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[bookmark: _Toc174639966]Introduction:
Human Resource Planning plays an important criterion in many form of organizations like in the sectors of education and public health where the demand of skilled professionals must be met. In order to successful impact, succession planning must be adopted for continuous leadership and critical roles in management. One of the major issues that NHS in UK is currently facing is that nurses numbers are not met as per requirement for smooth and quality operation in public health sector. There are various issues that address this problem which have been discussed below for better understanding.
[bookmark: _Toc174639967]Current Challenges in the NHS:
In order to implement the effective human resource planning, following challenges need to be addressed on priority basis:
[bookmark: _Toc174639968]Lack of Funding:
Due to certain cuts in budget, it becomes problematic for HR to invest in initiatives which overcome the challenge of human resource planning. Effective utilization of initiatives such as continuous development programs, competitive salary and infrastructure development can overcome the challenge of shortage of nurses but due to financial constraints, such initiatives cannot be taken. 
[bookmark: _Toc174639969]Shortage of Staff:
If there are frequent changes being made in policies of health care then there will be hindrance in the planning of HR. Similarly, changes in regulations also contribute to inefficient supply of nurses in NHS. Notable changes that contribute more towards problem of shortage of nurse are changes in funds allocation and policies for recruitment of international nurses. (Boxall, 2003)
[bookmark: _Toc174639970]Staff Burnout Due to High Volume of Work:
It has been observed that most of the nurses working in NHS are near to retirement age. Age plays an important factor in active participation of staff on the assigned duties. There is need for active recruitment of new nurses in NHS. (Buchan, 2004)

[bookmark: _Toc174639971]Increase in workload:
It has been observed that ratio of nurses to patients has been significantly increased which contributed towards increase in workload for nurses. In order to manage the workload, human resource planning has to play an important part for effective utilization of available resources.
[bookmark: _Toc174639972]Key Issues in estimating internal and external supply of human resources:
[bookmark: _Toc174639973]Lack of Skilled Nurses:
In order to increase the productivity and value of nursing staff working in NHS, investment has to be made on them. The investment can be made in education sector for producing more nursing graduates and also certain development programs for training must be conducted. This type of investment will not only bring job satisfaction among nursing staff but it will also help in reducing turnover rate of employees. (Conway, 2003)
[bookmark: _Toc174639974]Poor Pay Scheme:
For organizations to have competitive advantage, certain resources have to be managed. Resources that have to managed must have certain value in themselves so that such resources cannot be substituted. As far as NHS is concerned, nursing staff proved to a resources that has to be managed critically in order to enhance organizational effectiveness and patients trust.
[bookmark: _Toc174639975]Lack of Motivation towards Staff:
It has been observed that there are two factors that need to be considered for effective utilization of available resources: Working conditions and Responsibility. In order to maintain smooth internal supply of nurses, nurses have to motivated by recognizing their effort and for better retention working conditions must be made as efficient as possible for them. Activities such as employee of the month or year can motivate nurses to effectively perform their duties. Cash prize activities for regular attendance programs have also proved useful for retention of employees in organizations. (Hodgkinson, 2002)
[bookmark: _Toc174639976]Key Internal Issues:
As far as the definition of internal recruitment in organization is concerned, it means that certain persons that meet educational and skilled criterion can be promoted to nurses which may reduce the effect of shortage of nurses in NHS. Following are some factors that contribute to problem of shortage of nurses.
· [bookmark: _Toc174639977]Low Motivation towards Staff: It has been observed that in NHS, the turnover rate for nurses is high. A high turnover indicates that there is job dissatisfaction among nurses which may be due to non-sufficient support to them. In order to overcome this problem, retention strategies have to be implemented for continuous internal supply of nurses. (Borrill, n.d.)
· [bookmark: _Toc174639978]Professional Development: To address the problem of shortage of nurse in NHS internal supply of nurses has to be met but that supply of nurses is not up-to mark in NHS. For maintaining internal supply of nurses, present staff in NHS has to be trained with sufficient development programs. When trained staff would be available at time of need, the problem of shortage will no longer exist.
· [bookmark: _Toc174639979]Skilled Staff:  To overcome the shortage of nurses one factor that can play an important part is that adequate staff with required skillset has to be present on spot to avoid any discrepancy in the smooth operation.
[bookmark: _Toc174639980]Key External Issues:
In order to maintain external supply of nurses, new graduates have to be hired from different universities, organization or they may be hired through third party contract. Below are some factors that address the issues associated with external supply of nurses in NHS:
· [bookmark: _Toc174639981]Large Talent Pool: The number of graduates that are being produced is not sufficient to overcome the challenge of shortage of nurse. It has been noted that in NHS, workload increase which increased the demand of nurses but since new graduates are less in market, shortage of supply in nurses becomes a challenging problem. With help of scholarship programs and effective recruitment campaigns, more graduates in domain of nursing can be produced. (Bowen, 2004)
· [bookmark: _Toc174639982]Technological Advancement: When the problem of shortage of supply arises in one country, recruitment from different countries can overcome this challenge. Recently, there are certain changes that have been made in immigration policies of UK which hindered the process of international recruitment. 
· [bookmark: _Toc174639983]Market Competition: The market of nurses in NHS has different competitors with other industries which has to be addressed. For effective utilization of labor market, good benefits have to be given to nursing staff working in sector of heath care in UK.
[bookmark: _Toc174639984]Human Resource Planning Applications:
[bookmark: _Toc174639985]Workforce Forecasting:
By indulging human resource planning with strategic planning, organizational goals with workforce requirements can be easily met. By recognizing the capability of present workforce and predicting the need of staff in future, strategic planning can develop such strategies which will enhance organizational effectiveness.
[bookmark: _Toc174639986]Retention Management:
By incorporating retention management policies in organizations, turnover rate can be significantly reduced. For nursing staff working in NHS, retention management must be employed by providing them suitable working condition. Recognition of their efforts and development opportunities also play a part in retaining employees. (Harris, 2007)
[bookmark: _Toc174639987]Employee Engagement Activities:
By fostering a positive work environment, employee’s retention rate can be increased which would decrease the turnover rate. Employees can be engaged by organizing career development programs and trainings. In case of nursing staff in NHS, trained staff would be available to replace the shortage of nurses that will maintain internal supply of nurses aligned with organization need.
[bookmark: _Toc174639988]Estimation Planning
[bookmark: _Toc174639989]Current Workforce Estimation:
For maintaining internal supply of organization need, estimation of current workforce management is an important strategy. By forecasting the workforce requirement planning for internal recruitment of staff has to be made. In the case of nurses working in NHS, having knowledge of turnover rate and patient to nurse ratio, human resource planning plays a pivotal role by training necessary staff for replacement.
· [bookmark: _Toc174639990]Flexible working hours: In order to retain the employees in the organization, certain initiatives have to be taken for better turnover rate. In the case of nursing staff working in NHS, workload has been observed to be increased because of high nurse to patient ratios so initiative such as giving flexible working hours for nurses will not only reduce their workload but it will also improve the retention rate.
· [bookmark: _Toc174639991]Reduction in external recruitment: Many organizations hire employees from different sectors of education that are closely aligned with each other in terms of skill set. Effective planning by organizing development program to meet certain workforce requirement will be good initiative of human resource. Such development programs will make more staff accessible. For NHS, different people with minimum skill set for nursing can be trained for organization need. Training and development will not overcome the challenge of shortage but it will also reduce the need of external recruitment.
[bookmark: _Toc174639992]Conclusion:
Certain factors have contributed toward the problem of shortage of nursing staff in NHHS which have been discussed above. One thing that made a significant impact in whole discussion was effective utilization of human resource planning. Initiates such as training and development programs will make staff available to overcome the shortage problem. Collaboration with education institution will balance the need of new graduates in domain of nursing. Better immigration policies can also make a significant impact toward international recruitment which will reduce the burden of certain country. By providing present staff in NHS relaxation in their work turnover rate can be significantly reduced.
[bookmark: _Toc174639993]A-2]



[bookmark: _Toc174639994]Position Analysis for NHS Doctors:
Among all the employers in the sector of health care, National Health is the largest among all of them In health care sector, doctors along with necessary medical staff to look after patients have huge role in organizational development. With different challenges being faced by doctors in NHS, human resource management and planning must play their part for maintaining smooth operation in hospitals. (Hyde, 2009)The position analysis is conducted below for the challenges faced by the doctors. This analysis include the daily workload associated with doctors. Strategic planning can start some initiatives which can easily overcome these challenges. Different resources such as official website of NHS, different newspaper and government data are being used to effectively perform this position analysis.
[bookmark: _Toc174639995]Job Description:
[bookmark: _Toc174639996]Practicing Staff: House job doctors or newly practicing staff play a vital role in providing initial health care services in NHS. The first step in treating patients is the diagnosis of their illness which can be easily done by house job officers. Early diagnosis from their side can prevent patient from chronic condition. By have effective and strategic human resource planning, new staff can easily coordinate between the patients and specialists in case of referring the patients.
[bookmark: _Toc174639997]Person Specifications:
There are some essential key factors for person specifications. As the result, in addition to meeting academic qualifications and having relevant experience, the candidate for a doctor position in the NHS should also have at least better-looking personality and a better communication. In the details of qualification, it requires a medical degree of MBBS or relevant recognized by the GMC (General Medical Council). Foundation program should be completed for better qualification. The most important aspect is experience in several different specialties while doing the basic foundation programs like work can be also done under pressure at any circumstances, a friendly bond with patients. Also, one need who can work in a perfect team as a leader or as a work in the group and also has problem solving skills, thinking skills, managing skill. 
Different level of doctors engages in providing health care service to patient in NHS. There are generally two types of levels associated with working doctors: Newly appointed doctor and senior doctors. Senior persons lead different teams of their subordinates in different domains of medicine such as surgery and emergency medicine. (Cortvriend, 2006) Research and education also come in the range of consultants. Effective coordination between different levels through different initiatives of strategic planning can overcome the challenges faced by doctors of all levels.
[bookmark: _Toc174639998]Pay:
It has been observed recently that in NHS workload on doctors and other paramedic staff has been increased significantly. There are different factors that can contribute to this cause: one of which is an ageing population in UK which causes chronic illness to be handle by present number of doctors. Also, after pandemic of COVID-19 increase in demand of prevent health care has been observed which have also become the cause of overload on doctors. Since the ratio of patients to doctors has increased in NHS, workload of doctors has increased which has also made significant impact on turnover rate and retention of doctor working in sector of public health and medicine. (Pfeffer, 2005) Human resource planning is essential to maintain the turn and retention rate of doctors up-to mark by conducting initiates such as flexible working hours. For doctor and other nursing staff to effectively perform their duties, efficient strategic planning to meet their own health good enough must be conducted on regular intervals. Shortage problem of staff can also be handled by forecasting the demand of patient to doctor ratio through new recruitment of doctors with required skill set.
[bookmark: _Toc174639999]Skills Required:
As workload is increased on doctor and other working staff in NHS, it becomes difficult for professional to maintain their work life balance. In order to take the maximum output from professional staff their workload must be managed in such a way that they face less stress. Less stress will eventually bring a positive result for them in maintaining effective work life balance. Strategic human resource planning must be conducted by HR to initiate such initiates which would lessen the workload of doctors. Initiates such as allowing doctors to work in flexible working hours allow them to have maintained work life balance.

[bookmark: _Toc174640000]Budget Cuts:
Training and development opportunities are essential in any organization to meet the requirement of workforce. Training and development center must be established in order to train individuals of organization with required skill set. Human resource planning must be effectively utilized to conduct development program so that at time of need the replacement of professionals can be easily done. Having shortage problem in NHS, such initiates can play an important role but since there are changes being made by government of UK the budget and financial constraints for conducting such programs has become problematic.
[bookmark: _Toc174640001]Strategic Goals towards future:
[bookmark: _Toc174640002]Reduced Turnover Rate:
As far as the shortage problem is concerned it is essential for NHS to have reduced turnover rate. In order to reduce the turnover rate, strategic planning must be adopted so that retention of employees is increased. For increased retention of employees, there are certain factors that can contribute to this cause. One of the most important factor for better retention of employees is to give them salaries that are market competitive. Having flexible working hours will reduce the workload of doctors working in NHS which will also help in retention of senior doctors. Retention of senior doctors is more important than junior ones because they can teach their subordinates when need of required workforce management arises in NHS. 
[bookmark: _Toc174640003]Working Conditions:
In order to overcome the challenge of shortage faced by doctors and nurses in NHS, work environment for professionals must be designed in such a way that they feel happy working under those condition. For better retention and reduced turnover rate, strategic planning by human resource department is very important as this planning will create such an environment that will reduce the stress of workload on individuals. Human Resource planning must include initiatives such as mental health support program to doctor for their better wellbeing. A doctor is required to perform their duties in a number of different ways, such as clinics, hospitals, and community health centers, private clinics etc. They may be working with emotionally sensitive situations; thus, they must use precaution when delivering therapy to a mental health patient. In the working schedules doctors are provided to work for a long-hours in a week. As far as possible, doctors are not roasted to work more in the weekends. The doctors can also work as a part-time and flexibly including during nights, weekends and on holidays. Since doctors must physically treat patients, at NHS the doctors and nurses wear masks on their faces and also hand gloves is vital from spreading infections from patients
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