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People management can be seen as the procedure to hire, to lead, and also to develop the team member to assist the firm’s whole mission. The people manager handles every people-related task including new talent, employee engagement, the career development. Business leaders shall care about people management skills in the organisation as they could make or break the firm (Wong, 2020). Ineffective people management could decline productivity, disengage workers, as well as smother innovation in the firm. Employee attritions can be seen as the slow decline in employee numbers. Employee attrition occurs at the time the size of the workforce declines over time. This refers that workers are leaving at a rapid pace than they are recruited. Employee attrition occurs at the time of the worker’s retirement, or resignation. The report will explain the Causes and effects of employee attrition in the Nursing Industry in the UK with Monetary and non-monetary existing retention schemes by NHS. It will also explain recommendations. 
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The causes of employee attrition within the Nursing Industry in the UK involve ineffective recognition, problems at the workplace, ineffective company culture, etc. Morale is a worker’s mental conditions, attitudes, as well as emotional state relating to the work as well as the firm where they use to work. Lower morale could be obvious in varied manners at NHS UK, involving enhanced absenteeism, adverse behaviour, also declined productivity (Kinman et al., 2020). The manager explained that workers not getting appropriate recognition or no recognition at all feel lost in the teams or firms and also could be careless about the work. They lack the initiatives to try things as they do not feel trusted. The workplace can be seen as a place where varied personalities, communication styles, ideas and opinions come altogether also use to interact. Workplace issues could take as the incidents that are taken as inappropriate by the people facing or seeing the problems at NHS UK; they could come up every day also in varied situations. Workplace problems could vary in a matter of seriousness; they can be lower-level or one-off incidents that are inappropriate. Several workplace issues make the workers get adversely impacted. This involves conflict in the workplace, ineffective communication, harassment, ineffective job fits, etc. Ineffective company culture is accepted when NHS UK continues with habits, attitudes and behaviour that affect the firm adversely. Whether it is ineffective timekeeping, unsatisfied workers or inappropriate management; the ineffective company culture make an environment where workers do not feel respected or assisted (Holmes, 2022). For example, the manager does not take care of the values at the workplace which makes employees to be dissatisfied which leads to employee attrition. 
On the basis of the Society for Human Resource Management (SHRM), lower morale can be one of the very important influences driving job turnovers. An ineffective level of recognition could drive adverse behaviour and also use to make an inappropriate level of work environment, driving to lower morale as well as declined job satisfaction. Recognition is an impactful; feedback tool (Palmer and Rolewicz, 2022). When workers use to feel valued, they are highly interactive, motivated, and also likely to go the additional mile for the firm. Nursing firms with formal employee recognition program holds 31% lesser voluntary turnovers than firms that do not hold the program at all. Workplace issues could lead to a lower level of performance as well as productivity at NHS, loss the jobs/terminations, lowered satisfaction/happiness, stresses, as well as the board the number of mental health problems at NHS. Harassment at the NHS can too lead to legal troubles in the nursing industry UK. An ineffectively designed, poorly managed or improperly made work environment could extremely impact the employee’s motivation. Work-related stresses could be seen as a significant issue, with the analysed 40% of employees explaining the job as so much or highly stressful. Additionally to mental health symptoms, work-related stress could lead to physical health issues like heart attack, hypertension, pain, and insomnia.  The ineffective company culture leads to presenters, burnouts also high turnovers. While there can be better a bit such as buzzwords, they're poisonous symptoms of ineffective firm culture (Senek et al., 2020). NHS with inappropriate company culture could expect to see the workers be lesser interacted with, which straight away influences the firm’s overall performance. Workers who do not interact are lesser likely to attain the deadline with are lesser receptive to feedback. This lead to ineffective performance and also the whole decline the productivity.
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Employee retention refers to the organisational aim to keep productive as well as talented employees and also lower turnover by strengthening the positive work atmosphere to leverage engagement, reflecting appreciation to workers, giving competitive pay with benefits, with motivating healthy work-life balances. There are several retention schemes at the NHS which are monetary and non-monetary. The monetary schemes by the NHS for nursing professionals involve an increase in the payment so the workers, bonuses for the employees of retention, extra branding with payment for the particular educational aspect, plan for the pensions for employees and additional payment for overtime and the varied shift at work. The increase in payment makes the employees at NHS nurses make them lower employee attrition. The increase in pay makes the nurses with NHS for a long (Sayli et al., 2022). However, this can lead to inflation, make the NHS lesser competitive, as well as leading to job loss. Bonuses at the time of relation also make the NHS to be facing the effectiveness in the act of workforce attrition. This makes the workers to be effective and satisfied that aids the NHS at large. This led to increased motivation for the employees at NHS.  But some workers can feel that they are valued only at the time they handed in their resignation. NHS also made schemes for the nurses to have the extra qualification in the domain or have the extra knowledge in a similar field that make nurses at NHS have an effective level of growth in their professional career. But, workers can develop an inappropriate level of expectation from additional pay.  The pension plan scheme at NHS makes the employees at NHS satisfied and secure for their future.  This makes the nurses at the NHS UK stay for a long time.  But in the absence of a pension plan NHS can’t effectively retain the employee. Ineffective plans can make nurses dissatisfied (Bimpong et al., 2020). The other monetary retention scheme at NHS involves paying an additional amount for overtime and for shifts that are not generally preferable. This makes the nurses prefer the non-preferable time and also that makes them have the additional funds that make them to be retained. However, there can be unstable structures at work. There also leads to an increase in expenses. 
The non-monetary retention schemes at NHS involve agile working schedules, Training and development of nurses, rewards and recognition, effective mentorships, and employee well beings. The flexible working arrangements can be seen as the work schedules or work environments that do not hold the constraint NHS often figure out with the traditional work schedule jobs. The arrangement considers personal life as well as allows NHS to assist to find a higher level of work-life balance.  But there can be a decline in unity among members. Employee training levels up job satisfaction, employee engagement, retention, etc. But Employee training could be costly; it entails time away from work, making the higher quality training material, with selecting the appropriate trainer is challenging. Reward and recognition motivate nurses, which would enhance teamwork and productivity (Thusini et al., 2022). It recovers the workplace culture, making a helpful working environment. It assists to retain top talent with lowers staff turnover. But if the reward relies upon performance, other workers can be demotivated. Another demerit of the reward system is that the nurses can be driven to believe they hold ineffective performance. Mentoring help motivated nurses grow makes new connection, and also attain important interpersonal skill.  However, if there prevails no coordination among the mentor with the mentee then the whole exercise can go decline the drain with a lower level of positive outcomes. Employees’ well beings drive them to be highly productive, and motivated, as well as the interacted workforce. Nurses at NHS that handles stress effectively are lesser likely to face burnout. However, every nurse needs unique solutions to tackle bad habits, stress, or other mental disease. The issue is that the given wellness program is not personalised. 


[bookmark: _Toc142650857]Recommendations
Shorter-term recommendations involve effective communication, recognising the employees, taking care of sudden issues, etc. Effective communication at the workplace is not only depending on pieces of information to the team member but discussing it in the way they get to know (Johnson et al., 2021). The receiver too stresses upon attaining the whole definition of the conversation as well as making the other person feel heard as well as understood. Communication at the workplace is vital as it leverages the nurse's morale, participation, productivity, with satisfaction level at healthcare firms. Communication is too important for better team coordination and cooperation. Recognition aids nurses to see that the NHS value them and also the contribution to the effectiveness of the teams having the NHS overall. This is certainly important when healthcare firms grow or change. The focus group discussion also aids healthcare firms to have an effective level of recognition. 
For the longer term it is recommended to lower the nurse attrition rate in the UK to pay effective remuneration to the nurses that make them competitively satisfied, the interaction of the communities, appropriate level of innovation and research programs, etc.  When nurses came to know that they would get the bonus or incentive, they would be highly motivated to deliver effective outcomes. Bonus and incentive compensations plan be the critical area for a firm’s success. Appropriately compensating workers explains healthcare firms use to value them as employees and also as humans (Mayhew and Anand, 2020). When people feel respected, they feel better coming into the workplace. The whole of the healthcare firm’s morale levels up and nurses are motivated to be to work and also do the better work. Workers acting in firms that are socially accountable with stronger community ethics had been depicted to be very happier as well as have the quality of belonging to be secured. This also involves explaining the social responsibility in the healthcare firms as the main leader of employee engagement as well as retention. Making an innovative business culture would make sure nurses in the healthcare firms in the UK are acting for levelling up business activities, and efficiency with performances. It makes the nurses in which people come to work to do the functional task in the very appropriate manner possible and also to enhance the firm.  
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The report concludes that Business leaders shall care about people management skills in the organisation as they could make or break the firm. The causes of employee attrition within the Nursing Industry in the UK involve ineffective recognition, problems at the workplace, ineffective company culture, etc. The monetary schemes by the NHS for nursing professionals involve an increase in the payment so the workers, bonuses for the employees of retention, extra branding with payment for the particular educational aspect, plan for the pensions for employees and additional payment for overtime and the varied shift at work. The non-monetary retention schemes at NHS involve agile working schedules, Training and development of nurses, rewards and recognition, effective mentorships, and employee well beings. Shorter-term recommendations involve effective communication, recognising the employees, taking care of sudden issues, etc. For the longer term it is recommended to lower the nurse attrition rate in the UK to pay effective remuneration to the nurses that make them competitively satisfied, the interaction of the communities, appropriate level of innovation and research programs, etc.   


[bookmark: _Toc142650859]References
Bimpong, K.A.A., Khan, A., Slight, R., Tolley, C.L. and Slight, S.P. (2020). Relationship between labour force satisfaction, wages and retention within the UK National Health Service: a systematic review of the literature. BMJ Open,(Online) 10(7), p.e034919. doi:https://doi.org/10.1136/bmjopen-2019-034919 ( Accessed 19 August 2023)

Harris A. Kinman G. Teoh K.(2020) BIROn -Birkbeck Institutional Research (Online.) Available at: https://eprints.bbk.ac.uk/id/eprint/40551/1/2020%20-%20The%20Mental%20. (Accessed 21August 2023)

Holmes, J (2022) The NHS nursing workforce- have the floodgates opened? The Kinds Fund. (Online) available at: https://www.kingsfund.org.uk/blog/2022/10/nhs-nursing-workforce. (Accessed 17 Aug 2023)
Johnson, S., Dalton-Locke, C., Vera San Juan, N., Foye, U., Oram, S., Papamichail, A., Landau, S., Rowan Olive, R., Jeynes, T., Shah, P., Sheridan Rains, L., Lloyd-Evans, B., Carr, S., Killaspy, H., Gillard, S. and Simpson, A. (2021). Impact on mental health care and on mental health service users of the COVID-19 pandemic: a mixed methods survey of UK mental health care staff. Soc Psychiatry Psychiatr Epidemiol, (Online) pp.25–37. Available at: https://pesquisa.bvsalud.org/global-literature-on-novel-coronavirus-2019-ncov/resource/pt/covidwho-734116. (Accessed 22 August 2023)

NHS Digital (2022). NHS Vacancy Statistics England April 2015 – June 2022 Experimental Statistics. (Online) NHS Digital. Available at: https://digital.nhs.uk/data-and-information/publications/statistical/nhs-vacancies-survey/april-2015---june-2022-experimental-statistics (Accessed 25 August 2023)

Mayhew, K. and Anand, P. (2020). COVID-19 and the UK Labour Market. Oxford Review of Economic Policy, (Online ) 36(1) Available at:  doi:https://doi.org/10.1093/oxrep/graa017 (Accessed. 22 August 2023)

Palmer, B and Rolewicz, L (2022) Peak leaving? A spotlight on nurse leaver rates in the UK. Nuffieldtrust.(Online) Available at: https://www.nuffieldtrust.org.uk/resource/peak-leaving-a-spotlight-on-nurse-leaver-rates-in-the-uk. (Accessed 20 August 2023)  
Sayli, M., Moscelli, G., Blanden, J., Bojke, C. and Mello, M. (2022). Do Non-Monetary Interventions Improve Staff Retention? Evidence from English NHS Hospitals. (Online) papers.ssrn.com. Available at: https://papers.ssrn.com/sol3/papers.cfm?abstract_id=4188291 (Accessed 20 August 2023)
‌
 
Senek, M., Robertson, S., Ryan, T., King, R., Wood, E., Taylor, B. and Tod, A. (2020). Determinants of Nurse Job Dissatisfaction - Findings from a cross-sectional Survey Analysis in the UK. BMC Nursing, (Online)  19(1).Available at:  doi:https://doi.org/10.1186/s12912-020-00481-3 (Accessed 20 August 2023)

Thusini, S., Milenova, M., Nahabedian, N., Grey, B., Soukup, T. and Henderson, C. (2022). Identifying and understanding benefits associated with return-on-investment from large-scale healthcare Quality Improvement programmes: an integrative systematic literature review. BMC Health Services Research,(Online) 22(1). Availabe at: doi:https://doi.org/10.1186/s12913-022-08171-3 (Accessed 25 August 2023)

Wong, C. (2020). Medication-related problems in older people: how to optimise medication management. Hong Kong Medical Journal,(Online) 26(6). Available at doi:https://doi.org/10.12809/hkmj208534. (Accessed 25 August 2023) 
‌
.
1

