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This report is going to describe the staff shortage issues of the NHS. This healthcare sector is considered one of the most popular healthcare sectors in the UK. However, this organisation has faced a staff shortage due to numerous reasons and left a negative impact on business growth that has been portrayed in this report.  The NHS needs to update their talent management strategy and must apply some retention schemes such as monetary and non-monetary to maintain staff motivation as well as satisfaction. A strong employee base in the organisation is necessary to provide quality customer service and enhance goodwill by competing with competitors. 
[bookmark: _ujyj1jo7s5jm][bookmark: _Toc129359837]1. The causes and effects of employee attrition within the Nursing Industry in the UK
Employee attrition left a huge negative impact on the business process as it decreased productivity, customer satisfaction rate and lost sales. ABDİEN (2019) has claimed that in the healthcare sector, a strong employee base is necessary to serve emergency healthcare services and look after patients’ health issues in a significant way. In that context, it has been seen from the given scenario, many nurses have left their active services. In recent days, the main cause of nurse attrition was the Covid-19 pandemic situation. This critical situation has changed the psychological effects of NHS nurses. In the words of Lasalviaet al. (2021), the pandemic situation was new to everyone so this situation has created fear among the nurses and reduced self-confidence to treat patients. Along with that, the impact ofBrexit also left a negative impact on the employee base of the NHS. Due to Brexit most of the EU employees have left their active job in the hospital sector like the NHS. As per the study by Milner et al. (2021), Brexit is one of the sensitive political issues that has created business uncertainty and created massive business losses not only in the healthcare sector but also in every industry effectively. As a result, 4,000 European doctors have decided to leave their job at NHS (Theguardian.com, 2023). 
Apart from that, huge work pressure with low wages in the hospital sector also influenced nurse attrition in the NHS. In the pandemic situation, 17.2 million were admitted to hospitals which created huge work pressure (Statista.com, 2023). Despite this, the nurses of the NHS did not get any satisfactory wages. Most of the nurses have to do overtime and give extra care facilities to a huge number of patients at a time. Thus, nurses of the mentioned hospital could not maintain a proper work-life balance which is one of the main reasons for nurses’ attrition or staff turnover. As a result, 89 care homes of the NHS remained closed after the pandemic situation (Nhs.uk, 2023). At the same time, the productivity rate of the NHS also decreased to some extent. Therefore, it can be stated that the NHS needs to give importance to increasing its employee base in a significant way. ABDİEN (2019) has claimed that the employee turnover rate also reduces the customer satisfaction rate as it disrupts business productivity. The NHS needs to develop an employee training process as well as modify its staff recruitment process to hire skilled employees. Besides these, lack of healthcare knowledge is another issue that has increased the staff turnover rate in the mentioned hospital effectively. Due to a lack of knowledge, nurses are unable to provide quality services such as emergency services, residential care and old age care facilities. As a result, the customer satisfaction rate of the NHS decreased by 15% in the year 2021 (Health.org.uk, 2023). Moreover, lack of knowledge and skill gap nurses were unable to cope with the highly competitive situation and lost their motivation and willingness to keep them engaged with this healthcare sector for a long time. In the financial year 2020-2021, most of the staff resigned due to a lack of flexible working hours which disrupted their work-life balance very badly. This working culture has created depression and anxiety among most of the nurses and for that, they have decided to leave the job. Flexible working hours are necessary to maintain staff motivation and increase their willingness for better productivity (Ju and Li, 2019). However, the NHS has started to modify their business and employee management strategy to cover the issues of nurse attrition. As per the above discussion, it can be stated that the NHS needs to give importance to modifying their workplace environment to keep nurses engaged for a long time. 
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NHS is a renowned organisation in the UK, popular for providing high-quality healthcare services to the people. The company has a skilled and large workforce. Therefore, the organisation needs to implement proper employee retention and motivation strategies to manage these skilled employees. According to Bonaccioet al. (2020), employee hiring and recruitment is not easy, it involves time as well as resources of an organisation. The NHS have different employee retention strategies in place to retain the employees whole saving both effort, time and resources needed for hiring.
Monetary retention schemes
Salary increments
As a responsible and renowned organisation, the NHS maintains a skilled workforce. It uses the best talents for research as well as service providing. The organisation’s HR team researches the market properly and pays the employees based on the market rate. They try to provide a better salary than the competitors and also provide it on time. With time intervals, they also increase the salary of the employees (Moscelliet al., 2022). This approach allows the company to retain the best talents in the organisation.
Performance bonus
Performance bonus is another effective method of employee retention. The HR team of a company evaluates the performance of the employees in the organisation and based on tier performance provides bonuses to them. The NHS uses this approach too. This approach allows the NHS to retain the best employees in the organisation.
Cash rewards
For short time achievements, a company can pay cash rewards to the employees. According to Bimponget al. (2020), this approach allows an organisation to appreciate its employees instantly. NHS rewards tier employees for their little but important achievements by giving cash.
Occasional bonus
To motivate and retain employees’ companies might provide occasional bonuses. This approach makes them more attached to the organisation. NHS provides an occasional bonus to the employees on occasions like Christmas, New Year and many more. This method helps the organisation to retain employees.
Additional paid vacation
According to Sayliet al. (2022), proper work-life balance is important for employees to function well. Therefore, companies provide employees with paid holidays so that they can refresh their minds and work more appropriately. The NHS follows the same strategy to retain its employees.
Non- Monetary retention schemes
Wellness offering
Keeping the employees mentally and physically is important for organisations to succeed. The NHS provides employees with different healthcare schemes so that their health and wellness can be supported. It also does health check-ups of the employees at intervals (Weymanet al., 2019). This approach makes the employees believe that the organisation values their work. Therefore, reduces employee turnover.
Regular feedback
Giving regular feedback is an effective way to retain employees in the organisation. NHS human resource managers do one-to-one employee meetings with the employees and give them reviews about their work (Weymanet al., 2019). In addition, they also give them an idea about their future career in the organisation. This helps the company to retain employees.
Training and development
According to Nightingale et al. (2021), not all employees want monetary benefits, some want to have good career prospects too. NHS arranges different professional training programs for the employees so that they can have a good career ahead. This approach helps the employees to have good career opportunities. It increases the employee retention rate in the organisation.
Asking for ideas and feedback
Allowing the employees to express their creative ideas as well as bringing them to the workplace has a positive effect on employee retention. According to Nightingale et al. (2021), asking the employees to help by giving their ideas can also improve employee retention. NHS asks their employees to contribute ideas regarding the services they provide. This strategy allows the company to have insight if the employees thought while retaining them at work.
More autonomy at work
Giving employee’s autonomy at work is a good approach to motivating the employees. If the employees feel that the organisation trusts them and relies upon them, they are more likely to perform well. In addition, it also helps them to find out their capability as well as their engagement level. NHS provides the employees at work. Their managers are instructed to micromanage their employees so that the employees can empower themselves and find their capabilities. In addition, according to Kirby (2023), organisations that follow these strategies are more likely to engage the employees more at work. In addition, it also makes them feel trusted. Furthermore, providing autonomy ti with the employees at work also makes them carry strong responsibility at work, thus they are more likely to stay in the organisation longer.
[bookmark: _mqvt8a87jwsl][bookmark: _Toc129359839]3. Recommendations
Offering competitive salaries
This strategy can be effective for the NHS to keep staff engaged for the long term. Through competitive salary employees can get a high salary after joining the organisation which can give employees economic satisfaction effectively. Bharadwaj et al. (2022) have stated that a strong economic base or salary is necessary to get long-term employees as it helps to cope with economic tough times. Along with that, a competitive salary is also essential for promoting employee loyalty and motivating them for better products as well as keeping them engaged for a long time. Hence, the NHS can give this salary benefit to employees to maintain staff satisfaction and overcome staff shortages in a significant way. 
Flexible working hours with employee benefits 
Flexible working hours are one of the essential aspects that help employees to be motivated and show their willingness for better production. After the pandemic situation, most of the nurses at the NHS could not get proper flexible timing which decreased their motivation. In that case, the NHS can provide rotational shifting and other work benefits to their employees to encourage their nurses to work long-term. As per the study by Yuslizaet al. (2021), flexible working hours are necessary to reduce stress and give strong production.
Appreciation and feedback
Appreciation is a good way to motivate employees at work. Instead of monetary benefits, sometimes a small appreciation after the completion of work can also make the employees feel motivated. To motivate the nurses at work healthcare organisations can provide small appreciation and feedback to the employees (Moscelliet al., 2022). They can provide feedback on a regular basis to the employees so that they stay motivated at work. This approach will keep the employees motivated at work and will encourage them to do better at work.
Public recognition
According to O'Hara et al. (2022), public recognition is an effective way to retain employees in an organisation. The health care organisations in the UK can give recognition to the nurses publicly for achieving a goal or completing a task effectively. This approach will allow the organisation to increase the nurse retention rate. Furthermore, unbiased implementation of this approach will encourage the nurses to perform better in the organisation. Furthermore, public recognition also allows a healthcare organisation to attract nurses from other organisations too. This approach is an effective talent retention strategy.
Reward programs
Nurses are the backbone of the healthcare system. Therefore, retention of nurses in an organisation is important for providing good quality health care services. The health care organisations might provide the nurses in the organisation with different rewards for achieving a particular organisational goal or doing good teamwork and many more (Kirby, 2023). These approaches will encourage them to work more collaboratively. In addition, proper implementation of the reward system will provide recognition to deserving candidates. Thus, they are more likely to feel motivated at work.
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It can be concluded that the NHS is the largest and most popular healthcare sector in the UK. The organisation has faced massive staff shortages in recent days. The key reasons for staff shortages are the pandemic situation, Brexit and lack of flexible working after and during the pandemic situation. Therefore, this healthcare sector needs to update its employee retention strategy to attract employees and maintain their satisfaction rate. In the monetary retention scheme, the NHS can provide cash rewards and other financial benefits. In the non-monetary retention scheme, this brand can provide flexible working and healthcare facilities to nurses effectively. 
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