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Introduction.
The main concept of the report what to understand how paramount HR in an organisation. Human Resource Management (HRM) in an organisation refers to the strategic approach to the effective management of people in a company or organization such that they help their business gain a competitive advantage.  Cited by Keegan and Francis (2010:873). It is designed to maximize employee performance in service of an employer's strategic objectives. HRM focuses on the management of people within organizations, emphasizing policies and systems. Meanwhile, in the nursing sector refers to the specific application of HR principles and practices within healthcare settings, particularly focusing on the management of nurses and other healthcare staff. Effective HRM in nursing is crucial for ensuring that healthcare facilities operate smoothly, providing high-quality patient care, and maintaining a supportive work environment for healthcare professionals. Well, now most HR in organisation play a vital role for the employee development and   provide the resource for the people carer and also for the organisation performance through hiring the person to fit any gap.



















  Current challenges of the NHS 
The three main challenges in the NHS today
· Staff shortage
· Long waiting time up to 7  hours
· Lack of funding.
Staff shortage: one of the biggest challenges today in the NHS , the exit of EU Brexit and  retirement has  a huge impact  on staff shortage. The  shortage of staff can also led t  change of working conditions by working long hour which can cause staff burnout.
Long waiting up to 7 hours: The long waiting period  today is cause  due the growing and aging population means more people are seeking healthcare services. With fewer staff available, patients experience longer waits for appointments, treatments, and surgeries.
Lack of funding; The government constraint can also lead to lack of funding due to inflation and economic challenge which can impact insufficient funding the NHS . The cost of healthcare is increasing due to factors like new technologies, higher drug prices, and more complex care needs.
Human Resource (HR) planning is critical for the survival and effectiveness of any organization, especially in the healthcare sector. For the NHS, succession planning is particularly crucial due to the ongoing challenges, such as staff shortage’s, an aging workforce, and increasing demand for healthcare services. Addressing these issues involves careful estimation of both internal and external HR supply, focusing on the shortage of nurses. succession planning involves preparing for future staffing needs by identifying and developing internal candidates for key positions. This ensures continuity, retains institutional knowledge, and helps manage leadership transitions smoothly. For the NHS, effective succession planning addresses: leadership, skill development and employee retention. Experienced   leaders are available to guide the organization and helps maintain stability and direction during transitions. Provides career advancement opportunities, which can improve job satisfaction and retention. Reduces turnover by fostering a sense of growth and development among employees.











 Issues Estimating the Internal and External Supply of HR.
Estimating the internal and external supply of human resources (HR) is a crucial aspect of workforce planning, ensuring that an NHS has the right number and types of employees to achieve its strategic goals. However, this estimation process can be fraught with challenges.
1.1 Internal Issues
Professional skills. It is the abilities of employees to improve their performance in their current roles and prepare them for future responsibilities. Training programs can be tailored to address various needs within an organization, from onboarding new hires to developing leadership skills among seasoned employees. A training program is an organized set of activities designed to enhance the knowledge, skills, and abilities of employees to improve their performance in their current roles and prepare them for future responsibilities. Training programs can be tailored to address various needs within an organisation, from onboarding new hires to developing leaders, develop relevant content that addresses the identified gaps and meets the training objectives. This may include lectures, interactive sessions, e-learning modules, and hands-on activities. Hip skills among seasoned employees. Through training development we can identify the skills and knowledge gaps among employees by analysing current performance and future requirements. Setting Objectives. Establish clear, measurable goals for what the training program aims to achieve.
workforce optimisation. Implement flexible scheduling and job-sharing arrangements to enhance work-life balance. Use cross-training to enable nurses to work in different departments or specialties. Workforce optimization in the NHS is essential for improving patient care, increasing efficiency, reducing costs, and enhancing staff satisfaction. By implementing strategic approaches such as data-driven planning, flexible staffing, and effective use of technology, the NHS can better manage its workforce, address challenges, and achieve its organisational goals.
Retirement; These is another factors when it comes to the internal supply of  human resources in the  NHS sector. We understand  that senior nurses  often occupy leadership roles, and their retirement can create leadership gaps. The departure of the senior nurses can cause workload for other nurses which can result to staff burnout. However, it  is advice to understand the age profile of the current nursing staffs to predict  retirement. 
Promotion and Transfer. The  transferring of different  role or promotion usually affect different department. Notwithstanding, the successful planning of the movement from one department filling the gap is critical  in some department. During the promotion the organisation can also introduce mentoring program to support the newly promoted staff to facilitate the smoother  transition and 
 knowledge transfer. Promotions and transfers are crucial elements of career progression and workforce management but can significantly impact the shortage of nurses if not managed carefully. Strategic planning, balanced promotion practices, effective transfer policies, retention strategies, and ongoing training are essential to mitigate the adverse effects and ensure a stable and efficient nursing workforce. By addressing these factors, healthcare organizations can better manage their human resources and maintain high standards of patient care despite the challenges posed by nurse shortages.



Maternity leave and long term sick leave. Maternity leave and long-term sick leave pose significant challenges to managing nurse shortages. These types of leave reduce the available workforce, increase workloads for remaining staff, and disrupt continuity of care. To mitigate these impacts, healthcare organizations must engage in strategic workforce planning, implement flexible staffing solutions, foster supportive work environments, promote employee health and wellness, and leverage technology. By addressing these factors, healthcare facilities can better manage nurse shortages and maintain high standards of patient care. But during long term sick or maternity the organisation can hire temporary replacements or using agency nurses can help but may affect the quality of care due to lack of familiarity with the hospital's procedures and patients. The need for temporary staff or overtime pay can lead to increased operational costs for healthcare facilities. The long-term sick was cause the remaining nurses may experience increased stress and pressure to cover for absent colleagues, potentially leading to decreased morale. 
Turnover: Turnover waste in the context of the National Health Service (NHS) refers to the resources lost due to employee turnover. This includes the costs associated with employees leaving and new employees being hired, trained, and integrated into the organization. High turnover rates can significantly impact the NHS in several ways.  for example, the cost of agency recruitment  fees to provide a quality person for the job and time and resources spend by the HR advertising  and conducting an interview for the candidate.


















1.2 External issues
Economic Factors; Economic downturns can affect funding for healthcare facilities, potentially limiting hiring capabilities. Conversely, economic growth can increase demand for healthcare services and, subsequently, the need for nurses. During economic downturns, government and private sector funding for healthcare can be cut. This can lead to budget constraints in hospitals and healthcare facilities, reducing their ability to hire new nurses or maintain current staffing levels. The budget can force most of the private healthcare sector  to reduce their work force by layoff their  staff  or reduce the hour of work,
Competitive factors: These refer to the element within  the healthcare industry that affect the ability of healthcare organizations to attract, retain, and manage nursing staff. These factors can influence nurses' job satisfaction, career choices, and overall workforce stability. However  nursing staff are  most likely to be attracted  with wages and benefits and  including health insurance, retirement plans, paid time off, and education allowances, are crucial in attracting and retaining nurses. Some healthcare sectors create  opportunities for further education and professional development can attract nurses who wish to advance their careers. Support for obtaining advanced degrees or certifications is particularly appealing.


Environmental factors: Environmental factors refer to external elements related to the physical environment and ecological considerations that can impact an organization’s operations. . These factors can influence the availability, working conditions, and overall well-being of nursing staff. The COVID-19 pandemic highlighted the critical role of nurses but also increased stress, burnout, and health risks. Ongoing health crises can strain nursing staff and impact workforce availability. Preparedness for future pandemics is essential. Hospitals must have plans in place to protect healthcare workers and manage increased demand for nursing services.


Education and training: The capacity of nursing schools to admit and graduate new nurses is critical. Limitations in faculty, funding, and infrastructure can restrict the number of new nurses entering the workforce.





                          



Position Analysis for General Surgery Doctor
Job Description
A General Surgery Doctor is responsible for diagnosing, treating, and performing surgical procedures to manage a wide range of medical conditions. Their work involves preoperative, operative, and postoperative care of patients. They must be skilled in performing surgeries on various parts of the body and managing a diverse array of conditions, from trauma to elective procedures.
Key Responsibilities:
· Conduct patient consultations to understand medical histories and symptoms.
· Perform diagnostic tests and interpret results.
· Develop treatment plans and discuss options with patients.
· Perform surgical procedures to treat injuries, diseases, and deformities.
· Provide preoperative and postoperative care.
· Collaborate with other healthcare professionals to provide comprehensive care.
· Maintain accurate medical records and documentation.
· Stay updated with advancements in medical and surgical techniques.
· Participate in on-call rotations and provide emergency care when required.
· Educate patients and their families on health management and post-surgery care.
Person Specification
Education and Qualifications:
· Medical degree (MD or DO) from an accredited institution.
· Completion of a general surgery residency program.
· Board certification in General Surgery.
· State medical license to practice as a general surgeon.
Experience:
· Proven experience in performing a variety of surgical procedures.
· Experience in managing both elective and emergency surgical cases.
· Clinical experience in preoperative and postoperative patient care.
Personal Attributes:
· Strong analytical and problem-solving skills.
· Excellent hand-eye coordination and dexterity.
· Ability to work under pressure and make quick decisions.
· Compassionate and patient-centred approach.
· Strong communication and interpersonal skills.
· Commitment to continuous learning and professional development.





Skills Required
Technical Skills:
· Proficiency in performing surgical procedures.
· Knowledge of surgical instruments and techniques.
· Ability to interpret diagnostic imaging and laboratory results.
· Familiarity with electronic medical records (EMR) systems.
Soft Skills:
· Effective communication with patients, families, and healthcare team.
· Strong organizational and time-management abilities.
· Leadership and teamwork capabilities.
· Attention to detail and precision in surgical practice.
· Emotional resilience and stress management.
Pay
The salary for a General Surgery Doctor varies based on factors such as experience, location, and the type of healthcare facility. In the United States, the average annual salary ranges from £250,000 to £200,000. Surgeons in metropolitan areas or specialized surgical centers tend to earn on the higher end of this spectrum, while those in rural areas or smaller hospitals might earn less. Additional compensation can include bonuses, profit-sharing, and benefits such as health insurance, retirement plans, and paid time off.
Working Conditions
General Surgery Doctors typically work in hospitals, surgical centers, and sometimes private practices. Their work environment can be demanding and high-stress due to the nature of surgical procedures and the critical care often required.
Typical Working Conditions:
· Long and irregular hours, including nights, weekends, and holidays.
· On-call duties for emergency surgeries.
· Time spent in operating rooms, outpatient clinics, and patient wards.
· Exposure to infectious diseases and bodily fluids.
· Physically demanding tasks, such as standing for long periods during surgeries.
Despite these challenges, the role of a General Surgery Doctor is highly rewarding, offering the opportunity to make significant impacts on patients' lives through surgical interventions.




Conclusion
The position of a General Surgery Doctor is both challenging and fulfilling, requiring a combination of technical expertise, personal attributes, and dedication to patient care. It demands extensive education and training, a broad skill set, and the ability to work in high-pressure environments. However, for those committed to this path, it offers substantial financial rewards and the profound satisfaction of contributing to patient health and well-being through surgical practice To address the challenges of high turnover and turnover waste in the NHS, the government must focus on training, retaining, and reforming staff work processes. Comprehensive training programs, competitive compensation, career development opportunities, and a focus on employee well-being are essential for retaining talented staff. Additionally, embracing technology and innovative solutions can reform how staff work, leading to greater efficiency and improved patient care
By implementing these strategies, the NHS can build a resilient and effective workforce, capable of meeting the evolving demands of the healthcare sector and providing high-quality care to patients. Prioritizing these areas will ultimately lead to a more sustainable and successful NHS.

Recommendations,
Training staff is a way invest in extensive training programs that cover both initial onboarding and continuous professional development. This will ensure that all staff members are well-prepared and continuously improving their skills. training for different roles within the NHS, including clinical, administrative, and support staff, to enhance their capabilities and effectiveness.
Retaining staff. To ensure that NHS salaries and benefits are competitive with those offered in the private sector and other healthcare providers. Regularly review and adjust compensation packages to reflect market conditions. Also Implement policies that promote a healthy work-life balance, such as flexible working hours, remote work options, and sufficient paid time off. Address workload issues to prevent burnout.
Reform the way staff work .Foster a collaborative and team-based approach to healthcare delivery. Encourage interdisciplinary teamwork and communication to enhance patient care and operational efficiency. Also introduce mechanisms for regular feedback from staff and implement continuous improvement processes. Encourage an open culture where staff can share ideas and concerns. Redesign workflows to improve efficiency and reduce redundancy. Engage staff in the process to gather insights and ensure practical implementation.
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