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Shortage of nursing staff leads to higher morbidity, errors and mortality rates. In the hospitals and nursing homes with high patient and nurse ratio, nurses experience dissatisfaction, burnout whereas the patients experience higher rate of mortality, rescue failure than the facilities. Following research is going to discuss the “internal and external” resource supply shortage with the workforce and talent management. It further finds sustainable development of the workforce in the development strategy followed by necessary education, promotion and compensation. Role and responsibility in the workplace, finding recruitment and retention with compensation and benefits has been thoroughly discussed with career development goals with technological integration.
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[bookmark: _Toc174966164]Strategies to Address Nursing Shortages  
The shortage of nurses in the medical industry requires a wide, comprehensive and constructive strategy to Human Resource management catering to staffing and recruitment of employees. This subsequently helps in the long-term retention of employees promoting workforce sustainability within the industry (Prowse, et al., 2022). The foremost strategy to address the following issue is to enhance recruitment procedures with the goal of attracting fresh talent in the market. Along with these competitive salaries offering and flexibility of work offers retention of employees eliminating the risk of them leaving the organisation. Retention Strategies are extremely crucial to address the nursing shortages this is so because it promotes workforce sustainability. Peter (2023) mentioned that this context can be attained through fostering a healthy work environment where the staff is valued and recognised. Along with this mentorship programmes offering career development and manageable work timings enables the organisation to eliminate the risk of facing shortage of employees.    
[bookmark: _Toc174966165]Talent Management and Workforce Analytics in Nursing
Analysing the workforce and managing talents are essential in the Human Resource supply of nurses because this promotes an enhanced health care and medical services delivery (Blštáková and Palenčárová, 2021). Firstly, talent management incorporates the level of recruitment and retention this is followed by constructively designing the workforce so that the employees are engaged systematically (Monazam et al., 2022). Workforce analysis also promotes the development of professional attributes of the employees. This integrated approach is necessary to overcome the urgent nursing shortage. 
Talent management aims at improving and enhancing the professional skills of the currently employed nurses (Dzimbiri and Molefi, 2021). It is contended by Sethi, Chaturvedi and Kataria (2023) that upskilling is one of the best strategies to improve the internal factor which affects the shortage of nurses. A healthy and supportive work environment allows for employees to have a loyalty with the organisation and hold back for a longer duration. Furthermore, workforce analytics revolves to bring attention to burnouts caused by work and employee management (Monazam, et al., 2022). Catering to such internal issues by strategically designing schedules helps in eliminating the risk of nurse shortage. 
[bookmark: _Toc174966166]Succession Planning in Nursing Staff Shortage  
Nursing staff shortage is a crucial problem faced within the healthcare industry which requires succession planning to address the following issue. This is so because succession planning promotes the repeated supply of skilled workforce professionals so that it reduces the impact on health services of an organisation increasing efficiency and fetching better patient’s health outcomes (Anderson, 2021). Moreover, it improves retention and also gets a number of talent pools for future references. It is also stated by Philips (2021) that succession planning helps in the provision of growth plans, creating positive relationships successful in the leadership role. Integrating effective succession planning allows for both future recruitment and efficiency in the operations of healthcare facilities. 
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[bookmark: _Toc174966168]Trends in Labour Market 
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Figure 1: Health and Social Work Vacancies in UK 
(Source: McNeill, 2023)
The external factors affecting the shortage of nursing supply is closely related to the fluctuating trends in the labour market. As shown in Figure 1, in last quarter of 2022, there were 124,000 full-time equivalent job openings being promoted by the NHS in England, demonstrating an 8.9% vacancy rate. Hilman et al. (2022) highlighted that the availability of nursing professionals depends on the location and immigration of employees depending upon the development of labour laws and labour market. The global increase in population draws significant attention to healthcare facilities and demands. However, the shortage of nursing staff results in the failure to meet such demands (Winter et al., 2020). Furthermore, the varying economic conditions of a country also impacts the labour market influencing nurses to switch their region of working for better career opportunities driving financial growth. The role played by labour laws, demographics, economic conditions influence the shortage of nursing professionals. 
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Figure 2: Vacancies at NHS England 
(Source: McNeill, 2023)
As highlighted earlier, fluctuating trends in the labour market give rise to immigration of employees depending upon the development of labour laws and labour market (Hilman et al., 2022). Immigration policies of different countries also count as a major external factor driving nurse supply in countries facing shortage of such labours. In England, the vacancy rate for nurses (10.8% in Q4 2022) was higher compared to that of doctors (5.9%) (Figure 2). Vacancy rates differed across regions, with the highest nursing vacancies recorded in London (14%). In London, the vacancy rate for mental health nurses surpassed 20% (McNeill, 2023). Batalova et al. (2021) mentions that immigration policies which facilitate the growth of healthcare professionals and eliminate the domestic shortage helps in filling the determinants of the factors. 
[image: https://lh7-rt.googleusercontent.com/docsz/AD_4nXdh4-t7Bx7YzLRKHbb6YkHPCpF4mcs_c5RT5ifVJFmBreu6cX_BcT_LsxFq7ulqQ2OCKKto_xhRRq-38iU3Y9ByoO40Zw1hMl7d3dAau2yRXFPKPUvJ0Aa0wmiRFVgwzRDohRbs-VSzqVo8fg7U5kW8eMDI?key=MUDmMAOsGt1V9OcZg6olNw]
Figure 3: Visas Granted for Health and Care Roles at NHS 
(Source: McNeill, 2023)
The restrictive immigration policies such as strict regulations, longer process timings can significantly impact the decision of nurses to migrate to such countries thus leading to shortage of staff. Restrictive policies may include for instance the UK not recognising temporary workers as immigrants and vice versa. The initial rise in non-EU work visa holders was mainly due to an increase in the number of nurses (Figure 3). However, this trend shifted in 2022 when there was significant recruitment for care and senior care worker positions. Senior care workers became eligible for skilled work visas in January 2021, followed by care workers in February 2022 (McNeill, 2023). In March 2023, 26,000 nurses and approximately 57,700 care or senior care workers were granted entry visas. Consequently, the health and care sector has been the key driving force behind the overall surge in work-related migration. 
[bookmark: _Toc174966170]Integration and Credential Recognition of International Nurses 
The integration and credential recognition of International Nurses is an important external factor driving the supply of nurses. It is asserted by Dwivedi and Gupta (2024) that the shortage of nursing professionals has led to medical organisations depending upon the international talent pool to bridge in the loopholes and drive better health outcomes for patients. Therefore, in order to attain this the international workforce is to be recognised so that they feel valued and effortlessly take out operational health procedures. However, the credential recognition of international nurses is not that prevalent as it is considered to be complex (Hogstedt et al., 2021). 
[bookmark: _Toc174966171]Ethical Considerations and Global Competition in Nursing Recruitment 
The external factors driving the supply of nurses is further complicated by ethical considerations and nursing recruitment. The global and high level of competition among nurses based upon countries offering higher salaries and career development poses disparities as countries vary in terms of economic growth (Boniol et al., 2022). Thus, less affluent countries face difficulty in the retaining and attraction of new employees. Ethical considerations such as equal treatment during and post recruitment to international employees also acts as an influencing factor. 
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[bookmark: _Toc174966173]Promoting Education and Training of Domestic Nurses
Promoting necessary education and training is needed with sufficient nursing schools that ensures and prepares the understanding and identity of the social determinants with health parameter. Today a new section of domestic nurses is needed more than skills with an ability to access knowledge, competencies, evidence-based practices with proper health policy. Education related to administration, critical practice, health policy is needed with evidence-based practices with a guideline that provides a new knowledge development (LoBiondo-Wood and Haber, 2021). The effective criteria follow various learning situations belonging to the nursing profession and provide high quality of patient care with quality. It needs research with system improvements and collaboration and excellence in critical thinking followed by multidisciplinary teamwork and decision making. The engagement is needed not only for career growth, but also for the leadership that triggers direct impact on the quality of patient care. The ethical leadership with the nurse leaders has a direct effect that triggers emotional exhaustion and engagements with the patients with a feeling of love and affection (Aboramadan et al., 2021). The aim of proper training and development of the well-rounded nurses signifies strong practical skills with emotional strength, scientific knowledge, positive leadership and professional attributes. 
[bookmark: _Toc174966174]Enhancing Compensation Management
Nursing profession is an extremely important “human resource” in the health sector as well as in society who provide emergency facilities with effective care in the hospitals. Prioritising the compensation management with the mechanism for nursing staff who provides daily services in the hospitals aims and affecting factors with compensation for the services with the nurses. Enhancing the compensation prioritises the nursing staff in the administration and an honour towards the service to the patients of the hospital (Peng et al., 2023). The emergency department nurses receive cash benefits as well as non-cash benefits as compensation with some facilities of job promotion, continuing education and persuasive years.  It encourages positive changes and voluntary behavioural management of the well-trained nurses. The monetary and non-monetary rewards that the hospitals provide gives recognition and certifies nurses with responsibility and opportunity of advancement (Carruth and Freeman, 2021). It maintains hygienical factors with proper supervision, job security, positive work conditions, company policies and interpersonal relations. Recognition with compensation is an essential part that enhances a motivational attachment with the entity tasks and appreciation of the nurses for work done. It signifies the participation into decision making, internally satisfies with jobs and positive organisational environment.
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[bookmark: _Toc174966176]a) Roles and Responsibilities
NHS doctors perform complex tasks and have important functions that are essential for delivering healthcare in the United Kingdom. The doctors are responsible for treatment of patients and administrative work, including the diagnosing and management of a large number of patients with numerous disease types of different specialties. Along with many clinical obligations doctors are involved in administrative work including maintenance of patient files as well as the organization of care by teams of other moderators such as physicians. On the other hand, NHS doctors have many significant functions in population health day-to-day-vaccination, health promotion, disease prevention, and health education and intervention aimed at controlling diseases at community level. 
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Figure 4: Drivers of NHS workforce demand and supply in 2021/22 and as projected for 2036/37,
(Source: NHS.UK, 2023)
Working conditions for NHS doctors are gradually worsening with high working rate, low work-life balance and high stress levels. However, the 2020 NHS survey indicates that more than 40% of trainee medics and dentists commented that they experienced work-related stress that led to their illness in the previous year (NHS.UK, 2023). These challenges have been exacerbated by the pandemic, causing disruption in training junior doctors. This has received only a quarter ‘positive’ response, with fully 75% of respondents indicating that their employers did not take positive action on health and well-being (ILO, 2024). 
[bookmark: _Toc174966178]c) Issues Faced by NHS Professionals
[bookmark: _Toc174966179]Retention and Recruitment
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Figure 5: NHS staff survey
(Source: NHS, 2020)
Both retention and recruitment are high on the list in a list of present and future challenges linked with the NHS. The current and future supply of healthcare professionals, particularly doctors, is currently limited by the high population growth, demands of an aging population, and Brexit. Analyzing the data from the NHS Digital as of March 2023, there are more than 110,000 vacancies in the NHS, moreover, the primary shortage concerns medical personnel (NHS, 2023). Lack of appropriate candidates has caused overload of employees and it led to burnout. Further, there remains the problem of early drop outs of newly qualified doctors from the NHS due to job pressure and lack of encouragement (NHS, 2020). 
[bookmark: _Toc174966180]Benefits and Compensation
 Remuneration and perks are also a vital concern in the NHS as a cause of teacher motivation and staff turnover. Further, the NHS doctors have complained that their pay was not adequate to enable them cater for the rising living standards as well as the growing responsibilities at the workplace. A report by the British Medical Association revealed that due to the pension taxation and working concern on the future 60% of doctors have considered early retirement (BMA, 2022). Therefore, the NHS employs a significant number of doctors, many practitioners report that the recent pay rise is insufficient to justify the level of responsibility and the long working hours required in their roles. These are causes of strikes, protests where junior doctors for example are calling for better wages and working conditions.
[bookmark: _Toc174966181]Career Development and Training
Career development and training are critical for the professional growth of NHS doctors, yet these areas are often neglected due to the overwhelming demands placed on healthcare professionals. The pressures of the job, coupled with understaffing, leave little time for doctors to engage in continuing professional development (CPD). This situation has been challenging for junior doctors affected by the Covid-19 pandemic. The disruption has led to delays in completing essential training rotations and has affected their career progression. Accordingly, the 2021 NHS Staff Survey highlighted that only 30% of respondents felt there were opportunities for career progression within their roles, a statistic that reflects the broader challenges in this area (NHS, 2021). 
[bookmark: _Toc174966182]Technological Integration
Technological integration is another area that constitutes challenges for the NHS professionals. Technology can significantly improve the delivery of healthcare, incorporation of machinery within the framework of the NHS has faced multiple obstacles that include poor training, lack of backing, and archaic technology (Krishnamoorthy et al., 2023). The NHS doctors have widely complained about the lack of usability of the EHR systems that are supposed to serve as work-enhancing tools but are appreciated as time-consuming instead. Based on the National Audit Office (NAO), the integrated digital scheme of the NHS is compromised because of variations of the implementation, as well as, the absence of a coordinated plan among different trusts (NAO, 2020).  The slow pace of integration for technology has implications not only on overall efficiency of the provision of care but also to NHS workforce stress and workload. 
[bookmark: _Toc174966183]4. Conclusion
Talent management includes providing them with training facilities so that they are able to bridge gaps if any. Immigration policies can help in both drawing new talents and also increasing the shortage of nursing staff. Countries which align with the recognition and integration of international workforce position better in terms of nursing supply.  The doctors also can provide teaching of medical students and young doctors, carrying out the strong formation and effective preparation of the following generation of people’s health guards. Nevertheless, the extent of a doctor's responsibilities contributes to considerable pressures including levels of workloads due to the shortage of staff and expanding patients’ needs. As found, the lack of support feeds into a pattern of stress and burn out something that demands immediate changes in work environments and terms for the NHS doctors.
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