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Managing people is considered a people manager with complete guidance including skills and behavior to succeed in management (Woolf et al., 2023). The report has demonstrated the causes and effects of employee attrition within the Nursing Industry in the UK. Moreover, the head of HR mainly focuses on understanding the five monetary and non-monetary retention schemes used by NHS to evaluate the professional. The report has provided suggestions for short and long-term to enhance nurse retention to improve nurse attrition in the UK. 
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NHS England is a healthcare service provider in the UK. The Company offering in mental health, cancer, urgent, and emergency care to improve patient care (NHS, 2023). NHS has employing over 1.2 million people with NHS trust and clinical commissioning groups. In 1948, NHS is established as social reform funded by taxes for better customer experience. NHS access separate ambulance services and quick response toward patients for organizational effectiveness. 
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Source: (NHS, 2023)
NHS for nursing professionals analyze that around 40,365 nurses in England left active service equivalent to one or nine (Woolf et al., 2023). This report's main purpose is to understand the leaving rate of people retiring and leftover for improvement purposes. HR managers of the NHS focus on the size of the workforce with a leaver rate of 11.5%. 
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Strength- One of the major strengths of the NHS is to improve patient care. It allows the doctors to bring effectual decision-making processes about patient care (Prosser and Achour, 2023). Further, the operations efficiency of NHS is also elevated. Additionally, it makes huge investments in IT projects which turn out to its one of the core strengths that strengthens its positions and services as well.
Weaknesses- In NHS, there was no system integration which turns outs into its greatest weakness (Akbani, 2023). Meanwhile, the treatment process of patients acquiring information or data from an array of systems in a hospital thus affects the efficiency as well as decision making of NHS. Another crucial weakness of the NHS is IT adoption is slow.
Opportunities- There is a favorable extent market that creates a range of opportunities in front of the NHS. On the other side, the use of the internet also helps NHS to carve effectual ways of interactions with the public, employees, patient groups, physicians, and so on (Garside et al., 2021).
Threats- Losing a patient’s trust creates a greater hazard for NHS which pessimistically influences its efficiency, performance, and decision-making process as well (Prosser and Achour, 2023). On the contrary, legal compliance is also creating so many threats for the NHS which impacts its performance negatively.
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Political Factors- Brexit uncertainties are referred to as the biggest mark in existing UK politics and it creates a range of hazards and issues for the NHS and its effectual performance (NHS, 2023). Another major political factor is the lack of resources.
Economic factors- As of the economic crash in the year 2008, the NHS has been facing huge issues in bringing its effectual performance (Woolf et al., 2023). Additionally, due to economic compliances, the NHS is not able to make effective decision making and was under pressure to lessen the payouts of its workforce.
Social Factors- One of the major factors influencing the performance of NHS is the development of patient knowledge and expectations as well (NHS, 2023). Consequently, it creates a greater requirement for the NHS to bring the finest quality of healthcare system. Another social factor is the average age of the UK community is increasing day by day.
Technological Factors- With continuous improvements and enhancements in the technology of the procedure and system of healthcare, there was a great alteration in the quality of services enabled by NHS to its patients (Woolf et al., 2023). Meanwhile, technological improvements contribute to the performance of the NHS effectually or positively.
Environmental Factors- In all over the world, the medical industry is one of the primary industries that are to be considered a high contributor to deadly waste (NHS, 2023). Thus, it creates a greater requirement for NHS to put more concentration on lessening this contribution and causing the least influence via medical waste disposal.
Legal Factors- Most of the patients of NHS who are unsatisfied with the standard of services and care by the NHS are now considering their problems on legal platforms (Woolf et al., 2023). Therefore, the NHS needs to focus on complying with an array of legal regulations and compliances.
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Nurses mainly focus on health forces and organizational forces that are important to decide to leave the profession (Prosser and Achour, 2023). In the nursing industry in the UK, the nurses have multiple attritions that underpin the collective pool of workforce talent and expertise. In addition, it helps to observe that work-life balance, and equality of opportunity for nurses always put secondary essentials in the hospitals. NHS needs to understand the employee attribution of a loss of valuable workforce or talent (Akbani, 2023). Nursing turnover has been plaguing the medical industry for decades and concern remains costly as well as harmful to people and society (Propper et al., 2021). Nursing is the single largest profession in the health service and an integral function of the NHS in the UK. 
Currently, the shortage of nursing is substantial. It does not reflect the contribution of temporary staff who fill the vacancy and estimated absence to deal with the shortage of care of patients in hospitals (Woolf et al., 2023). To stay with NHS, the HR manager motivates nurses to contribute toward better care of patients. First, nurses also deserve a high level of respect, caring, and trustworthiness to humans as serve as nurses. The hospital industry deals with attribution must the revolving door of care providers affect the quality of care. Nursing leaders of NHS need to know about the significant pre-employment testing to prepare for the best healthcare organizational enhancement (Garside et al., 2021). For future success, the Attribution of nursing negative impact on job satisfaction, organizational commitment, and patient care quality. Some major effects of attribution with the nursing Industry are: 
· Stressed Out and Dissatisfaction: In changing situations, the Manager of NHS focuses on the management of workplace stress which is a common concern (NHS, 2023). Nurses also cite the effect of stress and overwork as top concerns that affect the satisfaction of the patient in the NHS. Through this method, NHS nursing maintains a connection with four nurses to appreciate their contribution, have control over feelings, and find a job to complete the task effectively. 
· Lack of Role Clarity: NHS mainly focuses on the work expected of the nursing staff and performance with clearly communicated (Prosser and Achour, 2023). To survive in the pandemic situation, NHS needs to offer a support system and distinct opportunities to improve the overall performance for future success. With multiple channels, the NHS engaged their nursing staff with all generations of the team (Propper et al., 2021). If the firm does not communicate with nursing staff then it affects their performance and the life of the patient as well. 
· Poor Communication: Management of nursing staff of NHS visual available to deal with work issues in hospitals (Akbani, 2023). Due to ineffective communication, NHS nursing staff do not perform the task effectively, and this reduces working performance. Nurses suffer badly from poor communication with management around critical issues. Poor communication is the biggest reason for nurses to leave their position at the workplace (Buchan et al., 2019). The forces of attrition are the intention of nurses to leave including unhappiness with pay, shift workload, and reported incidents affecting the overall experience of patients. 
· Lack of Teamwork: In NHS, nursing has lack coordination with teamwork to understand the kind of experience of nurses (Woolf et al., 2023). If the NHS does not look toward building community among teams and supporting people to overcome challenging issues. In a pandemic, nurses NHS is not able to fulfill effective treatment to patients and encourage team members for organizational enhancement (Garside et al., 2021). 
The nursing staff of the NHS suffers from older nurses and younger nurses who have their own families. The distinct forces of higher organizational level may affect the nurse's attrition to leave the position from NHS (Prosser and Achour, 2023). Therefore, the internal forces of nurses' self-concept affect the mechanism nurses like job satisfaction that affects or does not experience burnout. The administration of the NHS addresses the forces that directly affect the nurse's level of job satisfaction as well as result in less staff turnover. 
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Source: (NHS, 2023)
In 2020-2021, the number of nurses left due to retirement, virus infection, and other reasons suggests a new trend of leaving the nurses who otherwise do not resign. The NHS understands the younger nurses who are leaving the position at high. Around 23,000 people left their position over the past year under 45 years of age and increased the percentage by 24. 
[bookmark: _Toc131438795]Five Monetary and Non-Monetary Existing Retention Schemes Used by NHS
The line Manager of NHS mainly focuses on understanding the monetary and non-monetary existing schemes to improve nursing performance as well as the decision of leaving the firm (Woolf et al., 2023). To deal with changing situations, managers of the NHS view distinct recruitment information to stay competitive. The monetary benefits include management information in the context of vacancies within the NHS that have been collected for the improvement of patient experience (Buchan et al., 2019). Due to its tough nature, the NHS focuses on vacancies within the hospital that have been collected by NHS England. NHS know that there are insufficient nurses to meet the actual demand for nurses in recent year (Prosser and Achour, 2023). Hospitals mainly focus on resolving the workforce crisis and developing a sustainable supply of nurses to improve the experience of patients. 
Monetary Benefits
· Pay: NHS mainly focus on offering the best pay as per the hospital norms and regulations to their nursing staff. To reduce the leaving rate, this monetary policy will help NHS to offer better payment based on working (NHS, 2023). Through effective payment, nurses get motivated and improve the patient experience to maintain the brand image of NHS among customer mind. 
· Resources: Other than payment, NHS offer resources that are essential for nurses for smooth working in the hospital (Akbani, 2023). Resources are referred to as the service segment of NHS facilities as well as staff are rewarded for their active contribution to the project. 
· Reward: During a pandemic, NHS need to offer a reward to the nurse who gives their time and support to take care of the patient (Prosser and Achour, 2023). In the hospital industry, the Employer does not value the contribution of nurses in caring for patients for organizational effectiveness. It has a high influence on morale as well as motivation toward nurses and doctors. 
· Promotion: NHS mainly focus on the promotion of senior nurses to their contribution to the dramatic situation (Everitt, 2022). Nursing plays a significant role in caring for patients from infectious viruses. If the NHS promotes the staff then it helps to reduce the leaving rate of nurses. 
· Incentive: In the hospital industry, Employers need to offer an incentive to those nurses who give their extra time for working (Woolf et al., 2023). With this incentive, Nurses feel that their work is valued by the organization. 
Non-Monetary Benefits
· Flexible Work Arrangement: During the pandemic, Employer of NHS does not harsh with their nursing staff (Garside et al., 2021). So, the NHS offers a flexible working arrangement with a proper schedule to reduce the stress level and manage the patient effectively. The flexibility of nurses helps to maintain work-life balance and avoid stress. 
· Training Offer: NHS no that employees will disconnect from people (Everitt, 2022). In that case, NHS offers a training session for organizational growth and keep motivated to access the courses or workshop. The online session of NHS helps nursing staff to engage in a training session for future learning. 
· Learning Opportunity: During the epidemic, the Line Manager of NHS offered learning and personal development opportunity to perform the work effectively (Sayli et al., 2022). NHS know learning helps to develop their knowledge and experience for better patient care. 
· Autonomy:  Nursing of NHS get clarity about the task, and project to perform without any confusion (Buchan et al., 2019). With these benefits, the nursing staff will empower each other by trusting each other and have a great impact on the patient’s experience. 
· Extra Days off During the pandemic, NHS and other hospital sectors offer extra days off after continuing work in the inpatient ward (NHS, 2023). Through these non-monetary benefits, the nurses of the NHS maintain their life balance and take rest to improve their potential for future service in the hospital sector. 
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Recommendation
In the NHS, employers should focus on short as well as long-term retention to reduce the leaving rate of nurses (Everitt, 2022). To survive in the hospital sector, the Line Manager of the NHS must keep satisfying the nursing staff effectively. The nurse retention rate improves the overall well-being of nurses and helps to provide suitable care to the patient. In changing situations, the manager of NHS focuses on monetary as well as non-monetary benefits to take care of the patient in the hospital for overall development (Sayli et al., 2022). Adequate nurse-to-patient staffing ratio from experienced healthcare professionals.  It helps to understand the staffing to take care of the patient. In a changing environment, managers of NHS focus on innovative long-term solutions and increase nurse retention. Nurses also provide facilities and convert to full-time and permanent nurses for organizational development. 
To deal with issues, the Manager of the NHS focuses on current work conditions, the long hours, and the excessive duties of patient nurses. Hospitals that employ incentives for nurses working and bonuses to maintain strong positions (NHS, 2023). With the help of effective communication, the NHS manager focuses on conversations with supervisors and administrators to reduce stress and disputes among hospital staff. NHS mainly focuses on the digital communication channel between nurses, administration, and nurse’s manager for organizational effectiveness (Berry et al., 2022). It should encourage the administrator to open conversation with the team to address the styles and learn better care for nurses. 
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In conclusion, the report has examined the causes and effects of employee attrition within the nursing industry in the UK. The report has evaluated the five monetary and non-monetary existing retention schemes used by the NHS for nursing professionals. It has analyzed the suggestion for short and long-term to enhance nurse retention and reduce the nursing rate of the NHS in the UK. The line Manager of NHS mainly focuses on the development of the environment to engage the nurses for better care of patients. 
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Quarter-to-quarter change in number of nurses leaving their
role (England, 2015/16 - Quarter 1 2021/22)
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