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The report aims to demonstrate the human management strategies in the NHS in the UK. Here the research is going to discuss the actual cause of employee attrition within the Nursing industry in the UK and effect of the employee retention. The various schemes are used by the NHS for existing retention such as monetary and non-monetary policy. Some recommendations would be going to provide for the nursing industry to reduce nurse attritions rate in the UK.
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Causes  of the employee attrition 
Employee attrition is the process of the departure of employees from any organisation for any kind of reason such as poor job satisfaction,  resignation, retirement or death and terminations (Fallucchi et al, 2020). As per the Research June 2022 data analysis,  40365 NHS nurses are leaving their services and almost ninth employees are leaving their jobs and the leaver rate is almost 11.5 %. The various reasons are evaluated for leaving many reasons. 
Lack of growth opportunities: Many employees can not get enough privileges and they can not reach better career opportunities or promotions due to the biased attitude of the higher authority of the NHS. more than 5600 employees are leaving because they are not getting promotions and this creates planning for the leave of many employees in the organisations (Nuffieldtrust, 2022). 
Retirement: Retirement is one of the common reasons for employee attribution in the nursing industry in the UK. Every employee has curtain time for working and when employees reach their particular age, they need to be retained because work power is going to decrease (Holmes, 2022). 
Being overworked: Work-life balance is another cause of employee attribution. The research shows that more than 6900 people are leaving their job for this reason. The healthcare industry has a tendency to give more pressure and the nurses need to spend lots of time in the hospital so that they are not only stressed mentally as well as physically tired, and this can create a hamper on the personal life of the employees (Nuffieldtrust, 2022). 
Health issues:  working more than 10 hours a day is common in the nurse's life and this can create effects on the health of an individual nurse. Research shows that more than 1800 employees are leaving their workplace daily due to health issues. Sometimes less cooperation in the workplace, lack of motivation, lack of willingness and handling thousands of sick patients every day can lead to being mentally stuck and create a negative impact on the workplace (Nuffieldtrust, 2022).  
Resignations: Some employees face issues in these industries and lack of job satisfaction can lead to resignation before retirement. Some nurses get better career growth and this can lead to resignation from the present workplace and this is another common reason for employee attributions (Nuffieldtrust, 2022). 
Poor workplace culture: Survey shows that hospital industry employees are facing unvalued. Staying under pressure for a long period of time creates a feeling of exhaustion. Maximum nurses belong to low staffing levels and this is another main reason for nurse attribution in the hospital (Holmes, 2022). 
Effects  of employee attrition : 
 Decreasing productivity: The after-effect of the employees' attributions in the healthcare industry can lead to a decrease in the productivity of the individual employees and low manpower in the organisation can lead to meeting the organisation goals of the particular sector and apart from this organisation is focusing more on the recruitment process rather than enhancing employees performance. 
Spending cost for recruitment: Employee turnover in the organisation can lead to an increase in the recruitment cost and research shows that the cost of not addressing retention will be more than £21.7 billion.  Moreover, the NHS needs to spend £12000 for replacing fully trained nurses and this would raise the total 12 % of the additional spending (nurses. co, 2023). 
Lost faith in the patient: Employee turnover can lead to low employee morale as well as directly hamper the other nurse's performance. Apart from these, patient parties are not getting enough care from the nurse and this would decrease the faith of the patient and patient party. All of these directly impact the organisation's reputation. 
More employee turnover: The employee turnover, decreasing revenue and decreasing reputation of the company can lead to more work pressure and increase employee attributions ( Matterapp, 2023).
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Monetary employee retention Policy : 
Recognition in every matter: NHS focuses on the various aspects of the healthcare developments such as clinical excellence,  high level of performance, long services,  effective leadership support and many more. This organisation offers two different ways of recognition. The informal recognition process follows only verbal praise or appreciation. Additionally, the manager of the NHS sends emails or personal notes and announces the performance of the team meaning and discusses the individual or team contributions. Apart from these formal recognition policy provides Performance appraisal or excellency awards (Solent.nhs, 2023). 
Wellness offerings: NHS offers health benefits to their employees and they are focusing on the employees' fitness and which should be physical, mental and financial. They offer various medical benefits to their employees and during the pandemic time, employees feel a prioritised and supportive attitude from their superiors. This organisation offers 37.5 hours working structure in a week and provides paid sick leave for each employee (Healthcareers.nh, 2023).    
Acknowledgement of each milestone: NHS offers to acknowledge each employee after five years and ten years of completing their work life A small or big acknowledgement process of an individual employee after a 5th work anniversary creates a positive effect on the employee's mind and the employee gets the motivation to do work and sustain a longer period of time. 
Retention bonus: Retention bonus is another technique of the employees which helps to give extra money or rewards outside of the employee from their regular basic salary this bonus is basically 10-15 % of the employee's basic salary and NHS.  a short-term policy and long team would be helpful for the recruitment structure and retention structure of the employees. This process would help the employees in the foreseeable future (Nhsconfed, 2023). 
Yearly increment: The  NHS is changing their payment agenda and they are providing yearly increment strategies 5 % of the basic salary is going to be increased every year and this creates motivation for every employee (Healthcareers,nhs, 2023). 
Non-monetary employee retention Policy : 
NHS are taking various strategies to Motivate its employees and research shows that 65 % of employees prefer o the non-monetary policy of the nursing.
An Extra day off : 
If employees of the NHS are asking for extra days off, the organisation granted their request for them and employees are getting extra days off depending on the urgency. The health care service is an emergency service so getting days off is tough apart from the weekend. But depending on the employee's performance,  NHS grunted the addition of the organisations (England. nhs, 2023).
Autonomy: NHS resources are allocating and ensuring equal access to all health care employees of the organisations. This organisation uses a set of independent policies. As per the organisation policy, the NHS  has genuine autonomy and all employees can work independently without ministerial interference or the NHS governing body's dominance As because of the NHS is free from the day-to-day interference policies, this creates a positive work culture of the organisations (Nuffieldtrust, 2023). 
Contributions of extensive training offer: NHS usually provides various health care as well as social care training which help to ensure the safety of the patient receiving. Apart from these, giving the right care helps to maintain a high standard of quality.  The training process helps to motivate the employees and create better understanding and generate knowledge. This would help to develop skills and employees can do their responsibility effectively. The training process of the NHS  creates opportunities for career-boosting for the individual nurse and they can move forward to the next step of their career (Health careers.nhs, 2023). 
Flexible work structure: NHS and the primary health care industry use flexible working strategies and this would help to create changes in the working pattern, roles and hours and this would be predictable to create greater variation in the work. Especially during the pandemic,  maximum nurses face difficulties due to the rigid structure. Flexibility in the working hours helps to maintain the work-life balance and nurses get support from their family members to do jobs securely (England.nhs, 2023). 
Continuous feedback on the performance: The right feedback strategies of the NHS help to give annual performances. This organisation conducts various team meetings. Meeting with team leaders and team members can create bonding and team coordination attitudes in an individual. Apart from these one team meeting can create short-term and long-term goals and additionally clear communication among the team members help to create clear roles and responsibility for the work. 
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The human resource team needs to take the right strategies to reduce the nurse retention rate. The first step of the nurse retention strategies should be to implement the right technique for the recruiting process. The human resources team should take a proper test or interview before hiring the right person for the organisation. As per the health care need, efficient employees should be hired who are skilled and qualified properly as well. The high-quality hiring standard makes the organisation's values and this would create interest to do work in this field. The implementation of innovative technology to make the hiring process perfect. This right hiring strategy is one of the long team goals of the human resource team which should be changed on the basis of the organisation's needs. The human resource team needs to focus on the residency program policy. 
As per the survey, all graduate nurses are 90 % ready for work in any healthcare industry but the leader of the healthcare industry said that all graduate nurses are only 10 % ready to perform something. The 80 % gap is created for the experience gap so the human resource team needs to provide an internship program to reduce the skill gap and this would help in the improvement of patient error, and wrong working practices. The right working structure helps to reduce work stress and this would help create confidence and job satisfaction. The introduction of an effective training program for the nurse is one of the short-term goals, which can be developed within 3-6 months. 
Additionally, human resources should implement the proper strategies for creating a good workplace environment. The proper workplace environment can be introduced through the reduction of mandatory overtime, promoting an unbiased attitude to all employees. Apart from these, The unbiased attitude of the organisation leader helps to create value and every nurse can show their capabilities. Improvement of the proper workplace of the organisation can be created within 1-2 years and this is one of the long-term goals of the organisation. Apart from these, The human resource team needs to implement various human resources policies such as sick leave, and maternity leaves for female employees of the organisations. 
Additional gender pay gap, Right payment structure help to motivate employees to do work. The implementation of the right laws and policy help to deliver work satisfaction to organisations. The implementation of the right can be introduced within 6 months and this is one of the short-term goals. Moreover, the human resource team needs to give recognition when nurses are performing well and this would help to create happiness and job satisfaction and employees are more on the career development of that particular healthcare organisation. 
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The report has described employee retention in the healthcare industry and the healthcare industry faces lots of employee retention after COVID-19 for various reasons such as toxic workplace culture, resignation and retirement.
 This directly creates an effect on the organisation's performance. NRS uses various monetary and non-monetary employee retention policies to reduce employee retention. The effective recommended strategies need to be used by the healthcare industry to enhance the organisation's performance. 
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