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Slide 1: Title Slide
Good morning/afternoon everyone. My name is Md Nasir Johan Anik, and today I will present on Employee Relations in NHS England as part of the Human Capital Management module.
I will begin by introducing the organisation and the employee relations context, then I will discuss current practices, evidence, opportunities, challenges, root causes, recommendations, and finally the future of work implications.
The main argument of this presentation is that employee relations in NHS England is not only an HR issue. It is directly connected to staff wellbeing, retention, organisational trust, and patient care quality.
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Slide 2: Table of Contents
This presentation follows the assignment requirements step by step.
This presentation has eight main parts.
First, I will introduce NHS England and explain why employee relations is important.
Then, I will discuss current policies and practices.
After that, I will show some evidence from the NHS Staff Survey.
Then, I will explain the opportunities, challenges, root causes, recommendations, and future of work implications.
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Slide 3: Organisation Context: Why Employee Relations Matters
Employee relations means the relationship between the organisation, managers, employees, and staff representatives.
In NHS England, this is very important because staff experience directly affects patient care. If staff feel supported and respected, they are more likely to stay motivated and provide better service.
The NHS Staff Survey 2025 received more than 760,000 responses. This gives useful evidence about how NHS staff feel.
NHS England also has the People Promise, which explains what staff need to make the NHS a better place to work.
So, the main point is this: good employee relations can improve trust, morale, and retention. Poor employee relations can increase stress, conflict, and staff turnover..
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Slide 4: Current Policies and Practices
NHS England already has several important employee relations policies.
The first one is the NHS People Promise. It focuses on compassion, inclusion, recognition, safety, learning, flexibility, and staff voice.
The second one is Freedom to Speak Up. This allows staff to raise concerns safely and confidentially.
The third one is We Work Flexibly. This supports flexible working for NHS staff where possible.
The fourth one is the NHS Staff Survey. This helps NHS England understand staff experience and identify areas for improvement.
So, NHS England has good policies. But the main problem is whether these policies are experienced properly by staff in their daily work.

[image: ]
Slide 5: Current Evidence: Staff Advocacy Is Under Pressure
This slide shows one important warning sign from the 2025 NHS Staff Survey.
In 2024, 60.79% of staff said they would recommend the NHS as a place to work. In 2025, this fell to 58.05%. That is a decline of 2.74 percentage points.
This does not mean everything in NHS England is negative. However, it does suggest that staff advocacy, morale, and trust are under pressure. In employee relations terms, this is important because willingness to recommend the organisation reflects how employees feel about their working relationship with the employer.
The managerial implication is that NHS England must not only collect staff feedback. It must also show staff that feedback leads to visible action. If staff speak up but do not see meaningful change, trust can decline further.
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Slide 6: Current Opportunities
There are some good opportunities for NHS England to improve employee relations.
First, NHS England can improve staff voice. Staff should feel that their feedback is heard and acted on.
Second, NHS England can improve flexible working. This can help staff manage work-life balance and reduce stress.
Third, line managers can be trained in compassionate leadership. Managers are very important because they deal with staff problems directly.
Fourth, AI can help reduce workload. NHS England announced AI tools for more than 500,000 staff. These tools are expected to reduce administrative work and give staff more time for patient care.
But AI must be used carefully. Staff should feel that AI is helping them, not replacing or monitoring them unfairly.
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Slide 7: Current Challenges
NHS England also faces some serious challenges.
The first challenge is workload and burnout. Many NHS staff work under high pressure. This can reduce motivation and increase stress.
The second challenge is trust. Staff may give feedback, but if they do not see real change, they may lose trust.
The third challenge is retention. If staff feel stressed or unsupported, they may leave the organisation.
The fourth challenge is AI-related fear. Some staff may worry that AI will monitor them, reduce their role, or replace some tasks.
So, NHS England must improve productivity, but it must also protect fairness, wellbeing, and trust.
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Slide 8: Root Cause Analysis through HRM Theory
The main root cause is the gap between policy and real workplace experience.
NHS England has good policies, but staff experience can be different depending on workload, manager support, staffing level, and team culture.
The Job Demands-Resources model explains that high workload can cause burnout if staff do not receive enough support.
Psychological Contract Theory explains that staff expect fairness, safety, and support. If these expectations are not met, trust becomes weaker.
Employee Voice Theory explains that staff need to feel safe to speak up. They also need to see that action is taken.
Social Exchange Theory explains that when staff feel supported, they are more likely to be committed to the organisation.
So, the main issue is not only policy. It is also about daily employee experience.
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Slide 9: Evidence-Based Recommendations
There are three main recommendations based on the analysis:
First, NHS England should close the staff voice loop. This means after surveys or feedback, staff should be told clearly: “You said this, and we did this.”
Second, NHS England should train line managers. Managers need skills in conflict management, flexible working, wellbeing support, and psychological safety.
Third, AI should be introduced in a trust-based way. NHS England should involve staff and unions before major AI changes. It should also check whether AI is improving workload, fairness, and privacy.
The success of these recommendations can be measured through staff advocacy, staff turnover, sickness absence, speaking-up confidence, grievance cases, and AI workload impact.
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Slide 10: Future of Work Implications
In the next five to ten years, AI and digital tools will change employee relations in NHS England.
AI may help with routine tasks, such as documentation, summaries, scheduling, and information search.
This can reduce pressure on staff and give them more time for patient care.
But there are also risks. Staff may worry about data privacy, monitoring, and fairness.
So, NHS England must prepare staff through training, clear communication, and fair AI governance.
The key message is that AI should support staff, not reduce trust.
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Slide 11: Final HRM Strategy
To conclude, NHS England should follow a trust-based employee relations strategy.

This strategy has four parts.

First, listen to staff through surveys and speaking-up systems.
Second, act on feedback and show visible improvements.
Third, support staff through flexibility, wellbeing, safe staffing, and good management.
Fourth, protect staff by using AI fairly and transparently.
Overall, good employee relations means staff should feel heard, respected, supported, and ready for future changes.

My final point is that NHS England should use AI and digital tools to support people, not replace the value of people.
Thank you for listening. I am happy to take your questions.
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Slide 12: References
This slide includes the sources used in the presentation. These include NHS Staff Survey data, NHS England guidance, NHS Employers, and academic theories used for the analysis.
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