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[bookmark: _Toc174835047]Introduction
Human resource planning is important in ensuring that the right people are available in any organisation to achieve strategic aims. Succession planning, a key element of human resource planning, is preparing for an organisation's future staffing needs by identifying and developing internal talent to fill key roles. In the NHS, given the ongoing challenges including staff shortages and high turnover rates, human resource and succession planning assumes special importance. These are issues that have a bearing on the quality of care delivered and organizational efficiency, hence the NHS has to address these planning aspects to be assured of a strong healthcare workforce and continuity of services.
[bookmark: _Toc174835048]1. Estimating the Internal and External Supply of Human Resources in the NHS
[bookmark: _Toc174835049]a. Importance of Estimating Internal and External Supply
· Internal Supply
Internal supply in human resources for NHS means the availability of current employees within any organization who can be transferred to some other respective place. Staff turnover, promotion, and retirement are major factors impinging upon internal supply. The NHS has particularly suffered from high turnover rates, with the NHS Staff Survey indicating that 2023 has seen a 15.7% turnover rate (NHS Providers, 2024). This is a very high rate of turnover to have extensive implications for workforce stability and continuity of care. Another source of movement is originating from promotions, which can create a vacancy at the lower level that need filling.
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Figure 1: Increased Employment and Demand
(Source: NHS Employers, 2022)
Promotion within the NHS is still limited by a lack of a pool of candidates with the appropriate experience and skills. Contributory pressures on internal supply are created through retirements, and the NHS Employers' figures from 2023 indicate that roughly 30% of NHS staff was aged 50 plus (NHS, 2024a). This means that nearly one-third of them expect to retire soon enough for succession planning to be quite effective if this loss of expertise and experience is not to befall the organization.
· External Supply
Some of these exogenous factors that influence human resource supply include labour market trends, output and education trends from relevant streams, and immigration trends. Labour market trends can influence the availability of sufficient and appropriate candidates to take up NHS posts (NHS Employers, 2022). Skilled professionals are being wooed by various sectors, and in this regard, the healthcare sector in the UK is competing against other sectors. 
New nurses joining the workforce have not kept pace with the increasing demand for healthcare services. Another critical factor is the educational output, which depends on the number of graduates from relevant programs external supply of health professionals. While the number of graduates has increased in health courses, it remains inadequate to match the rising demands within NHS (Khan, 2023). Migration affects the external human resource supply in a big way. Traditionally, the NHS has relied on international staff to fill up a gap that seems to increase year after year. Due to present immigration policy changes and Brexit, EU and international healthcare professional numbers within the UK workforce have fallen dramatically (Nuffield Trust, 2024). As such, these shortages have been exacerbated by each other and underlined explicitly an obvious need for the NHS to develop strategies to attract and retain domestic and international talent. 
[bookmark: _Toc174835050]b. Challenges in Estimating Supply for the NHS
· Shortage of Nurses
One of the key issues in the NHS is the need to estimate and manage the supply of nurses, which has direct implications for the overall effectiveness and quality of care provided. The primary cause of concern is a shortage of nurses due to recruitment problems (Kox et al. 2020). Sources of difficulty lie in the competitive job markets and limited awareness of the nursing career, where a large number of new nurses are required to replace the old or retiring ones. The RCN reports that while data for 2023 indicate around 33% of NHS trusts state they have problems filling nursing vacancies, other sectors remain (RCN, 2023).
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Figure 2: Retirement Opinion of Individuals 
(Source: QNI, 2024)
This nursing shortage is further aggravated by retention issues. High burnout and job dissatisfaction lead to high attrition rates. According to a QNI study in 2024, 40.7% of the respondents believed that they were overworked, which was listed among the top contributors to turnover (QNI, 2024). Retention challenges lead to constant recruitment and training of staff, which in itself puts a strain on the existing workforce.
Another factor is training and development constraints. The process of training a new nurse consumes a lot of time and resources, which the current training programs cannot keep up with to match the demand for new graduates. The number of supplemented newly qualified nurses in the annual workforce is significantly influenced by the number of training providers that the NHS highly depends on (NHS, 2022). Besides, the integration into the workplace of new nurses is slow, because of very long onboarding processes and the need for large quantities of practice.
The COVID-19 pandemic has had a striking impact on the level of staffing within the NHS. The pandemic has both increased the demand for nursing staff and accelerated the challenges that already existed. Most nurses reported to have undergone loss of stress and burnout during the pandemic, thus causing an increase in early retirements and the exodus from the profession (NHS, 2022). 
· Current Statistics and Data 
Such statistics underline that the nursing shortage issue is a serious problem for the NHS. Recent figures state that now, in mid-2024, about 47,000 nursing vacancies are present across England a tenth of the total nursing workforce (Nursing Times, 2022). This impacts several areas harming patients, including carrying greater waits for care, more pressure on existing staff, and lowering quality of care. This shortage in the number of nurses also affects the outcomes of patients, as exemplified by the findings that a higher nurse-to-patient ratio leads to better patient outcomes and lower mortality rates.
[bookmark: _Toc174835051]c. Strategies and Solutions
· Internal Strategies
Several strategies can be adopted to enhance career progression opportunities and workforce planning to mediate the internal supply problems in NHS. A crucial internal strategy is the establishment of a clear and structured career pathway for nurses. According to Ajemba et al. (2024), NHS can enhance job satisfaction and retention by clearly defining the routes of career progression. There are huge inputs required in terms of the feeling of career development that fosters staff retention and morale. This also includes mentorship programmes and leadership courses that might help in career progression in promoting experienced nurses to work within the NHS and lead it into the future.
Another critical internal strategy is workforce planning improvement. Advanced workforce management systems that include data analytics can help to better predict and respond to staffing needs. NHS Digital's predictive analytics tools, allow demand to be projected against a backdrop of historic data and current trends, thus helping planners to plan and resource more effectively (NHS, 2024b). Increased use of flexible staffing models as part-time and temporary positions can be used to flex around variable demand and reduce pressure on permanent staff. These measures can then lead to a more responsive and resilient workforce, able to better cope with periods of high demand.
· External Strategies
The NHS could consider various options to help alleviate the nursing shortage through foreign recruitment and imminent partnerships with educational institutions externally. International recruitment can be used to fill gaps in workforce skills by attracting qualified nurses from other countries. Already the NHS has appreciated some successes in this policy as overseas nurses are among a large number who joined the registers over recent years (HSJ, 2023). However, as past experiences have taught, careful management of such policies on immigration and support systems is needed to ensure that internationally recruited nurses become truly integrated members of the NHS.
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Figure 3: Density of Nursing Now Local Groups Globally 
(Source:Nursing Now, 2020)
Another feasible external strategy involves partnerships with academic institutions. Collaborations with universities and nursing schools can ensure training programs are aligned with the needs of NHS requirements so that graduates coming out of these institutions are well-equipped with the exact competencies required in the NHS workforce. The NHS's own “Nursing Now” campaign intends to develop its relationship with educational institutions to ultimately increase the number of nursing graduates and the quality of this training (Nursing Now, 2020). 
[bookmark: _Toc174835052]2. Position Analysis for Doctors in the NHS
[bookmark: _Toc174835053]a. Overview of Doctor Positions
	Aspect
	Details

	Job Title
	NHS Doctor

	Job Description
	· Provide high-quality medical care to patients. 
· Conduct diagnoses and develop treatment plans. 
· Administer medications and perform medical procedures. 
· Collaborate with other healthcare professionals. 
· Maintain accurate patient records.

	Relevant Skills 
	· Clinical Skills: Proficiency in medical procedures and patient care. 
· Diagnostic Skills: Ability to accurately diagnose and treat various medical conditions.
· Communication Skills: Effective verbal and written communication with patients and colleagues. 
· Problem-Solving Skills: Ability to make quick, informed decisions in a fast-paced environment.

	Pay
	· Starting Salary: Approximately £28,000 - £32,000 per year (varies by region and experience). 
· Experienced Salary: Up to £60,000 - £80,000 per year (specialist roles and senior positions).
· Additional Benefits: NHS pension scheme, paid leave, and other benefits depending on role and location.

	Working Conditions
	· Hours: Full-time, with potential for shift work, on-call duties, and weekend work. 
· Environment: Hospital or clinical setting, with exposure to potentially stressful situations. 
· Health and Safety: Adherence to safety protocols, use of personal protective equipment (PPE), and regular health checks.


Table 1: Job Description of Doctors 
(Source: Self-created)
· Job Description and Roles and Responsibilities
Doctors working in the NHS take up numerous positions with clear roles and responsibilities. At the very bottom of the hierarchy are the Foundation Year 1 and Foundation Year 2 doctors who perform the simplest tasks in patient care under close supervision, essentially taking up general medicine and surgery (Bennett and Fowler, 2022). At the next level, Specialty Trainees take on special roles agreed upon by individuals after attaining basic skills in those simple assignments to work in their preferred fields of internal medicine, surgery, or paediatric disciplines. Consultants come fully equipped to take on the management of complex cases, make critical decisions, and supervise junior doctors. 
· Persona specification 
	
	Essential 
	Desirable 

	Qualification 
	· Medical degree (MBBS, MD, or equivalent), 
· CESR registration 
	· GMC registration 
· Additional certifications or specializations may be required (e.g., ACLS)

	Skills 
	· Clinical Skills
· Diagnostic Skills
	· Communication Skills
· Problem-Solving Skills

	Personal attributes 
	· Compassionate, 
· Patient, 
· Strong communication skills
	· IT skills 
· Time-management skills

	Experience
	· 1 year work experience 
	· 1 year or more 

	Knowledge 
	· Leadership skills 
· Technical skills 
	· Interpersonal skills 
· Organisation skills 


Table 2: Persona Specification
(Source: Self-developed)
· Current Challenges
There are many significant challenges facing doctors working in the NHS, problems that impact effectiveness and job satisfaction. Workload is one of the main concerns; many doctors respond to excessive hours and high patient numbers as factors contributing to burnout and stress. According to the British Medical Association, nearly 40% of doctors work beyond their contracted hours regularly, leading to concerns about work-life balance and patient safety (Rosta and Rø, 2023). Pay remains another issue, where many doctors feel that their pay does not reflect the intensity and demands of their roles. Recent figures indicate that starting salaries for NHS doctors are competitive but not always in line with the rises in the cost of living and increasing inflation. The working conditions, as pointed out, which include the state of the hospital facilities or the existence of support services, are a daily experience for doctors, where mounting concerns prevail about inadequate resources and a high-stress environment (Rink et al. 2023). These challenges have to be changed to improve the working conditions of doctors working in the NHS and to improve their overall effectiveness.
[bookmark: _Toc174835054]b. Data Collection and Analysis
· Data Sources
Current issues and challenges facing doctors in the NHS were identified, drawing upon credible sources such as newspapers, NHS websites, and government reports. The main sources were NHS Digital reports with their comprehensive statistics on staffing levels and working conditions, and recent articles from both the British Medical Journal and The Guardian, which highlight some of the ongoing concerns and impacts of reform (Parliament, 2024). Government publications for example, from the Department of Health and Social Care allow insight into policy changes and their effects on the NHS workforce.
· Analysis
Collected data shows there are serious problems facing NHS doctors. Analysis of working hours shows that many doctors work more than their contracted hours. A survey conducted in 2024 saw as many as 81% of doctors regularly working longer than their scheduled shift, contributing to increasing burnout and reduced job satisfaction (Greenfield, 2024). Relating to the problems of recruitment and retention, key statistics also show record highs for NHS doctor vacancies there are now over 11,000 posts lying vacant (Campbell, 2022). These vacancies have an intensifying effect on workload pressures and implications for patient care quality.
Recent reforms, such as the NHS Long Term Plan, which was undertaken to achieve efficiency and better patient care, have proved to be quite variable in their achievements. This plan gave some staff number increases and improvements in working conditions but is as yet failing to demonstrate much difference since many doctors reported inadequate progress in alleviating workload and stress issues (Bennett and Fowler, 2022). 
c. Recommendations 
· Working Conditions Enhancement
Several key recommendations could be made to improve the working conditions of doctors in the NHS. Addressing the excessive working hours of Doctors can be imperative. More flexible shift patterns and adequate rest periods can help reduce burnout and increase job satisfaction (Rosta and Rø, 2023). More support for mental health and well-being services, including regular counselling sessions and debriefing, should be undertaken.
· Improvement in Recruitment and Retention
The NHS should provide enhanced remuneration packages with some other incentives to address recruitment and retention related to hard-to-fill posts. Competitive salaries, further enhanced by a student loan repayment program, relocation assistance, and any other benefits, are powerful incentives for joining the NHS (HRSA, 2024). Designing transparent personal career progression pathways and working towards continuous professional development can pay long-term dividends in staff retention since employees can have opportunities for career progress and upscaling.
· Supporting Policy and Structural Changes
Although recent reforms have put some foundations in place for improvement, much more needs to be done. More comprehensive workforce planning are needed in the future, involving better forecasting of staffing needs and more effective alignment with recruitment efforts (HSJ, 2023). Better collaboration with the medical schools to ensure the training is aligned with the needs of the NHS can provide a steady supply of qualified doctors. It can also help decrease the workload of NHS staff if they have increased facilities and resources, which can enable better care delivered to patients (NHS, 2022). The strategic investment in technological and infrastructural improvement can pave the way for smoother processes, resulting in less administrative burden on doctors so that they can spend more time doing actual clinical work.
[bookmark: _Toc174835055]Conclusion
Any efforts to address the challenges NHS doctors face have to be multidimensional. Improvement in working conditions by way of flexible hours and improved support, coupled with competitive salary rates and clear and specified career progression, can be the key to making any recruitment or retention initiative successful. Additional policy and structural remediation measures can help bring long-term improvement; investments in resources and technology can also go a long way. The NHS can better support medical staff to ensure that there is an efficient and sustainable healthcare system for doctors and patients alike by making these recommendations.
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