aspect of reward also helped a lot to retain employees. During the Covid the pressure on nurses increased tremendously. Due to budget issues many nurses were laid off increasing stress. 
It has been  discovered that in the year 2017 Retention Direct Support Program (RDSP), that was  implemented by the NHS, did help in  increasing the retention of  nurses and reduce the departures from the public hospital sector after analysing the employee-level administrative data from English NHS hospitals. The RDSP was emphasized on clinically-led initiative that offered direct advice and support to help NHS hospital Trusts with their turnover rates, especially those with higher-than-average leaver rates. Improving retention is a time and cost-efficient solution to staff shortages, with the added benefit of maintaining specialised human capital inside the employing organisation, compared to training new nurses, which takes three to four years(surrey.ac.uk, 2022). The monetary benefits and non-monetary benefits are as follows-

2.1.Monetary retention strategy
The NHS provide a group shareholder pension plan to its employees (nurses), and it is managed by Scottish Widows. Under the condition that nurses are expected to contribute 3% of their basic salary, and the NHS contributes around 6% of the basic pay of the nurses. The nurses can stay with the NHS Pension Plan for around five years after joining the hospital, if the nurses are presently a member and have not missed any contributions in more than a year.
The nurses who pays UK income tax may donate regularly and tax-free to the charities and worthwhile causes of their choosing through payroll giving, a customizable program. The NHS are listed with the Charity Trust, who manages the programon our behalf.
The welcome package that comes with the job contract of the nurses will include information about our compensation structure. Payday for salaries is the 25th of each month. The nurses will be paid on the Friday before the 25th if it occurs on a weekend or a holiday(Halter et al., 2017).
Access to the broad range of NHS discounts and healthcare employee perks, including money-saving bargains and coupons for travel and vacations, luxury hotels, peaceful airport lounge and airport parking savings, delectable restaurant discounts, money-off fashion fixes, as well as discounts on mobile phones, utilities, and gym membership.
In-service fatality- Every permanent and fixed-term employee is eligible for this benefit. Four times the annual wage is the benefit. Filling out a nomination form will allow you to choose beneficiaries. For further information, please contact HR. The nurses are entitled to further benefits if they are receiving the civil service or NHS pension (Halter et al., 2017).
2.2Non-monetary retention strategy
Career possibilities- 
NHS believes that their success depends on their workforce and high attrition rate is affecting their success. The NHS decided to encourage the nurses to grow as a result, so they may advance, discover new chances and challenges, fulfil their own ambitions, and make the most of their careers. While encouraging internal progress, NHS like advertising themselves. If the nurses wish to broaden their experience, NHS want to provide the nurses the opportunity to progress into jobs with more responsibilities and into various fields. On job training is also provided for efficient functioning of the nurses (nhsemployers.org, 2022). 
Flexible hours- The flexible scheduling policy introduced by NHS seeks to provide employees the freedom to work flexibly in order to maintain a healthy work-life balance. 
Flexible work time- Looking at the high attrition rate the NHS has decide to encourage flexible work schedules helps employees balance their professional and personal lives, which improves motivation, performance, and production. It also lowers stress levels and promotes staff retention (nhsemployers.org, 2022).
 Occupational health- The NHS are dedicated to ensure that all staff members' health and wellbeing are supported, which is why one of the support services of NHS is an independent occupational health provider. Occupational health can offer suggestions and direction on how to assist employees and supervisors with any health-related issues(nhsemployers.org, 2022).
3.Recommendation
The recommendation the NHS can consider are as follows-
It can be said that around a third of the nurses working at NHS, are in the later stages of career and it is essential that these adult-nurses are made to feel valued, and it is also important that they are being supported. This will motivate the younger generation of employees, it will also make them realise that they will also be supported once they are also at the later stage of their occupation. Expectations about what employees want from their career may change, also the workplace needs may also change. In such condition it is essential that the employees are being supported. It is important for the supervisors to conduct a meeting where discussions could be made about needs, and development opportunities of the adult-nurses(nhsemployers.org, 2023), it is just an attempt to retain the elder nurses along with the younger ones. Also, it is essential that these adult nurses are being guided about the benefits they will receive like the pension schemes, so that a transparency and mutual remains. This will surely reduce attrition. 
It is essential that the nurses are being provided with meaningful recognition, as it will help to keep them motivated. It is essential to set up a holistic reward package, that suits the needs of the nurses working under NHS. Rewards like pension, is important to understand by the employees, and supervisors should take the initiative. Understanding the overall reward package, they ought to receive should also be made understood by the nurses. It is also important to ensure that the reward packages reflects the need of the diverse workforce, and it should also be aligned with the organisations diversity and inclusion goals. It is important that employees are being formally recognised at it motivates them to word hard and put in more efforts. There are a variety of ways it could be done, it could be through celebrating significant career milestones, acknowledging the efforts through distributing certificates, providing positive feedbacks(nhsemployers.org, 2023), encourage peer nomination, to thank each other. Depending on the needs the employees can be recognised. As it would help them to stay loyal, dedicated, and the attrition also gets reduced. 
It important to recognise as to how the NHS nurse will be recognised, and once it has been done, it is also important to ensure that the nurses mental and physical health is being maintained. Ensuring proper wellbeing plan should be an integral part of the organisation, as it is the most important way to retain the employees. The experience of the nurses needs to be recognised, as it will ensure that the nurses will stay for a longer period of time and deliver quality service(nhsemployers.org, 2023). The health and wellbeing are the responsibility of the organisation and if a collaborative and multidisciplinary approach is considered it will surely ensure workforce wellbeing and ensure that attrition rate is reduces. 
 
Conclusion
Thus, this paper can be concluded by saying that Work-life imbalance, excessive work pressure, bullying, harassing, abusing, not recognising are the reasons nurses leave organisations. This affects the operational cost of the organisation, also affects the quality of service provided to the patients. Proper reward and recognition is important whether in terms of monetary and non-monetary packages. 
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