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The essay aims to analyse the human resource management of the nursing sectors of the National Health Service of the UK.  The study is going to focus on the term employee attrition and its cause and effect on the organisation. Employee attrition is the departure of employees from the organisation voluntarily or involuntarily. There is a difference between employee attrition and employee turnover, as when the employee leaves the organisation voluntarily, that becomes turnover. But for employee attrition, both voluntarily and involuntarily leave is responsible. Another term that is going to be studied is the monetary and non-monetary existing retention schemes by the NHS through nursing professionals. For this study, three cases are going to be conducted. According to the study and analysis, some recommendations will be developed both in the short and long term for improving nursing retention for decreasing nurse attrition in the UK.
Analyse the causes and effects of employee attrition within the Nursing Industry in the UK.
Employee attrition in the nursing section has created a shortage of nurses that is harming the service of the NHS in the UK. The nurse leaver rate in the UK is increasing day by day, and the rate is indicating a shortage of services. The highest rate of leavers is 16.8%, according to the case study, and the sector most losing its nurses is the physiotherapy community. Also, other sectors are losing nurses as well. Such as the health and social care for elders’ sectors are also losing their nurses and the rate is 14.7% (Haslam, 2021). 
There are many reasons that are increasing the rate of nurses leaving the NHS sector. One of the largest reasons for nurse attrition is retirement. Another reason for employee attrition is work-life balance. Almost 6900 employees were at attrition because of this work-life balance in 2022. Almost 1800 reasons for employee attrition are health issues as well. Some employee attrition reasons are promotion, higher   or training (Bimpong et al., 2022). According to the case study, before, there were fewer posts for nurses but employees were enough according to demand. But now hospitals have increased their capacity for jobs but along with the increase in posts, the gap between employees has increased as well.
According to Buchan et al. (2019), when the authority felt that the attrition had increased, they talked with the nurses and found out that being undervalued in the workplace and the work pressure is making them leave the profession of nursing. One of the main reasons for leaving the profession is that there are not enough staff in the health care centers, and they are feeling the work pressure as there is no decrease in the patient rate. According to the case study, the pandemic Covid-19 is also responsible for employee attrition.
When the workplace is negative and nurses are feeling unvalued in their workplace, it becomes a problem for the nurses to survive in the workplace as well. That has a negative impact on the industry of health care in the UK. Most nurses are facing issues to survive in the workplace. Some have issues with their co-workers or some have issues with the doctors. On the other hand, some do not want to face misbehaving relatives of the patients in some cases and so they leave the job (Hill, 2020).
The effect of employee attrition is very high, as is the impact on patient care from the shortage of nurses. As after the doctors, the care from the nurses is important, so when there are fewer nurses than demand, the services to the patients become insufficient (Chan et al., 2019). Also, it is a fact that due to the gap between the need and the presence of the nurses, work pressure becomes very high and nurses feel unvalued, which results in employee attrition in the NHS in the UK.
According to the case study, more than 34,000 nurses left their jobs with the NHS in the last year, a 25% increase from the year before. That is creating a bad image of the profession that is discouraging people from joining this job (Wood et al., 2021). Not only attrition but also the decrease in interest among young people is increasing. The health issues of the nurse have increased as well because of the noticeable attrition of the employees. The work pressure and the personal life balancing are creating mantel pressure along with the physical pressure of the employees, and that is developing a negative impact on the service of the nurses and the reputation of the business. 
Monetary and non-monetary existing retention schemes used by NHS
In the term monetary retention scheme, the NHS has focused on the payment of the staff, pension, overtime payment, bonus, and reward. Nurses should be valued and compensated for their contributions since they are a cornerstone of the healthcare sector. Increasing rewards for loyalty, consistency, and relocation can aid nurses in maintaining a healthy work-life balance and may even help to lower employee turnover. Vacation time, bonuses, promotions, and raises are just a few examples of these incentives (Kinman et al., 2020).
According to Marufu et al., (2021), the nurses were not paid enough, but after concern, the NHS has developed a scheme to pay them better so that staff do not feel bad about payment. Also, after the shift of nurses, if they need to work, they will get overtime twice the payment per hour as well. Also, on different occasions such as Christmas, they will get bonuses as well so that they can feel valued in their workplace as well. Also, some employees feel insecure about their job even after serving very well. And in this position, the NHS has taken steps to make them feel secure in their job as well, so that they can develop their careers as nurses.
There is a scheme in the NHS to give employees a pension after their working lives and make the process easy for them. According to their employer, along with the pension, employees will get the reward as well. The reward of saving a critical life and serving the patient with great care has been announced for the nurses as well. Every month, one nurse will be selected as a reward for the nurse who has had a positive impact on the hospitals as well. The monetary support scheme will help the NHS attract nurses and motivate them to develop their careers in their job (Collard et al., 2020).
Workplace facilities such as childcare are helping the NHS retain nurses. This is one of the non-monetary retention schemes for the NHS. The government should examine how inexpensive and adaptable childcare is provided for those who work in the health and social care industries and see whether it can be made better (Kinman et al., 2020). So that employees can be relied on and need not think about their children's safety. This is the term that can help the employees afford to give their children a better environment, and they can take on more work if needed.
Another non-monetary retention scheme that helped to motivate the employees was the work facilities. Work facility is the term that makes them feel unloaded. Where the work environment is not flexible and employees are not comfortable, they feel like leaving the job. There should be a food and drink facility 24/7 so that while working hard, nurses do not remain on an empty stomach. And so, the NHS has included it in the rules for the management of the hospital and clinic. There is a free parking lot for the employees, along with resting and changing areas for the nurses of the hospital (Hill, 2020).
The other three non-monetary retention schemes of the NHS are communicating with the nurses regularly to understand their needs and comforts of the job, increasing teamwork, helping them feel valued, and making them feel respected (Senek et al., 2021). And lastly, giving them health benefits regularly and supporting them for that. So that they can feel the importance of them in society and can feel valued as well. Both monetary and non-monetary terms are important for the retention of employees in the NHS because they motivate the staff and make them stay in their profession.


The short term and longer-term recommendations 
The recommendations are going to be developed for both the short and long term to improve the retention of nurses in the UK so that the nurse attrition rate can be lower. In the short term, the NHS can develop a scheme to give feedback and appreciate the nurses' great work. According to Chan et al. (2019), the organisation can develop negative feedback as well for the bad performance of the employees, but in a positive way. So that they do not feel like troublemakers in the organisation. Also, regular short training activities with interesting and inspiring speeches in the organisation can motivate nurses in the short term.
When employees get information regarding new technologies and skills, they can also feel motivated. These are all short-term activities for motivating nurses so that the retention rate increases and the attrition rate decreases (Senek et al., 2021). Gifts and instant rewards can also work as a short-term retention scheme for the organisation. Even if there is pressure from work, nurses should get the chance to rest in the workplace and get the opportunity to communicate with their families so that they can feel at home and can work for the health care centre. That will motivate them to stay in and the nurse attrition rate will be lower.
With the help of longer-term motivational activities, nurses will think about staying in the profession and will develop their careers in the healthcare sector. Such as when the organisation sets a goal such as ‘Saving life is our motto’ will help the nurse understand the value of their job, and that will inspire them to help people and improve their service. When nurses feel they are learning continually, they will feel they are learning more, and that will help them set goals for themselves as well (Collard et al., 2020).
The pension scheme and getting the pension should be easy to get so that nurses feel motivated that they are going to have a secure life after their job. Getting a pension should have an easy process (Collard et al., 2020). With the pension, employees will be motivated for the job. Also, easy loans from their salary support can ensure a decrease in the rate of employee attrition in the NHS sector. That will support the health sector in the UK in getting well-trained manpower to serve the patients who need care.




In conclusion, the analysis of human resource management in the nursing sectors of the UK's National Health Service (NHS) reveals a significant problem of nurse attrition, leading to a shortage of nurses and compromising patient care. Retirement, work-life balance issues, and dissatisfaction with the workplace contribute to the high attrition rate. The NHS has implemented monetary and non-monetary retention schemes, including improved payment structures and many other features. Though short-term strategies like feedback, training, and rewards, along with long-term measures such as ongoing training and streamlined pension plans promise great results, it is important to note that these issues are also essential for addressing nurse attrition and ensuring high-quality healthcare services.
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