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1. INTRODUCTION 

 

Human resource planning is one of the most crucial elements for organizations to achieve their goals and how 

to improve the performance of their employees. (Omoankhanlen Joseph Akhigbe (2013) has mentioned in his 

journal that HRP has a powerful impact on both the advantage and ability of an organization. The strategic 

plans and ideas provide a clear vision and mission for the company to achieve success in the right direction. 

Because of human resource planning, companies can use their resources in a better way to get effective 

workforce solutions such as capital, human ability, and physical, and valuable assets. It is very important for an 

organization to sit down and make an on-paper plan for achieving its goals in the future; it is not possible to 

just implement the methods and get a positive outcome without a proper plan. In this report, we are going to 

see the challenges faced by HR in the NHS because of the shortage of nurses and how they make strategic 

decisions to tackle this problem, and we will also talk about the position analysis of doctors. 

  



1.1. NHS BACKGROUND 

 

The National Health Service (NHS) was established on 5 July 1948, in the United Kingdom. The initiative behind 

starting the NHS is to offer free medical treatment to the entire population in the UK. This is the best human 

resource strategy acquired by the NHS, and the person behind this brilliant idea was ‘Aneurin Bevan,"  who 

was the health minister of the UK. Llyod George, in 1911, started the free benefit of general practitioner care 

and almost got 21 million people through the insurance scheme, and later on extended this policy for the 

entire nation (Klein 2010). In the NHS, the role of the human resource plan is to make sure they have 

sufficient staff and other staff’s colleagues at the time of patient needs in emergencies (Human Resources 

(HR) Manager, 2015). 

 

 

2.  Section A: Estimating the Internal and External Supply of Human Resource – Focus on Nurse 

Shortage. 

                

 

      Image Source: (Ford 2020) https://www.nursingtimes.net/news/workforce/nhs-nurse-workforce-in-england-

increases-by-12000-in-year-26-06-2020/  
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2.1.     IMPORTANCE OF NURSES IN NHS 

Nurses are well-settled to assess services and practice delivery in the NHS. Their valuable experience and 
knowledge give them individual awareness regarding how services are operating. This shows the growth and 
quality improvement of the nurses roles in healthcare. Nowadays, nurses are growing and confident about 
leading and organizing the service analysis. NHS practices and services have become of the most imperative in 
healthcare and encourage nurses to think about how the evolution of services or practices contradicts 
research and audit to improve the quality of healthcare (Moule et al. 2017).      

2.2. NHS Nursing Crisis:  

In recent time, NHS is facing serious problem regarding the crisis in nursing, the rapid growth of shortages has 

been seen in healthcare professionals. According to the report of WHO Nurses, Midwives, GPs, hospital 

doctors, and mental health workers all are facing shortage. In present, the NHS has approximately 46,000 

vacancies for nursing, because majority of nurses taking out from their professional as they are facing work-

related strain and exhaustion, which impact on various NHS trusts. The NHS in England has shortage of 12,000 

professional hospital doctors, and this crisis could be address by recruiting nurses. 

3.    INTERNAL HUMAN RESOURCE SUPPLY- NURSES 

3.1.     WORKFORCE PLANNING  

Human Resources in the NHS should make an internal plan regarding an effective workforce that ensures high 

quality and sufficient staff are available to provide safe and outstanding care to patients. It is the responsibility 

of human resources that they need to carry out some strategies to improve the workforce in NHS. For 

example, they need to hire quality intern nurses rather than hire experienced nurses in bulk. This entire 

internal workforce required proper planning and vision, related to finance and activity and performance plans. 

The NHS is expanding but not meeting the demands of needs. Demographics in the workforce are switching. 

As the UK pension criteria is rising, more older individuals will be employed. By 2023, the amount of 

economically active individuals aged 65 is estimated to increase by one-third. The United Kingdom workforce 

involved all four generations of baby boomers, generation X, millennial, and the first generation Z (NHS 

England 2022). 

  

 

 

3.2.   TRAINING AND DEVELOPMENT PROGRAMS 

To improve the crisis of nursing shortage, they can significantly improve the education and training program 

within the NHS to record levels, as well as expand the number of apprenticeships and alternative tracks into 

professional roles to get more doctors, dentists, and nurses to create new roles that can help them to 

effectively communicate the needs of patients and can support the modification of care (Employer 2024). 

Human resources can also provide internal professional development plans to enhance their skills, experience, 



knowledge, and formal learning. They can utilize various development plans, such as coaching sessions, 

mentorship programs, and gaining support from seniors. This strategy will improve the ability and knowledge 

of nurses in the NHS. 

3.3. RETETION STRATEGIES 

 

In this retention strategy, human resources can focus on improving the culture, leadership, and well-being, 

and this will lower the number of staff leave in the NHS in the next 15 years. Constantly, they need to build a 

better plan on what they can do to ensure the workers wellbeing. For example, by providing flexible working 

hours to the staff, they can have access to support and wellbeing. Furthermore, they can improve the post-

work scheme, such as pensions for retired staff, and they can modernize this in NHS pension policy, according 

to the amendment made by the government in budget 2023. Contribute to continuous national funding for 

better professional development of nurses, midwives, and other professionals, so that can be supported by 

full potential (NHS England 2023). 

4.   EXTERNAL HUMAN RESOURCE SUPPLY- NURSES 

 

4.1.   INTERNATIONAL RECRUITMENT  

 

In recent time, it has been seen that the NHS and other professional health-care sectors are much reliant on 

international recruitment of health professionals. Currently, there has been immense growth in the number of 

nurses from other countries reporting to practice in the UK. It is mentioned in (Buchan et al. (2006) that the 

NHS has always received a huge benefit because of overseas recruitment, and nurses come from different 

countries to work in the UK. Thus, NMC data shows that the majority of professionals recruited in the NHS 

from the Philippines, India, South Africa, and Australia. Since April 1997, there have been more than 80,000 

overseas nurses recruited and registered in the UK. The human resource plan should aim to offer valuable 

external supply in terms of more internationally skilled health care staff to the NHS to tackle the shortage of 

nurses and other professional roles. 

   



                     

 

 

 Graph Source : NHS England (2024) 

The graph shows that, it is not possible for NHS to work without international recruitment and it is one of the 

most important elements of external supply to the NHS. With the passage, the numbers has been increase of 

overseas staff because of staff increases from non-European economic area.  

4.2.       IMMIGRATION  POLICY   

In the journal of (Giuntella, Nicodemo et al. (2016), it is mentioned that immigration policy can influence the 

demand and supply of health care services in the NHS.  While the rapid growth of the overseas population will 

improve the demand for healthcare services, on the other hand, they compromise to take care of their safety. 

Furthermore, the rush of immigrants will make a big impact on the labor market and will change the role 

responsibilities, and it will encourage them to provide better health care service. From the view of (Dustman 

and Frattini (2014), immigrants who moved to the UK to work as health care workers are contributing to the 

government-generated income by paying tax, and this will also encourage them to invest more in health care. 

The recent study indicates that newly arrived immigrants have a more positive impact on the healthcare 

system than their native workers. This immigration policy will help more to enhance the healthcare system 

more effectively, and human resources in the NHS can do more focus on immigrant workers, which will tackle 

the shortage of nurses in the NHS.  

https://digital.nhs.uk/data-and-information/publications/statistical/nhs-workforce-statistics


 

 

5.    FACTORS CONTRIBUTING TO THE NURSING SHORTAGE 

5.1. Long-term workforce policy: The NHS has decided to recruit around 50,000 nurses by the end of 2024 to 

tackle the shortage of nursing departments. The government is also thinking about investing more in training 

programs to make sure that the nurses must have the proper training at the time they join the workforce. The 

director of Adult Social Service referred to the publication of adult social care and also focused on pay and the 

overall support package for social care (Healthcare 2023). 

 5.2. Investment in Development: In order to handle the shortage of nurses, the government has put money 

in nursing workforce development, which was around £2.4 billion and aiming to improve by 2028/2029. This 

huge income investment involves various things such as career development, flexible working hours 

arrangements, and more training places for nurses (Healthcare 2023). 

5.3. Aging Population: With the advancement in healthcare facilities and medicines, because of this, people 

now live longer than they used to live. While this is a win situation for human lives, this aging population 

hammered nursing staff globally. This required more and more healthcare professionals, like nursing staff, to 

handle older people. Furthermore, more people suffer and get cured from serious health problems because of 

the more workload nurses are not able to get proper rest and get frustrated. So now people live longer, and 

also the older people need more nursing staff to take care. 

5.4. Innovations in Healthcare: Introduction of new innovative technology will improve the healthcare service 

facilities. Moreover, this new method of healthcare service with the help of technology will reduce the 

workload from nursing staff and then after they can give their effort to treat the patient and this will also 

increase the productivity. This move will help them to retain their nursing staff and they can utilize local 

student who are well educated and create an opportunities for them to gain experience and can come up with 

innovative idea in healthcare services (Healthcare 2023). 

 

6.  CONCLUSION 

To conclude that, to tackle the shortage of nursing staff in the NHS, they have to come up with a strong 

workforce plan and strategic methods such as training and development for nurses to give them proper 

knowledge for their career growth. Human resources can also focus more on international staffing and can 

hire educated nurses and other medical staff, while on the other side, they can collaborate with educational 

institutes to recruit newly hired nursing staff to tackle shortages of nurses. They can develop a better 

retention policy for their existing staff. All these plans and methods will contribute hugely in terms of filling 

the vacant position in the NHS.  



7. SECTION B:  POSITION ANALYSIS FOR DOCTOR 

7.1.     INTRODUCTION 

In the world, the National Health Service (NHS), which is in the United Kingdom, has a huge amount of 

doctors, nurses, and all other professionals who are working in the NHS, and because of this, the NHS is titled 

as one of the biggest employers in the world as they are hiring world-class doctors and staff to serve the best 

healthcare service. In this report, we will see the various position analyses for doctors working in the NHS and 

their roles inside the NHS, what are their roles and responsibilities, working environment, benefits, and what 

are the challenges they are facing inside the NHS. 

8.      POSITION OF DOCTORS IN NHS 

 

 

       Image  Source:  https://www.bdiresourcing.com/img-media-hub/blog/nhs-doctor-job-titles-explained/  

 

Junior Doctor: Junior doctors are known as well-qualified doctors who are still in the training period. They are not 

eligible to get a proper doctor title because they are in their clinical training, and they can overwork under any 

consultant doctor at various positions, such as FY1, FY2, and ST1. At this stage, they can perform and practice in their 

specialist, and they can gain more experience as doctors by working in hospitals. In recent time new decision has been 

taken in favor of junior doctor that from 2024/2025, they will give DDRB awards as appreciation to the junior doctors 

and also they have decided to increase the basic pay by 22.3% from 2024/2025 (British Medical Association 2024). 

Middle-Grade Doctor: Middle-grade doctors are also known as ST3+ doctors. After completing their trainings 

as ST1 and ST2, they are ready to practice as ST3 doctors, which are known as middle-grade doctors in 

hospitals. In this phase, they have enough knowledge to select their high specialty, gain experience, and then 

become doctors. Later on, they are in the range from ST3 to ST8 stages to become consultant doctors. 

https://www.bdiresourcing.com/img-media-hub/blog/nhs-doctor-job-titles-explained/


Specialty Doctor: Specialty doctors are also recognized as senior doctors who have passed training of 4 years 

in postgraduate study and with 2 years of main training in their core field. They are also proportional to ST3-

level doctors, and their major responsibilities are handling patients and researching professional development 

activities. In the UK, many doctors use this position to take a break from their work-life to balance their 

personal lives. 

Specialist Doctor: In 2021, NHS has declared specialist doctor as new grade doctor in UK, which involves more 

complex responsibilities. They are the ones who have enough practice and knowledge in a particular area. 

While they are the ones who take decisions on providing medical services and work closely with patients. They 

also have the authority to train and guide new junior doctors to provide them with core training. 

Consultant: In this category, doctors are known as high-level doctors and also have deep knowledge and 

experience about every level of doctors. Furthermore, they are the leader of the team who handles the 

members of their team to deliver high-quality health services to patients. Consultants are very punctual and 

independent in their respected area of care. To become a consultant, it required proper 8 to 10 years of 

training and experience. 

General Practitioner (GP): The NHS provides huge primary care facilities; many of them involve the role of GP 

practices. GP is the first mode of contact for treatment, and because of this, every person in the UK must have 

to register at GPs. They are very important for the NHS, as they are operating from their respective clinics 

rather than hospitals and giving medical care to patients. Weather, they also handled huge cases of acute and 

non-emergency situations (Platts 2023). 

9.        FACTORS AFFECTING THE POSITION OF DOCTOR 

In National Health Service, there are huge numbers of doctors are working and they are facing some crucial 

things while working in NHS, such as working condition, training and development, support and relationship 

and many more.  

                            



                                 Image Source: https://bmjopen.bmj.com/content/12/3/e059397  

 

9.1. Working Condition: The high demands in hospitals have impacted doctors working hours and their 

condition, and the following made clashes with patient care. Doctors mainly face demanding working 

conditions such as exhaustion, job strain, and job satisfaction. This factor involves long working hours, excess 

workloads, and tense work environments. The low management of working conditions had a negative 

influence on doctor’s mental health, and because of this, many doctors left their jobs. 

9.2. Learning and Development: This is the most important factor that affects the position of doctors. As, 

providing trainings and programs related to career growth and personal development and proper vision 

towards doctors role or position to be in the same healthcare system. This will also give them slightly more 

advantage to uplift their grade in their respective specialists and enhance their service towards patient care. 

9.3. Work-Life Stability: The excellent skills to take care of patients and think about giving them the best 

healthcare service. For doctors, it is completely equal to taking care of their work-life stability, and it is more 

important for young doctors. It is the responsibility of employers to think about doctors personal lives too, by 

giving them flexible working hours and providing them some extra wellness activities or breaks to enjoy their 

lives, and this will help them to work with their full attention. 

9.4. Geographic Location: The position of the workplace is a key factor and plays an important role for doctors 

to think about which hospital they want to join. Some doctors select urban areas to experience new things and 

new enhanced amenities, while on the other side, some doctors prefer to work in rural areas as it is 

convenient for them to commute to their selected place (Penfold 2018). 

 

10.  SALARY AND BENEFIT 

10.1. Salary package: According to the data mentioned in (Connect 2024), the basic salary of a junior doctor in 

a hospital is around £32,000 per year, and they also get an extra amount for extra hours and other allowances. 

The doctors who are specialists earn between £43,000 and £63,000 per year, and they will also get the 

allowances and extra hour pay. The basic pay of a middle school doctor is about £91,000 to £100,000 per year 

with other extra benefits. The highest basic earned by consultant doctors is approximately £99,000 to 

£131,000 per year, and they also get additional benefits as they are in a high position and they have to handle 

teams. The basic pay for general practitioners (GPs) is around £68,000 to £100,000 per year as a primary care 

organization. 

10.2. Benefits: The NHS provides one of the best benefits to doctors, such as a training and development program for 

career boosts. They also give 27 days of paid leave every year, and with those 8 holidays, leaves annually. The NHS takes 

care of everything, such as family responsibilities, after-school clubs, and childcare, and doctors will also get access to 

wellness programs. The pension scheme is also there for doctors to get better pay after retirement and also offers huge 

discounts, including travel and food (Harry 2020).  

https://bmjopen.bmj.com/content/12/3/e059397


  

 

11.   CONCLUSION 

In summary, the National Health Service places much focus on a well-planned and helpful environment for 

doctors, encouraging career growth by providing training and development programs, proper work-life 

stability, and competitive salaries and benefits. Furthermore, they also face some difficulties, like well-

maintained working conditions and location to tackle issues like workload and facilities to take care of 

satisfaction and retention of staff. Finally, the NHS's only motive is to provide high-quality healthcare services 

to the population in every critical situation with an excellent workforce strategy and highly educated doctors.  
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