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Executive summary
[bookmark: _heading=h.gjdgxs][bookmark: _heading=h.30j0zll]This paper will explain the reasons the nurses for leaving their job in the healthcare sector. Different types of causes will be also revealed in this paper that will affect the mindset and working performance in the workplace. The impact of resigning from the nursing job in the NHS will be mentioned throughout the paper. It will also evaluate the monetary and non-monetary retention of the nursing team in the health care sector. The strategies and techniques will be described in this paper that was mostly used by the health care sector for better growth. Some recommendations will be also discussed in this paper that will reveal the strategies that should be used by the management team directors of the health care sector. 
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[bookmark: _Toc131793648]Introduction 
This paper will reveal the details of the strategies and working styles that are used in the workplace of PA Consulting firms in the UK. This is the NHS that is based in the UK that provides services to improve the health and well-being of their customers. Some of the nursing teams in the NHS are deciding on attrition that can negatively affect the workplace. This study will explain the several causes and multiple effects of employee attrition. The impact of the shortage of nurses will be discussed throughout the paper. 
[bookmark: _heading=h.1fob9te][bookmark: _Toc131793649]Analysis of the causes and effects of employee attrition within the Nursing Industry in the UK
The nursing team is leaving their job at the NHS due to reasons like chronic shortages and constant pressures. The younger workers or employees in the NHS such as the nursing team or interns are leaving their job or not completing their tasks with full interest causing a severe loss for the firm. 
[bookmark: _heading=h.3znysh7][bookmark: _Toc131793650]Vacancies for the nursing post are increasing 
The team leaders in the NHS are providing training to their nursing team. To overcome the shortage of nursing teams and employees, the Human resources team is recruiting more employees. But due to pressurized work and strict rules and regulations, these employees and workers in the NHS are losing interest in their given tasks (Marufu et al. 2021, p.302-308). According to the NHS staff survey, 34 percent of nurses and other employees are reassigned from their job, and 52 percent of the workers in the NHS are taking leave as they are feeling unwell and stressed (nuffieldtrust.org.uk, 2023). These employees and nursing staff are also not giving their best in the completion process of their tasks. While analysing the NHS staff survey, the team leader knows about the mindset of 40 percent of health workers who have felt burned out in the workplace because of their work.  
[bookmark: _heading=h.2et92p0][bookmark: _Toc131793651]Affecting the career growth of nurses 
Most nurses and other health workers cannot see their whole future in this field. The nursing team of the NHS in the UK believes that they have no better scope while doing nursing in the future (Digital et al. 2023). The health professionals and the specialists of the NHS also do not provide a promotion or provide any information in which these nursing teams can see their future in this field. The nursing team and the other employees have to upgrade their skills or follow their other passions and they cannot balance their work life in an effective manner (Lee et al. 2019, p.52-65). Most of the health workers and nursing teams are doing their job in this field to earn their daily wages. After learning some skills or following their passions, nurses are leaving their job and choose other career fields. The management team also does not provide a sufficient amount to the nurses by which they can maintain their lifestyle easily by earning from this field.
[bookmark: _heading=h.tyjcwt][bookmark: _Toc131793652]Lack of promotion in the nursing field
The lack of chances for promotion and job security, the nursing team and the other health workers cannot regularly keep their motivation and hence their potential seems to be decreasing. Due to the deficiency of nurses and employees in the NHS, vacancies are increasing rapidly. Health professionals believe that they cannot complete their work or any operation without the nursing team as nurses play an important role in the health place. The work pressure and responsibilities of the critical patients increased workplace stress and negative vibes due to which the nurses have to leave their job from the NHS (Arslan and Kocaman, 2019, p.732-739). The nursing team and the other health workers have to follow the prescriptions and medicine routines that are provided by the healthcare professionals strictly as it matters the life and death of the patients. The nursing team is losing interest and due to the deficiency of proper skills, they cannot increase their performance in the completion process of their given task.  
[bookmark: _heading=h.3dy6vkm][bookmark: _Toc131793653]Damages the reputation of the Nursing Industry
The nursing team and the other health employees play an important role in the health care centre. The tasks like proper medication of the patients, working as supporting assistants to the health care professionals, regular check-ups to the patients, analysing the documentation procedure of the admitted patients, completing the routine check-up, and other tasks are done by the nursing team. Due to the scarcity of nurses, these important tasks are not completed which can damage the reputation of the health care centre (Phillips, 2020, p.265-273). The deficiency of the nursing team and other employees can influence the working process of the health care centre in different ways. The health specialist and professionals cannot work properly and due to lack of dedication, the chance of mistakes can be increased will affect the growth of the firm. 

[bookmark: _heading=h.1t3h5sf][bookmark: _Toc131793654]Identify and evaluation of five monetary and non-monetary retention schemes used by NHS for Nursing professionals 
There are different types of schemes done by the management team in the health care centre for the retention efforts of nursing professionals. The five monetary retention schemes that are mainly used by nursing professionals seem to be beneficial for the health care centre for better growth. 
[bookmark: _heading=h.4d34og8][bookmark: _Toc131793655]Monetary retention
[bookmark: _heading=h.2s8eyo1]Be strategic while recruiting the employees
The human resource team has to know and understand the skills and qualities that are required in the specific job role (Lee et al.  2019, p.52-65). The HR team should analyse the qualification and communication skills of the candidate in the interviewing process. The HR team has also checked the interest and working style of the candidate. The HR team must upgrade themselves and provoke themselves to give their best in the completion process of the interviewing process in an effective manner. 
To set the nurse residency plan
The managers of the health centre can provide a residency facility to their nursing team by which they can be motivated and perform their best in the workplace (Shah et al. 2021, p.e2036469-e2036469). The residency process will also help to take refreshments and be stress-free for the nursing team for better growth.
Develop career growth in the nursing field
Health professionals should provide the roadmap and details of career growth by which the nursing team can ensure job security and career development (Senek et al. 2020, p.1-10). The skills are also provided to the nursing team and the health workers so that they can upgrade their skills and get promotions in the workplace. 
Provide an opportunity to upgrade the skills
The advanced and updated skills can be helpful for the nursing team and the other employees to increase their opportunities to earn more in this field and get promotions easily (Chen et al. 2019, p.4801). The management team can also provide training to their team members by which they can use these skills in a better way.
Provide a flexible work schedule
The team leaders of the health care centre can provide the proper and suitable schedule for the employees that can provoke them to give their best within the time duration and enhance proper time management.
The directors and managers of the health centre are also using non-monetary retention for nursing that helps rhythm to engage their nursing team in their workplace which will be beneficial for the company. 
[bookmark: _heading=h.17dp8vu][bookmark: _Toc131793656]Non-monetary retention
Listen and act on the reviews of the nursing team
The managers and the healthcare professionals should listen and discuss the challenges that their nurses are facing. Team leaders of the health care centre must reduce the negative reviews from the nursing team (Burmeister et al. 2019, p.143-153). The proper discussion and sharing of the challenges without any hesitation reflect the efforts and interests of nurses in the workplace. Team leaders should support their nursing team and provide the proper guidance for better growth. 
Improve communication skills
Team leaders in the health care centre should provide the various skills in which the employees and the other workers can build a strong relationship with each other (Labrague et al. 2020, p.1104-1113). Due to effective communication skills, the nursing team can also build a trustable relationship with the patients and management team that will develop a positive and effective work culture in the workplace. 
Boost engagement 
The health care professionals should organize meetings in which they can motivate their nursing team and encourage them to complete their tasks in an effective manner (Sayli et al. 2022). This process will support the team members to keep their motivation and interest for better growth in the future. 


Offer competitive wages
The managers should promote and provide rewards or bonuses to their employees or eligible nurses and set an example by which other nurses can provoke themselves to increase their potential for better development (Raso et al. 2021, p.488-494). The competitive workplace will provoke the nursing team and the other health workers to increase their skills such as communication or show dedication in the workplace in the greed of rewards or promotion. 
Recognize the employee's efforts 
This process helps the managers to identify the eligible candidate or the nurses who are giving their best in the completion process of their task (Van der Heijden et al. 2019, p.2011). These health workers must be provided the proper guidance and essential skills that will help them to increase their potential and give their best in the workplace. 
[bookmark: _heading=h.3rdcrjn][bookmark: _Toc131793657]Recommendations 
The management team of the health care centre can use different types of strategies to attract the retention process for the nursing team (Falatah, 2021, p.787-810). The directors of the NHS should know and understand the reason behind leaving the job of the nursing team. These strategies can be useful for the healthcare centre in the long term and the short term both. 
[bookmark: _heading=h.26in1rg][bookmark: _Toc131793658]Long term
Provide proper training 
Team leaders should provide the training procedure to their nursing team and the health workers. The management team can also organise several meetings to provoke their nurses to increase their engagement (Li et al. 2020, p.1141-1150). The introduction of different skills must be provided by the team leader to the employees and the other health workers that will support them in the completion process of their task. Team leaders should also provide the best process by which they can interact with the patient and build a trustable relationship with them effectively. 
Recruiting the eligible candidate 
The human resources team should know the requirements of the vacant post of the nurses. During the recruitment process, the HR team should check the mindset and behaviour in the interviewing process. The HR team should also check the communication skills and interests of those specific candidates. The main motive of the HR team should be to select candidates who can be valuable assets for the health care centre and support the firm for better growth in the future. 
[bookmark: _heading=h.lnxbz9][bookmark: _Toc131793659]Short term
Reward the employee's efforts 
The management team should know and understand the working style of different nursing teams and analyse them. Managers should reward or provide feedback to their best nurses so that they can be motivated and increase their performance in the workplace (Arslan and Kocaman, 2019, p.732-739). The procedure that includes shoutout names or clapping can stimulate the employees to upgrade their skills and build their careers in the nursing field which will be beneficial for the health care centre. 
Increasing engagement 
The team leader should discuss with the employees and the nursing team and motivate them by providing a speech or giving an example that will affect their performance in a better way. The inspiring process will help them to increase their potential and the management team should also provide suitable skills by which they can prove themselves to apply those skills and be an eligible candidate for a better future. 

[bookmark: _heading=h.35nkun2]

[bookmark: _Toc131793660]Conclusion 
This paper has explained the different causes and effects of nursing attrition in health care centres. It also evaluated the multiple reasons why the nursing team and the other health workers are leaving their job. The impact was also revealed throughout the paper that can affect the growth of the health care centre. According to this paper, the nursing team and the employees play an important role in the growth of the health care centre. This paper has also explained the monetary and non-monetary retention for the nurses that will influence the health care centre in a better way. 
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