 HOW WORKFORCE PLANNING SUPPORTS BETTER HEALTHCARE SERVICES.

[bookmark: _Hlk192844584]Workforce planning is critical for delivering population health needs and safe treatments in healthcare services (Lopes et al.2015).                                                              Workforce planning is a process of delivering skilled staff on time to provide high-quality, safe care with adequate productivity and cost (Willis et al. 2018).                                                                                                                                                             Human Resource Management is mainly responsible for workforce planning, delivering management practices, improving and adopting new frameworks, monitoring the healthcare system, and financially sponsoring the public health system (Bartram et al.2007).                                                                                                                                                                                                             However, Freegard (2024) suggests that workforce planning is complex because the lack of staff with adequate skills greatly impacts the delivery of safe patient care.                     Wills et al. (2018 ) added that inadequate planning for the workforce puts patients at risk, increasing deaths due to delays in providing treatment.                                                   This essay critically analyses relevant published literature about workforce planning in healthcare settings. The literature review was performed on healthcare databases, including National Health Services in Wales (NHS Wales), The Welsh Government, Midwifery Nurse Survey and ProQuest Central. Research highlights the workforce factors impacting the National Health Services in Wales, emphasises the staff experience and perspective working in a healthcare setting, and provides recommendations.                                                                                                                            Workforce planning includes themes such as availability, accessibility, and acceptability of healthcare services. These themes can function in services with effective policies, procedures, and frameworks and are proportional to population demand investments (WHO 2016).                                                                                                Watkins et al.(2024) highlight more essential themes in workforce planning: governance, leadership, management communication, partnership with the community, remaining goal-oriented when delivering care, and staff training.                                                                  The key aspects discussed highlight the factors impacting the workforce in health services and describe the current situation in the National Health Services of Wales. Jones et al. (2025) convey that the availability of healthcare workers is being impacted while the demand for workers is continually increasing.                                                                                                                 Martin et al. (2024) predict that if nothing changes by 2035, there will be a shortage of 20,000 nurses.                                                                                                                                         However, the Welsh Government (2023) stated that NHS Wales employed 105,000 workers, and that number was never so high. They further state that maintaining current employees costs 58% of the budget.                                                                                                                                                       In addition, Intyre et al. (2025) stated that the emergency nursing deficit problem is caused by a lack of new, qualified staff to replace current nurses who are retiring.                                                                                                                                               Moreover, the Welsh Government (2023) suggested that the problem of inadequate staff in healthcare is contributed to by the world crises still affecting health services, such as the COVID-19 pandemic. However, more investments are ready to be added to the education of the new workforce. 281,98 million was already added in 2024.                                                                                                                                                         However, Freegard (2024) suggests that dealing with the issue of worker shortages requires effective planning in the healthcare setting. These plans include practical staff planning, improved monitoring of patient needs, and reduced waste of resources. According to the Welsh Government (2023) report, “ National Workforce Implementation Plan: Addressing NHS Wales, Workforce Challenges”, an emergency plan to fix the healthcare workforce is significantly needed due to the substantial population growth. In the next 15 years, it’s expected to increase by 4.2 % in the United Kingdom.                                                                                                                                                    Similarly, Freegard (2024) states that the lack of a plan to fix the situation in the healthcare system has now impacted the local workforce's performance and efficiency.                                                                                      Another essential point Intyre (2025) focused on is high workloads, complex environments with stressful situations, staff with different skill levels, the inability to provide good care due to high patient demands, and the lack of patient satisfaction. All these factors, considered with insufficient payments for stressful work, force many workers to leave.  For example, the Nursing and Midwifery Council (2024) added that nurses leave their jobs because they lack financial security and support. As a result of the situation not improving in 2021, 22,549 nurses left.                                                                                                                  Van der Plaat et al.(2021) show that many healthcare employees' negative experiences contribute to absenteeism and sickness levels.                                                                                                         The Welsh Government (2023) reported that the estimated annual cost for unwell (NHS) staff is 12.1 billion.                                                                                                                                                                  In addition, Palmer (2023) states that the most common reason for absence from work is stress in the workplace, and the trend has increased in the last few years.                                                                                                                                                                  Nagal and Nilson (2022), as part of a review into the sickness level problem, added that a survey showed that 60% of employee nurses report their mental well-being being impacted by the work environment and payments not being enough for the high work demands. These nurses further report financial instability with the current economic crisis.                                                                                                                                                    Furthermore, Mc Bride et al. (2023) agree that financial instability impacts well-being. A survey identified that 43,8% of healthcare workers worry about financial stability.                      Similarly, Pappa et al. (2020) agree that the financial situation contributes to stress and high sickness rates.                                                                                                                                                Intyre et al.(2025) added that a shortage of staff in the healthcare system puts pressure on the rest of the workers because of their now higher workload and working hours, thus resulting in dissatisfaction with the lack of work-life balance.                                                              According to a wide range of services in NHS Wales, Freegard (2024) suggested that numerous services are essential to delivering patients' needs. However, the World Health Organisation (2016) indicated that multirange services cannot continue if workforce planning does not effectively provide on-demand populations with appropriate amounts of skilled health workers.                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                   
                                                                                                                                                                                                                                                                                                                                                           As demonstrated by Mollon et al. (2012), the workforce in healthcare services has different levels of skills, which creates inconsistencies in the quality of care given to patients.                                                                                                                                                   Moreover, in their study, Wright, Gabbay & May (2025) examine the practical knowledge of front-line staff and hospital leadership. The case study illustrated that theoretical knowledge is often tricky to adopt, and the team's leadership message is unclear and impacts teamwork.                                                                                                                                           Likewise, Khurshid, De Brun & McAuliffe (2022) argue for multiple cases which show improving and adopting skills is essential for healthcare workers. Leadership with an adequate, supportive work culture for new workers should help them in adopting new skills through careful monitoring of their development.                                                                   In addition, Mollon et al. (2012) stated that online training is not a good way to develop essential practical skills.                                                                                                                          According to Baldwin& Gorge (2021), studies showed that newly qualified nurses report organisational challenges, lack of support in challenging decision-making, lack of respect and bullying behaviour.                                                                                                                                  For example, the Nursing Midwifery Council (2024) survey identified that a lack of support from management and bad team experiences caused many qualified staff to look for different work opportunities and leave their work in public healthcare services.                                             Similarly, Long et al.(2022) agree that a lack of support from management is a major reason workers leave the NHS.                                                                                                                                     Another essential finding from Brennan et al. (2023) is that NHS services in the United Kingdom highly depend on a workforce from abroad.                                                                Moreover, WHO (2016) also highlights that a major reason for the lack of healthcare workers is a result of the recruitment practices and government policies in the UK blocking recruitment flow.                                                                                                                        Also, Brennan et al.(2023) agree that government immigration policies and quality mainly impact the recruitment of healthcare workers from outside of the UK, especially after Brexit.                                                                                                                                                   However, the Welsh Government (2023) plans to minimise agency workers to help improve the hospital's financial situation because the agency pay rate is higher than that of permanent workers.                                                                                                                                   Moreover, Luxon (2015) suggested that to improve healthcare, it is essential to invest in proper infrastructure.                                                                                                                                                                                                                                                                                                                         Similarly, Anandaciva (2025) agrees that the current hospital infrastructure is in bad condition, which does not help provide a suitable, safe environment for both workers and patients.                                                                                                                                                              Bartram et al.(2007) suggested that the Human Resource Management (HRM) describes how to look for high-quality healthcare services with high standards. The HRM further explains how to improve the leading strategy and management, though mostly in theory. HR services adopting the strategy proposed by the HRM is necessary for delivering high standard care and creating a motivated, skilled workforce. However, most improvements depend on the government’s budget and the financial stability of healthcare services. HRM is described as the government sector which shares the best strategies and goals but has lost connection with other services in real situations. This results in a lack of co-operation between health services and a lack of action being taken, largely due to the lack of funding.                                                                                       Sizmur (2018) suggested that a lack of government funding leads to inadequate services for patients' needs. As well as an increase in the workload of healthcare workers.                                                                                                                                                      Woolnough ( 2025) added that the National Health Services faces a high crisis. Patients wait two days for hospital admission, which contributes to the risk of death and workforce overload because of the high rate of absent staff. Moreover, the government's promises to reduce the waiting list for treatment have not improved, and the high demand for emergency departments continues to leave healthcare workers in a demanding, stressful work environment.                                                                                                                               Furthermore, as seen in the study by Willer, Chua & Ball (2023), after researching diabetes in Scopus and PubMed, the Healthcare Administration identified that the staff workforce was verbally abused, especially reception staff, due to delayed access to services.                                                                                                                                                   Moreover, the Welsh Government (2023) identified experiences concerning discrimination, bullying, and harassment in the public health sector. A high-rate staff working in the public health sector report this antisocial behaviour.                                                                                                                                           Nightingale (2018) suggested that the organisational culture, such as values, beliefs, and behaviours, needs attention and guidelines for improvement in (NHS) Wales.                                                            A review of relevant literature identified many areas where improvement is essential, such as investing in education and skills adopted from all roles, recruitment, attractive job perspective and pay rate, support for workers’ well-being, professional environment, and a reduction in the demand of patients to minimise workload and stress for staff. However, the main issue is the lack of a working relationship between the two leading public authorities, the Government and the National Health Services. Government investments are too low for the growing population and lack a plan and guidelines for working effectively.                                                                                                                                    Currie et al.(2024) suggested that the Welsh government's money investment is inadequate to meet the population's demand.                                                               Mahase(2024) criticised the Welsh government’s attitude towards NHS Wales because NHS Wales cannot resolve the improvement problem without enough investment.                                          Karlsberg Schafer et al.(2016) indicated that the National Health Services face challenges in budget management, with growing costs to deliver care for the population in Wales and globally.                                                                                                                                                             Filkin et al. (2024) suggested that the government has the power and ability to change the system. The government should work with local authorities to set essential regulations for improving workforce planning and patient care.                                                                                                                                                   Moreover, Martin et al.(2024) added that an emergency plan needs to be developed as soon as possible to resolve the growing demand problem and dissatisfaction from patients and the workforce.                                                                                                                                                                 Additionally, Spencer et al.(2024) suggested that end-of-life care needs more investment from the Welsh government because of the increasing old population and insufficient locations and staff to deliver such care.                                                                                                                                                                                                                                                                                                                      Again, WHO (2016) stated that investment and effective policies are the only way to improve the health system and meet the goals of acceptability, availability and accessibility in the Healthcare system
                                                                                                                                                                                      In conclusion, the research and recommendations clearly show the difficulties faced by patients and the health workforce in public health services. Relevant literature discovers many factors that must be improved on in the health system, and recommendations highlight that the teamwork of two public authorities is essential to fixing most of the problems mentioned earlier. Adequate attention and investment from the government are also key in strengthening the health system and giving the nation safe and effective care. Policies and guidelines need to be created to ensure that a professional culture is adopted in the health system to reduce discrimination, bullying and all forms of toxic behaviour to the workforce and patients. Investment in staff education and skills is also essential to meet the demands of the population, reduce delays in treatment, help patients be satisfied with receiving care, and minimise verbal aggression in the health workforce. Additionally, support for healthcare workers' well-being is crucial as they face stress on the frontline of care.                                                                                                                                                                                                                                                                   
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