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Executive Summary 
[bookmark: _GoBack]This report has represented an overview of the current challenges offered by the NHS and has also focused on the challenges related to the shortage of nursing staff and its impact drawn over the NHS. Along with that, it has also identified the key issues in the estimation of the internal and external supply of human resources. Moreover, it has also focused on the internal and external issues of human resources and also identified the position analysis of NHS doctors by acknowledging the job description, skills required, pay and working conditions. 
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1. Introduction 
The NHS is the public-funded healthcare system in the UK providing a variety of services to patients and carers. This report seeks to provide a comprehensive overview of the challenges of the human resource system within NHS. Reviewing the research articles and the reports on the issues of HR will help in identifying the key areas of concern, develop evidence-based insights into the causes and offer potential solutions. In addition, it will also focus on the analysis of the position of the doctors working in NHS discussing their responsibilities, skills and qualifications. Moreover, it will emphasise the challenges and risks which are associated with the doctors and also the benefits and compensation drawn by them. 
2.  Heading 1: Current Challenges in the NHS 
Challenges of shortage of nursing staff and their impact on NHS
Shortage of staff
The shortage of nursing staff within the sector NHS is a widespread issue and the sudden surge in leaving the job is due to the low pay, stress and reduced satisfaction in the job. The Health and Select Committee in Parliament has agreed that NHS has observed a significant staffing crisis (nhsfunding.info, 2024). This situation has worsened the healthcare sector by making community care extremely difficult. This scarcity of nursing staff has affected the quality of care and safety which in a way led to an increase in the cost of excessive spending on the nursing agency. The major factor which led to the shortage of staff in NHS UK is the absence of initiatives by the governing bodies of the UK to train the nurses and low pay. Moreover, the impact of Brexit resulted in the loss of staff from the EU and the increasing load of work due to the shortage of nurses which turned the working conditions to be untenable. 
Staff burnout due to high volume of work 
The condition of burnout has been drawn due to the experience of long-term stress from the job which has caused physical and emotional exhaustion. The survey report of 2022 regarding NHS measured that burnout has been a prevalent issue among the nursing staff. Moreover, the proportion of medical staff reporting a sense of burnout has been increasing and the NHS staff are 50% more likely to experience the issue and are major contributors to the burning (nhsemployers.org, 2024). The factors which have contributed to the burnout of the nursing staff in NHS have been the high workload and pressure to maintain high-quality care for the patient. The impact of burnout in NHS can negatively impact mental and physical health which leads to presentism and absenteeism which can be detrimental to the organisations. The negative feelings about the well-being of the nursing staff can impact the quality of care which are provided to the patients.
Lack of equipment for medical treatment 
The research reveals that hospitals are unable to afford modern surgical scanners and surgical equipment to treat patients due to the cut in the budget of NHS (theguardian.com, 2024). The staff are still using the vital diagnostic and treatment technology due to an adequate amount of funding which has been affecting the life of the patient. The NHS providers who represent the NHS trust proposed that the shortage of capital funding was so acute that the hospital was unable to replace the outdated models for the treatments. NHS will be unable to access the technological advancements to provide enhanced diagnostic capabilities, and advanced treatment in the accuracy to improve the health condition of the patient unless the equipment replacement is optimised. This in a way has created significant consequences on the deliveries of the healthcare system of NHS. 
3. Heading 2: Key issues in estimating the internal and external supply of human resources
Overview of reasons for internal and external supply of human resources
The organisation should take the initiative in recruiting the staff internally and externally as both processes will be beneficial for the organisation in the context of the different situations. The strategic approach of internal recruiting has helped highlight the commitment of the organisation by rewarding talented employees which fosters the culture of the company and embraces loyalty (Gara and La Porte, 2020). In addition, it offers faster training and on boarding as the staffs are already a suitable fit to the culture of the company and helps in lowering the cost of advertisement improving investment retention and enhancing employee retention. On the other hand, external recruitment has expanded the talent pool and featured a diversified workplace which enhances the culture of the company and offers a wider approach to solving the problems of the company (Adeosun and Ohiani, 2020). 
3.1 Key Internal Issues
Lack of skilled nurses 
NHS has been facing the issue of a shortage of nursing staff as the organisation failed to hire skilled nurses. The absence of skilled nurses within the organisation has generated an impact on the entire service of the healthcare sector which in a way has deteriorated the image of the NHS. Moreover, the human resource management of the NHS has lacked the approach to recruiting and attracting the top talents in the nursing sector due to the decline of budget within the organisation (Bimpong et al., 2022). The acquisition of talent within the organisation is the highest priority of the HR department and absence of the attractive strategies for recruiting talent has created the issue of which lack of skilled nurses in the organisation. 
Long working hours 
The shortage of nurses in NHS has been a speculated approach which has drawn negative impacts on the organisation (Cornes and Manthorpe, 2022). This in a way has resulted in the increase of the workload among the nursing staff which has extended the working hours. This has impacted the well-being and mental health condition of the nurses and has had negative effects on their working performance. Along with that, due to the long working hours and excessive workloads, the nursing staff of the organisation are dissatisfied with their job which results in reducing the efficiency of their work. Therefore, the reduction in the productivity of the work has affected the health condition of the patient which has been acknowledged in a negative way. 
Multi-tasking from social care to nursing 
The impact of the shortage of nurses in NHS has forcefully involved the nurse in concentrating on multi-tasking from the concern of social care to nursing (Dashtipour et al., 2021). This has distracted the nurses of NHS from their actual work of taking care of the patient and involved them in other non-relevant working approaches. This as a result has developed consequences on the performance of the nursing staff which affected the organisation. 
Poor pay scheme 
The struggle for the shortage of nurses developed in NHS has also highlighted the paying scheme of the nursing staff which has been decreasing consistently due to the limitation of the budget of NHS (Tucker et al., 2022). The poor payment scheme of the nurses has allowed the nurses of the organisation to quit their jobs due to the enhancement in the workload with low payment. Moreover, the nurses of the organistaion are dissatisfied with the poor payment structure against the working conditions which in a way has affected the performance of the NHS and affected the working conditions. Thus, the human resources of NHS have been failing to maintain the conditions of the payment structure which has affected the performance of the nurses. 
Lack of motivation towards staff 
The human resources of NHS have lacked in creating attractive opportunities for engaging and motivating the nursing staff in the organisation. This as a result has offered consequences for the productivity of the nurses and decreased the rate of efficiency in the work performance. The absence of engaging activities and career development programmes for the nurses has offered an increase in absenteeism and enhanced the rate of turnover and profitability in NHS. 
3.2 Key External Issues
Poor recruitment and selection procedures 
The management of human resources has developed consequences for recruiting suitable talents for NHS which in a way has impacted the performance of the organisation (Blštáková and Palenčárová, 2021). The hiring of unsuitable candidates in the workforce NHS has affected the delivery of the healthcare system which affected the health condition of the patient which has drawn negative reviews on the image of NHS.
Large talent pool 
The hiring of mass candidates within the organisation of NHS has affected the working structure of the sector. The human resources of NHS have failed to manage the diversified talent pool with the absence of attractive and engaging career activities for the nurses. In addition, the organisation has also failed to handle the internal conflicts of the employees to offer potential benefits boosting the revenue of NHS.
Financing 
NHS has been facing issues in terms of funding which in a way has affected the organisational performance. This has offered limitations in the adoption to the new surgical machinery which in a way could not provide an advanced level of treatment to the patients (Maynou et al., 2024). Moreover, the human resources of NHS have developed issues in managing the budget of the organisation and as a result, it affected the process of the organisation. 
Technological advancement 
The human resource management of NHS has been inefficient in advancing their technologies which are a must in the present times due to the issues in the budget conditions. 
Political restrictions 
NHS has been lacking in managing the conditions of their organisations due to the lack of funding from the governing bodies which in a way has offered limitations to the growth of the organisation. Moreover, the absence of support from the government has also impacted the establishment of a powerful performance in a negative way. 
Corporate social responsibility
The lack of approaches in the CSR activities in the healthcare sector of NHS has damaged the reputation of the organisation due to the speculation earned by them in the issues of the shortage of nurses (Lamba, 2022). In addition, the negligence of the CSR approach by human resources has significantly enhanced the level of the health disparities which have affected the health of the community. 
4. Position analysis for NHS Doctors
Job description and responsibilities
NHS has offered a variety of healthcare delivery to their patients and the work processes offered by the doctors in saving the life of the patient are inevitable. 
General Practitioners have helped in treating common medical conditions and also refer patients to the hospitals in case of any emergencies. For example, NHS has offered potential anaesthetics for surgical, medical and psychiatric procedures. The anaesthetist offers the four stages of patient care such as preparation, induction, maintenance and recovery. They can facilitate pain-free childbirth, resuscitate unwell patients and also perform chronic pain services which has led in intensive care units (healthcareers.nhs.uk, 2024). The clinical oncologist uses the features of radiotherapy, and chemotherapy to provide treatment to cancer patients and is considered as a demanding role. On the other hand, providing the importance of modern medicines clinical radiologists use images to diagnose for manage medical conditions (healthcareers.nhs.uk, 2024). The public health specialist and the consultants have assisted the people and their communities in enhancing their potential for a happy and productive life. They mainly focus on the health of the population level by fostering the communities and environments healthier and tackling health inequalities. 
Person Specification
The person specification offered by NHS has set out the eligibility criteria for ST1 and CT1 medical speciality training which are being updated for the candidates for suiting the job role.
The anaesthetics must have an MBBS and equivalent degree and the doctor must be eligible for the full registration and must hold a current licence to practice from the GMC (medical.hee.nhs.uk, 2024). Moreover, they must hold current employment in the UKFPO and also must have current employment in the GMC-approved Speciality Training Programme under NTN and DRN. The person specification for the cardiology ST4 the doctor must have MBBS and must have MRCP( UK) Part 1 at the time of the application and an MRCP( UK) full diploma or the eligibility of the specialist register. 
Skills required 
The skills which are required for the doctors of NHS are prominent communication skills and acknowledging empathy and are also allowed to work under pressure. Moreover, doctors must hold proper appropriate technical skills such as prescribing the medications correctly, physically administering the treatments and acknowledging the follow-up care. In addition, the doctors must hold the team working approaches and effective management and leadership skills and also must have efficient skills in managing time. Furthermore, the doctors also must hold transferable skills such as adaptability and flexibility, with a problem-solving approach and must also excel in networking and research (healthcareers.nhs.uk, 2024). 
Pay
In NHS, the doctors at the training will hold the basic salary and the plus pay for any of the following hours over the 40 per week and other criteria such as 37 % of the enhanced work will be gain a monetary profit if available on the call. For the foundation training the basic salary will be £32,398 to £37,303 and for the doctor for the specialist training, the salary is £43,923 to £63,152 (healthcareers.nhs.uk, 2024). The salary of the specialist doctor will be £52,530 to £82,400 and on the other hand the specialty grade doctor will earn a salary of £83,945 to £92,275. In addition, the salary of the consultants for the NHS will have a basic salary £99,532 to £131,964 per year depending on the length of the service performed and for the General practitioners, the salary offered is 68,975 to £104,085. 
Working conditions
NHS has set measures for improving the working lives of the doctors and in order to improve this criterion the sector has taken the initiative to enhance the choice and flexibility with the rotas (england.nhs.uk, 2024). This in a way will also help in reducing the mistakes in the payroll approach and the long-term workforce plan of NHS has also acknowledged the criteria to improve the conditions of the doctors which in the way will also help in retaining the staff. 
5. Conclusion
This report has represented the idea of current challenges in the sector of NHS and has helped in acknowledging the issues of the shortage of nursing staff and the impact it has drawn on the NHS. In addition, it has also focused on the key issues for the estimation of the external and internal supply of the human resources in NHS. Furthermore, it has also focused on the position analysis of the doctors through their job description, person specification, pay, skills required and working conditions of the doctors. 
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