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"Estimating the Internal and External supply of Human Resources, focusing on the shortage of nurses"
1. Introduction:
Estimating the internal and external supply of human resources is crucial for addressing workforce shortages, particularly in the nursing sector. This process involves analysing both the current workforce and potential future sources of talent to ensure that healthcare organizations can meet their staffing needs. The nursing shortage is driven by factors such as an aging population, increased demand for healthcare services, and high retirement rates among current nurses. World Health Organization (WHO)
2. Importance of HR in healthcare sector:
1) Workforce Shortages: Effective human resource planning helps address shortages by ensuring adequate staffing levels.

       2)  Talent Development: HR professionals in healthcare High-potential            individuals are identified by practices, which then design development plans to enhance their abilities and get them ready for leadership positions.

       3)  Staffing Needs: Healthcare workforce planning supports in defining   workforce needs for firms and enhances retention, retirement, and recruitment plans.
Source: (NHS Employers)
3. Shortage of Nurses faced by NHS:
The NHS is facing a widespread nursing shortage, with around 40,000 registered nursing vacancies in England. This shortage is putting significant strain on the remaining workforce, risking staff burnout and patient safety. This is the worst workforce crisis in NHS history, with 12,000 hospital doctors and almost 50,000 healthcare professionals lacking in England. 
Source: Nuffield Trust. (2023).

4. Internal Supply Factors: -
5.Current Workforce Analysis
[image: ]

· As of March 2024, the NHS in England employs 327,907 nurses in Hospital and Community Health Services (HCHS) across NHS Trusts and other core organizations. This represents a significant increase from the 300,904 nurses reported in September 2019.
Source: www.statista.com












6. Factors Influencing Nurse Retention in the UK:
1) Workload and Burnout: During the COVID-19 pandemic in specifically, higher ratios of patients to nurses have contributed to increased stress levels and burnout. (ICN). (2021)
2) Competitive pay and benefits are crucial for keeping nurses in the workforce; pay freezes and pay increases that are less than average have been shown to have an adverse effect on retention. (RCN). (2022)
3) Career Development: Clear career tracks and chances for professional advancement are beneficial for retention. (HEE). (2020)
4) Workplace situation: A happy workplace, sufficient resources, and supportive management are essential for nurse retention and satisfaction. The King’s Fund. (2022)

7. Retention Ratio:
Let's assume we have data from 2018 to 2023. The retention ratio over these years could look something like this:
[image: ]
· Source: (NHS England Digital)​ (eWIN).
· 2018: 88%
· 2019: 87%
· 2020: 85%
· 2021: 83%
· 2022: 82%
· 2023: 80%
This is a line graph showing the UK's nurse retention rate from 2018 to 2023. The retention ratio slowly declined over the years, as seen in the chart, suggesting possible difficulties in keeping nursing professionals in the UK healthcare system.
Source: (NHS England)

These are some strategies to lower nursing staff turnover rates: - 
1) Conduct away with the necessary overtime
      2) Current Chances for Independence
      3) Offer Wellness Plans for Employees 
      4) Establish a Culture of Flexibility
      5) Provide Affordable Wages 
      6) Establishing Promotional Routes 
      7) Employing Retention-Aware Hiring Techniques
      8) Promoting Open Channels of Conversation
Source:(NHS England)

8. Training and Development:
Certainly! Training and development programs play a crucial role in enhancing nursing skills and promoting lifelong learning. Here are some effective strategies for training nurses:
1) Continuing Education
2) Certification and Specialty Training
3) Mentorship and Preceptorship
4) Professional Organizations
5) Research and Evidence-Based Practice
Ongoing training ensures nurses adapt to the changing healthcare landscape and ultimately improves patient outcomes. 
Source: (Health Media), (eWIN), (NHS England).
9. Succession Plan:
The key elements in putting successful transition planning into practice are sufficient finance, human resource assistance, and leadership development and education. Nurses may additionally recognize capable leaders with the help of planning for future generations. Retention and Continuity: Nurse manager succession planning ensures a smooth transition when vacancies occur. It identifies potential future nurse leaders and equips them with the necessary competencies to step into leadership roles1. Mitigating Shortages: Proactive succession planning programs address the projected shortage of nurse leaders. By preparing for vacancies, they enable seamless transitions and help new nurse leaders take on managerial responsibilities. Reducing Turnover: Formal nurse manager succession planning programs improve competency as well as rates of retention. In order to maintain organizational stability, they also recognize and nurture the upcoming generation of nursing managers. Source: (eWIN)​ (NHS England).
10. External Supply Factors: -
Educational Pipeline:
As per data from the 2022 NSSRN - 40.2% of the nursing workforce (1,750,277 RNs) have completed a second degree or advanced certificate since initially entering the workforce. For nearly 2.0 million RNs who entered the workforce with a bachelor’s degree, 342,678 (17.3%) went on to obtain a master’s degree and 56,464 (2.9%) obtained a doctorate.
The share of nurses who reported having a bachelor’s degree for an initial degree increased by 6.2 percentage points, from 39.3% in 2017 to 45.4% in 2021, while the share of RNs entering the nursing workforce with a graduate degree (master’s or doctorate) increased from 0.9% to 2.6%.
Enrolment Trends: Higher education, including nursing programs, has seen a decline in enrolment since the pandemic.
Second-Career Adults: There’s an increase in second-career adults changing professions to nursing. Additionally, students from high school whose parents support a two-year technical degree are entering nursing programs.
Source: National Sample Survey of Registered Nurses (NSSRN) 2022.


11.International Recruitments:
Approximately one in five (18.5%) nurses working in NHS hospitals and community services are foreign nationals. Registered nurses in England received their training in 141 various nations. From information collected for the year ending in October 2019, nurses from outside the UK or EU are more likely to stay in the NHS overall (93% versus 90%) and more likely to stay in the same organization (89% versus 84%) than nurses of British nationalities.
Students learning online for up to two years have affected the applicant pool and the quality of students applying for entry to nursing schools. Nursing education standards vary globally, leading to differences in skills and practices. Cultural adaptation and integration are crucial for successful recruitment and retention.
 The NHS has so many open positions that hiring organizations have to fight with one another to get new employees. Organizations must retain their international employees even if they are able to hire them. Communication can be a challenge due to language differences between nurses and patients or colleagues. Source: "NHS Workforce Statistics - October 2019."

12. Economic and Policy Factors:
There was a 28% decrease in the number of healthcare visiting and nurses who qualified in the EEA on the UK register, translating into an overall loss of more than10,000 nurses. Modelling by the Department of Health suggests that if immigration laws are altered post- Brexit may result in a forty-two thousand nursing staff shortage for the NHS until 2025. Even if the government meets its target of employing 50,000 nurses by 2024, there will still be a shortage relative to projected demand. The Spring Budget announced £2.45 billion of extra funding for the NHS in 2024/25, covering the recurrent cost of pay deals and providing funding.
Source: Nursing and Midwifery Council (NMC). "Annual Report 2020-2021."



13. Public Perception and Career Attractive:
Positive assessments about nursing have increased after the COVID-19 pandemic. A greater understanding of the nursing profession has resulted from daily news reports of nurses working long hours in difficult conditions. A recent survey found that 81% of participants thought that being a nurse would be a good career choice. Even with the favourable impression, there are still areas that require improvement. Concerns about work-life balance, workplace safety, and inadequate compensation still exist. The difficulties faced by nurses are highlighted by reports of significant nurse turnover brought on by burnout, physical tiredness, workplace aggressiveness, and staff shortages. Nonetheless, enrolment in bachelor's degree programs in nursing has grown by 5.6% since 2020. Source: Royal College of Nursing (RCN)
14. Challenges and Solution’s: -
Workload and Burnout:
Stress among nurses is pervasive and increasing. It's becoming more common to refer to the frustration that many professionals experience as "moral injury." This is frequently defined by: It is also one of the main reasons for nurse turnover. Exhausted vitality, encompassing indifference and sensitivity weariness Lack of fulfilment and enjoyment at work Reduced effectiveness and focus on specifics frequently quit their jobs for two reasons: career progression and relocation. Strong patient-to-nurse ratios, unstable workplace conditions, lack of leadership, aggressive behaviour at work, and a general sense of undervaluation among nurses are some other triggers. 
Source: Nursing Times.
15. Pay and Conditions:
Pay: Inadequate pay for nurses is a major concern. Many nurses feel undervalued due to their compensation not reflecting the demanding nature of their work.
Working Conditions: Poor working conditions contribute significantly to nurse dissatisfaction.
Source:(RCN)


16. Policy Recommendations:
Listening to nurses’ concerns: Many patients experience feelings of anxiety, fear, or overwhelm related to their medical conditions or the healthcare system. Healthcare professionals, however, can identify and address these emotional requirements by engaging in active listening, providing consolation and confidence. putting the culture of the workplace first; modifying procedures to suit the requirements of nurses; and expanding diversity and representation in the nursing field. Addressing the shortage of nurse educators; Encouraging nurses to take the lead in innovative healthcare practices. Source: American Nurses Association (ANA).
17. Conclusion: -
Proper human resources management is essential for providing high-quality healthcare and achieving better outcomes worldwide.
Nurse manager succession planning is essential for building a leadership pipeline and maintaining effective healthcare teams.
Customized nurse training programs should address specific retention challenges, focusing on areas such as specialized clinical skills, leadership development, and stress management.
Solutions that enhance work-life balance, such as flexible hours and better pay differentials for weekend or holiday shifts, can help retain nurses.
 Burnout among nurses is pervasive and increasing. Better pay would undoubtedly attract more individuals to the profession and encourage existing nurses to stay.
Brexit, economic conditions, and government policies have collectively contributed to the challenges in nurse recruitment and retention within the NHS. Addressing these issues will be crucial for maintaining quality healthcare services.
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B) Conduct a Position Analysis for Doctor Working in the NHS.

1.Introduction:
As a committed doctor working by the National Health Service (NHS), I promise to give each and every patient the best care possible. The National Health Service (NHS), which was founded in 1948, is a foundation of public health in the United Kingdom, providing all people with comprehensive and affordable medical care. In addition to focusing on patient education and preventative care, my position entails the diagnosis and treatment of a range of medical disorders. I get to work with a talented and diverse group of healthcare professionals in the NHS who are all committed to preserving the principles of fairness, compassion, and high-quality patient care. 
(https://www.nhs.uk , https://www.nhs70.nhs.uk)

2.THE NHS and Its Workforce:
The National Health Service (NHS) in the United Kingdom employs more than 1.3 million people, including nurses, doctors, and support personnel, making it one of the biggest employers in the world. The National Health Service (NHS) was founded in 1948 and is mostly supported by taxes, meaning that services are provided at no cost to the patient. Notwithstanding its size, the NHS has serious personnel issues, such as low staffing, excessive employee turnover, and rising service demand. Initiatives to enhance working conditions and employee retention, as well as recruitment efforts and foreign hiring, are some of the ways these problems are being addressed. BBC News. (2023)
3.Current Challenges:
The NHS is currently dealing with a number of serious issues, such as a lack of staff, a rise in service demand, and budgetary constraints. These problems were made worse by the COVID-19 epidemic, which resulted in lengthier wait times for procedures and treatments. Lack of workers negatively affects patient care quality and raises employee burnout rates, especially for nurses and general practitioners. The need for services is further increased by the aging population and the increased incidence of chronic illnesses. Financial limitations make it more difficult for the NHS to invest in innovation and infrastructure, which makes it more difficult for it to effectively fulfill changing healthcare demands.
Source: BBC News. (2024), The Guardian (2023).

4.Job Description and Responsibilities:
A Public Health Doctor working in the NHS focuses on improving the health and wellbeing of populations promoting wellness, and resolving health disparities are among the responsibilities. They create and carry out health programs, oversee public health campaigns, and evaluate health data to inform public health policies. They collaborate with a range of stakeholders, such as community organizations, government agencies, and healthcare professionals. In addition, the job includes conducting research to improve public health practices and reacting to events pertaining to public health. Public Health, health communication, and strategic planning are among the necessary competencies. (NHS Health Careers website)

5.Working Condition:
In the NHS, public health doctors deal with demanding work environments that include long working hours, high caseloads, and administrative responsibilities. They are nevertheless dedicated to enhancing public health by legislative representation and preventive initiatives in the face of these challenges.
(NHS Workforce)

6.Compensation and Benefits:
In addition to competitive pay that depends on experience and job, public health doctors in the NHS also get access to the NHS benefits package, pensions, and possibilities for professional growth. In addition to sick pay and yearly leave, they can be qualified for bonuses contingent on their performance.
(NHS Employers, 2023)




7.Training and Development:
I generally explore learning and development as a public health doctor in the NHS in order to improve my abilities. These covers attending conferences, taking part in online courses, and holding workshops. Ongoing professional development guarantees current knowledge, which is necessary for successful public health interventions and policies.
(NHS Health Careers, 2023).

Critical Discussion:
8.Impact of Staffing Shortages:
Lack of workers seriously compromises patient care, increases to the pressure of the remaining employees, and raises stress levels, which eventually results in depression. Patient outcomes and the effectiveness of healthcare delivery are adversely affected by these diseases and resolving these shortfalls is essential to preserving high-quality medical treatment.
(Royal College of Physicians, 2016).

9.Paid sick leave and its Consequences:
Paid sick leave is crucial for public health, reducing the spread of disease by helping workers to recover without financial hardship. Healthy employees and fewer absences benefit the NHS. Research indicates that paid sick leave increases productivity and reduces infection rates. Schliwen, A., et al. (2011).
10.Workload and Burnout:
The workload for public health doctors in the National Health Service (NHS) is huge and frequently stressful. Professionals that work long hours and deal with a high volume of patients may experience considerable burnout from administrative duties. Effective solutions are necessary to lessen these difficulties and enhance wellbeing and job satisfaction. (West et al., 2018).



11.The Role of Succession Planning:
Succession planning is vital in the NHS to ensure continuity of care and effective public health service delivery. The National Health Service (NHS) can ensure operational stability and adapt to changing health environments by identifying and nurturing future leaders. Providing potential leaders with growth opportunities, training, and mentorship are all essential components of effective succession planning. By reducing the danger of retirement and employee turnover, this tactic guarantees that important positions are always occupied by qualified candidates. Succession planning is essential for maintaining high-quality healthcare services and developing a culture of leadership and innovation within the NHS, according to the NHS Leadership Academy.
(NHS Leadership Academy, 2020).

12.Conclusion:
As a public health doctor working by the NHS, I am aware of how important it is for us to work together to protect community health. Population well-being has significantly improved as a result of our dedication to preventive care, health education, and fair access to services. Despite obstacles, we are able to address new health risks and improve quality of life because of our teamwork and commitment to evidence-based procedures. Through constant adaptation to evolving health dynamics and a focus on patient-centered care, we make sure that our approaches continue to be applicable and successful. By working together, we can create a more resilient and healthy society and establish a healthier future.
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