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[bookmark: _Toc140568426]Introduction
This report will describe the cause of employee turnover within the industry of nursing in the United Kingdom (UK) and how COVID-19 pandemic affects this industry for the employee attrition of nurses as well (england.nhs.uk, 2023). It also evaluates five monetary and non-monetary schemes used for nursing professionals by the NHS of the United Kingdom (UK). In addition, it recommends the strategy to hire the right person, flexible work schedule, competitive compensation, development of corporate culture and analysis of previous and current turnover to betterment the retention of nurses, which lower the turnover of nurses in the United Kingdom (UK). 
[bookmark: _Toc140568427]Analysation of the cause and effect of Attrition of Employees within the Nursing Industry in United Kingdom (UK)
Employee attrition is the natural process by which employees leave the labour force. For example, through retirement or resigning for personal reasons and are not replaced immediately (healthcareers.nhs.uk, 2023). 
A. Discussing the causes of Employee Attrition 
The reason for the leaving of the nurse is limited and unfortunate. The main reason is the NHS hospital and community only published as a build-up for all staff groups as well as it has lots of missing data. There is remarkable complexity in the reason for leaving:
Retirement is the most common cause of employee attrition. Nowadays, the second most common cause of leaving is work-life balance. Nearly 6900 staff resign in the three months to June, 2022. The number is now about four times higher than a decade ago. Health reasons are also a major factor to leaving the job, the number of staff leaves for health issues was 1800 (surrey.ac.uk, 2023). Over 5600 staff leave due to the promotion and around 1000 undertake further education or training. The number of people leaving for the reason of health issues, promotions and to undertake further education or training has increased more than tripled than a decade ago. 
According to a survey, the most common reasons for leaving are, those who are considering leaving found them feeling exhausted (18%), being under too much pressure (22%) and feeling underrated (43%).
A survey in December, 2021 suggested that, too much pressure, personal circumstance and retirements are the most common reasons for leaving the nursing industry. This data was tallied with the data, which was released in March, 2021 and it concluded that work-life balance (31%)  was the most common reason in nursing compared to other industries (theguardian.com, 2023). Certainly, from the NHS staff survey in 2021, not only 10% of nurses were experiencing demarcation at work but also 22% of nursing staff experienced abuse, harassment and bullying from the guy colleague in the previous 12 months.
Moreover, the state of wider economic conditions and previous sickness may also be the major factors. An analysis of individual staffing records determined that recent sickness is the particular factor for the departure of a nurse. 
B. Discussing the effect of Employee Attrition 
All of these potential reasons nurses choose to leave the profession add to attrition of nurses affecting the staffing ratios. Staffing ratios are of clinical concern to increase patient satisfaction and decrease errors (nuffieldtrust.org.uk, 2023). As a consequence of an increase of 25% in the number of NHS nurses leaving their role, with an additional 7,000 leaving compared to the previous year, The NHS had severe and persistent workforce shortages before the Covid-19 pandemic. Moreover, acceptable nurse-patient ratios can lead to less tendency to leave their profession, higher retention rates and better job satisfaction. Although, nursing shortages lead to errors, higher mortality and morbidity rates. In hospitals nurses experience dissatisfaction, exhaustion and the patients experienced higher mortality and failure-to-rescue rates than facilities with lower patient-to-nurse ratios. Proper staffing levels will improve nurse retention rates, increase patient satisfaction and decrease errors (kingsfund.org.uk, 2023).
[bookmark: _Toc140568428]Description of Five Monetary and Non-Monetary plan used for Nursing Professionals by NHS
A set of actions to control a nation's overall money supply and achieve economic growth is known as Monetary Schemes and Non-monetary rewards are those that do not involve money such as awards, recognition, thanks and praise.
A. [bookmark: _Toc140568429]Five Monetary Schemes used for Nursing Professionals by NHS
· “Golden hellos” are being offered to the Nurses of England, which is up to £4,500 for work in the NHS so that they do not	 resign in the middle of untamed competition for staff.
· One of the trusts in the north west provides 2 million patients and the name of the partnership is Cheshire and Wirral Partnership and In case of joining a learning disability program the nurses of the NHS are getting £4500 (digital.nhs.uk,2023). However, the nurses of the NHS will get an instalment amount of £1500 for 3 months in each month. After 12 months £1,500 and after two years £1,500 will be paid. The NHS has put some conditions in the employment of their nurses like if they leave within six months the full amount needs to be paid by the nurse and if the nurse leaves before one year, then in that case the nurse needs to be paid 50% of the amount. In addition, to these terms and conditions the trust is also paying an amount of £8000 to the nurse who is residing more than 40 miles away and needs to relocate. 
· As per the opinion of Senek et al., (2020), trusts of the NHS in Essex, Hertfordshire and Cambridge are offering inducements to nurses as well. In London, the capital of the United Kingdom (UK), a £3,000 bonus offered by the NHS trust to mental health nurses, which paid for a year for taking up jobs with a beginning salary of £25,655. The payments are decided at the circumspection of each trust and come in the middle of debate among RCN and the government. While a 5% rise pay offer of the government was accepted by most of the health unions, which has one-off payment for NHS workers. The members of this association will now vote on either to detain another six months of business action.
· As the Royal College of Nursing and the government remain in dead end over pay, some trusts of the NHS in a great need to occupy the posts that have begun their own plans to retain and attract call up (McBride et al., 2023). The allurement includes bonuses floundering over two years and premovement packages of £8,000 which differ by area tussles with critical poverty and high staff attrition.
· The deputy chief executive of NHS Providers, Saffron Corder said that trusts were demanded to utilise the inducement by a massive placement rate and employees tell of the major levels of exhaustion.
B. [bookmark: _Toc140568430]Five Non-Monetary Schemes used for Nursing Professionals by NHS
· Co-author and a researcher at the University of Surrey, Professor Jo Blanden said that healthcare organisation’s efficient functioning is most important for limiting the excessive employee attrition. Nurses are a vital part of health care because it is a labour-intensive sector, comprising about one-third of workers of the healthcare in the United Kingdom (UK).
· Economics’ Associate Professor and Lead investigator of the Surrey University, Dr Giuseppe Moscelli told that betterment of confinement is a cost and time decisive results to employee deficiency, with the extra favour of keep particular human talent within the establishment correlate to train a new nurses, which will take around three or four years.
· According to Yang and Chen (2020), the RDSP was a clinically-led and targeted program that provides direct support and guidance to reduce attrition rates across the trusts of NHS hospitals, mainly those nurse dropout rates, which is higher than the present. 
· Research from the Surrey University says, light touch advantage like professional development, looking after their training and giving nurses enough flexibility at work helped the NHS keep almost more than 1,700 nurses and midwives, in the history of the NHS as existence in the grab of the significant labour crisis, which is possibility to have major out turn for caring of the patient, was described by The House of Commons Committee on Health and Social Care (Lin et al., 2021). The researchers of Surrey take the eye to whether developments to non-direct aspects of a job like bringing clarity to a mission of the hospital, autonomy and improving training had an impact on the retention figures of the hospital, earlier to the pandemic of Covid-19. 
· By learning the administrative data of employee-level of the Survey found that the Retention Direct Support Program (RDSP) of 2017, which was introduced by the NHS, decreased exits from the public hospital sector of nurses and improved nursing retention. 
[bookmark: _Toc140568431]Recommendation to lower Attrition of Nurses and upgrade Nurse Retention to in the United Kingdom (UK)
One to one meeting between staff and managers, regular appraisal, and building a strong induction program should be a key for any retention strategy (Buchan et al., 2019). These meetings could be the opportunity to discuss and agree what is needed for the development that can support the delivery of patient care and staff career. Some main retention strategies are:
Be strategic during recruitment to hire the right person
This is one of the most critical tasks for the recruiter for finding the right talent. The Raising of the new graduate nurses is a large percentage of overall nursing attrition. This is why the recruiter attracts the best fitting nurses from the start and will make retaining them much easier (Suleiman et al., 2022). 


Offer a flexible work schedule 	
Job flexibility is now increasingly concerned by the employees, so giving them more freedom here is another way to boost retention. Nurses go through with a long, emotionally and physically demanding shift so it is a key factor for new nurse retention.
Provide competitive compensation and benefits 
The Nurse Salary Research Report of the United Kingdom (UK) reported over 2500 nurses and determined that benefits and compensation are the primary retention factor. Though, if the salary of nurses continues to increase the attrition of nurses will decrease (Capponi and Barber 2020). 
Define and Development of Corporate Culture
Generally, the implements, beliefs and attitudes indicated by the culture that the company upholds. An unfavourable culture clears out an employee, leading to constant exhaustion work performance and a healthy and encouraging culture can encourage employees to try out new techniques, approaches and put their best efforts for better results. Thus, to improve employee attrition rate, someone need to focused on developing and rectifying any fault of the company’s culture.
Establish a nurse residency program
There is a direct link between nurse residency programs and retention shows by Research shows. Organisations with a nurse residency program provide new nurses with additional support while also engaging experienced nurses as instructors encouraging new connections and a collaborative, healthy culture. Additionally, nurse residency programs generate a sense of community and confidence in new nurses to improve nurse retention.
Analyse previous and current turnover to find issues 
The most solid way to increase employee retention rate is to assemble and analyse the data related to turnover. This will give an insight into the reason for employees departing and can help to rectify the issue and save the company from losing their best talents.



[bookmark: _Toc140568432]Conclusion
It is concluded from this report that retirement, work-life balance, health issues, promotion and many more reasons can cause employee attrition in the nursing industry. Additionally, COVID-19 pandemic affects this industry for the employee attrition of nurses as well. This report also explained some monetary and non-monetary schemes used for nursing professionals by the NHS. Besides that, it mentioned how the development of corporate culture, competitive compensation, flexible work schedule, strategy to hire the right person and analysis of previous and current turnover can improve retention of nurses to decrease the turnover of nurses in the United Kingdom (UK). 
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