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Executive Summary
With a record number of vacancies and skills shortages across many sectors in the UK, organisations are being urger to develop agile talent management strategies to overcome the various challenges faced in an increasingly tight labour market (George, 2023). With 77% of employers reporting difficulties in filling skilled roles in 2022 (Manpower Group, 2023), a significant risk being analysed in the current business context is an increasing competition for talent (CIPD, 2022b).
Underpinned by the PESTLE tool, this report evaluates the external and internal factors affecting talent management within Sancta Maria Hospital, a not-for-profit private hospital in South Wales. The report provides a critical analysis of their HR systems and processes to determine if they can meet the demands of the future workforce challenges.
The literature review identifies several significant internal and external themes facing Sancta Maria in relation to the competition for talent. An exploration of sociocultural factors identified demographic concerns of an ageing workforce with the risk to both Sancta Marias own ageing clinician pool, and future service provision with a growing demand for skilled nurses to support increasing multimorbidity in an ageing population. There is also evolving expectations to work with a growing need for employers to demonstrate commitment to diversity and inclusion to foster an inclusive workplace to aid in the recruitment and retention of staff.
Economic factors in the face of the rising cost of living concerns have led to organisations assessing their own benefits packages however it is the rising demand of flexible and hybrid working requirements underpinning many workforces plans to ensure agility to overcome changes to the working environment. Throughout the report, themes of technological developments are observed in both its impact on recruitment, and organisational development.
Considering the findings, three recommendations are set out to support Sancta Maria in overcoming the future challenges to talent management and the increasing competition for challenge. Considering its potential impact, a review and development of flexible working practices should be implemented to not only support an ageing workforce, but also meet the changing expectations of new entrants into the sector.
Although there is a growing interest in international recruitment, significant costs are recommended to instead be used in the development of an internal skills development programme to ensure Sancta Maria have sufficiently skilled staff in the future to meet the need for future service development. The third recommendation then sets out required improvements to Equality, diversity, and inclusion in the recruitment process to attract wider and more diverse pools of talent which will also the overall goal to position themselves as an employer of choice in the future.
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[bookmark: _Toc152322820]Introduction
It has been argued that a significant component of the evolving Human Resource function is to develop a future orientated approach to look strategically at resourcing and talent management to understand the organisational impact of the ever-changing business environment (Taylor, 2022). In overcoming potential challenges, Shet (2020) promotes the need for organisations to develop progressive workforce and resource planning strategies to achieve their overall organisational strategies. 
In considering this, the CIPD (2022b) resourcing and talent planning report examines people resourcing trends which identifies several key insights and challenges within the UK labour market to consider in such a strategy. Amongst other key findings, an increasing competition for talent is highlighted as a key challenge for a growing number of organisations. Underpinned by tight-labour market conditions in the UK whereby the demand for skilled workers outweighs the supply in many sectors, it is essential that organisations consider attrition, recruitment, and the retention of staff as part of their workforce planning (Allas, 2023).
With this considered, this report will focus on evaluating the factors affecting the competition for talent within the healthcare sector at Sancta Maria Hospital. The report will critically analyse the HR systems, processes, and practices within the organisation to assess the internal and external influences impacting them and their ability to overcome the future workforce challenges. 
With an organisational strategy aimed at ensuring fiscal security, service growth, and a focus ion patient experience, Sancta Maria must assess the factors affecting talent management to inform an appropriate HR strategy that meets its workforce requirements. The utilisation of the ‘SWOT’ and ‘PESTLE’ analysis tools are argued to evaluate an organisations resources and activities most appropriately within the internal and external environment with a view of guiding suitable strategic goals (Marchington et al. 2021). 
Whilst other analysis tools are available aimed at creating competitive advantage such as Porters Five Forces model, the PESTLE analysis tool is argued to guide people professionals in evidenced based strategic decision making in assessing the external factors facing an organisation including the political, economic, sociocultural, technological, legal, and environmental considerations (Battista, 2023). 
[bookmark: _Toc152322821]Literature Review
Underpinned by the CIPD’s report, Elder and Nikodem (2023) recommend the wider analysis of literature to explore and analyse key factors affecting the competition for talent management with the key identifiable themes set out below. 

[bookmark: _Toc152322822]Current Healthcare Sector Workforce Trends  
With an increasing competition for talent cited as a significant risk in the context of the recruitment and retention of skilled workers (CIPD, 2022b), there is an inherent risk to Sancta Maria with over 40% of their current workforce consisting of registered clinical staff such as nurses and registrants who are vital to providing adequate skills to ensure continuous service provision (Sancta Maria, 2023b). Although the ONS (2023a) reports a slight decrease in the number of national vacancies, they are still considerably higher than pre-pandemic levels and underpin a significant risk to organisations in workforce planning. 
Within the wider sector, the NHS (2023) reports there are approximately 40,000 nursing vacancies at present which poses a significant risk to Sancta Maria in both the recruitment and retention of staff in such a tight-labour market when competing with other organisations for talent. Whilst political drivers in the current UK governments manifesto aims to deliver 50,000 more nurses by 2024 (Department of Health and Social Care, 2022a), evidence suggests that this will be insufficient when analysing the increasing number of sector leavers which is argued to only increase the competition for skilled clinicians in the future (Clews, 2022). 
[bookmark: _Toc152322823]Demographic Changes - Ageing Workforce
Looking further ahead and the risk to talent management increases as some estimates suggest the supply-gap in the healthcare sector could reach 140,000 nurses by 2030 (RCN, 2022). An ageing healthcare workforce has been a developing trend over the past decade (Personnel Today, 2013; Nicol, 2017) and poses a significant internal threat to Sancta Maria with over 30% of their clinical workforce already over the age of 55 (Sancta Maria, 2023b). It is reported that this trend is not limited to the UK either with a global shortage of nurses further increasing the completion for talent with a reported 20% of countries having fewer nurses entering the sector than are expected to retire in the next decade (Catton and Iro, 2021).
Anderson et al. (2021) claims that current healthcare workforce plans fail to consider sociological factors such as the ageing workforce and increasing multimorbidity in an ageing population requiring more suitably skilled nursing staff in the future. As a hospital, this provides the internal opportunity to developing their service provision to meet the changing healthcare demands in line with their strategy, however it is also a threat if they are unable to retain their most experienced staff who may be seeking to retire.
Although many published studies focus on the threat an ageing workforce poses to the retention of skilled workers, it is argued by others as an opportunity if the correct support measures are put in place (Kingma, 2018). Boys (2019) promotes the opportunity and competitive advantage to be gained from utilising the skills and knowledge of older workers through inclusive policies and practices alongside increased flexible working. This would be especially beneficial to support Sancta Marias strategy in driving service development within the hospital by utilising the skills of experienced clinicians who have knowledge of various specialities (Léime et al, 2017). 
To improve the prospect of retaining prospective retirees in healthcare, the Department of Health, and Social Care (2023b) promotes the development of flexible working opportunities. Whilst imminent legislative changes to the Employment Relations Act (2023) are argued to have little applied impact on flexible working practice other than that workers can request flexible working from day one of employment (Faragher, 2023), it would provide a timely opportunity for Sancta Maria to review existing flexible working policies and actively promote an open discussion to support workers with alternatives to retirement. 
A current internal opportunity within Sancta Maria is inadvertently derived from their ability to support an ageing workforce which can be achieved through their already established occupational health service provision. Boys (2022) argues this will actively promote and support the health and well-being of employees and will provide additional resilience to potential staff leaving due to health conditions as they age.  
[bookmark: _Toc152322824]Recruitment Opportunities
In considering external recruitment risks when competing for talent, it is proposed that organisations can benefit from exploring different talent pools to overcome this challenge (Krishnan and Scullion, 2017). In the healthcare sector especially, political factors can be drawn upon with the recruitment of international nurses being utilised to bridge the current gap. The NMC (2023) reports that half of professional registrations in 2022 were internationally educated which identifies a potential pool of candidates for Sancta Maria in considering international recruitment practices.
This approach is supported by Brennan et al. (2023) who explores the reasons for the migration of healthcare workers to the UK identifying improved working conditions, employment opportunities, and a better quality of life as contributing factors and underlines the opportunity to Sancta Maria in exploring this talent pool. 
As an organisation Sancta Maria do not currently engage in international recruitment due to the associated costs which are reported to be approximately £10,000 - £12,000 per appointment (Department of Health and Social Care, 2023a). It is also argued by others that existing studies fail to consider the complexity of recruiting overseas talent following Brexit in 2020 (Leone, 2020). Considering the evidence however, alternative talent pools should be explored to support Sancta Maria workforce planning strategy with Monette (2023) clearly outlining the competitive advantage that can be gained from this approach when operating in a tight labour market. 
When reviewing internal factors on recruitment, it is recognised that organisations are operating in a period of astonishingly rapid and profound technological change. Alongside being highly disruptive in some areas, Armstrong (2020) argues it can be a valuable tool in recruitment in both improving efficiency and ability to reach wider talent pools. The CIPD (2023) go as far as to claim that technological developments in recruitment are an ‘indispensable tool’ in workforce planning and revolutionising the way organisations access and engage talent. In practical terms, this offers the opportunity to provide a better candidate experience and underpins why over 35% of small and medium size organisations are allocating budget towards to digital transformation as part of their HR strategy (Ruby, 2023). 
Whilst Sancta Maria already utilise various job boards and websites to reach wider talent pools to support their HR strategy, the use of technology in recruitment has yet to extended to screening and selection as various studies still challenge the validity and fairness of a purely automated selection process (Nikolaou, 2021). This is further evidenced by Haselwood (2023) who reports on the bias demonstrated in recruitment algorithms at Amazon which could risk discrimination claims. 
As Sancta Maria are limited in their current utilisation of technology in HR processes at present, it presents an internal risk in falling behind in a competitive market with the Office for Artificial Intelligence (2022) reporting that over 15% of UK organisations already rely on at least one form of AI technology with £30 billion expected to be spent on AI development within organisations by 2025.
[bookmark: _Toc152322825]Improving Equality, Diversity, and Inclusion
In exploring published studies for alternative recruitment opportunities, Hogarth (2022) acknowledges the success of the NHS in its national campaign to deliver its vaccine programme during the COVID pandemic and attributes its success in part due to its strong focus on equality, diversity, and inclusion (EDI) during the recruitment process. In support of this, it is reported that 68% of UK organisations are now focusing on EDI strategies in recognition of the performance and workforce development opportunities that can be achieved by creating an inclusive workplace culture (Verner, 2022). 
Recognising the success of the NHS in recruiting diverse candidates to overcome recruitment challenges, Sancta Maria would benefit in taking a similar approach to develop inclusive recruitment practices. Ameen (2023) further supports this approach in advocating the importance of EDI in the development of a successful talent management strategy and more critically, its impact on the overall organisational strategy when promoting a progressive strategy.
Assessing Sancta Marias internal processes, there is a clear gap in supporting inclusive recruitment practices in line with available guidance to attract more diverse talent pools. CIPD (2022) advocates the utilisation of unconscious bias training for managers, removing bias language from job adverts, and flexibility during the interview process amongst other factors to boost inclusivity however Sancta Maria currently do not actively encourage any of these principles. This means they could be deterring applicants from marginalised groups applying and could be missing opportunities to not only improve the scope of prospective candidates, but also improve the candidate experience for those that do apply. 
Considering the evolving social changes and attitudes to work also, Gen-Y workers already demonstrate an intolerance to discrimination, and with an estimated 30% of the projected workforce to be made up of Gen-Z workers by 2025 (Indeed, 2023), there will be a further expectation for Sancta Maria to demonstrate commitment to diversity to foster an inclusive workplace (Andrade, 2023). 
Hammond et al. (2022) suggests that policy reviews and training for recruiting are critical to promoting equality and recognising existing barriers for ethical diversity especially. At present, considerations are made to incorporate the Equality Act (2010) into Sancta Marias recruitment policies, however evidence demonstrates the detrimental impact of unconscious bias if not acted upon and may mean Sancta Maria miss out on attracting staff from more diverse talent pools (CIPD, 2022a).
One area that Sancta Maria are already demonstrating improved inclusion is at the executive level with 70% of Executive members made up of women compared to just 28% in 2019. This suppresses the current UK average of approximately 40% amongst FTSE 350 board roles (KPMG, 2023) and demonstrates the organisations willing to incorporate gender equality and inclusive practices into their practices which presents an opportunity to improve recruitment and retention practices through inclusive practices according to Liddle (2023).   
[bookmark: _Toc152322826]Internal Development Opportunities
Political factors highlighted in the current government mandate (Department of Health and Social Care, 2022b) demonstrate that alternative training routes for nurses have been developed to including higher apprentices and nurse associate roles to offset future skills shortages. The introduction of the nurse associate role especially has been developed to support multidisciplinary teams to support person-centred care (NHS employers, 2023). The development and upskilling of staff isn’t just recognised as an opportunity to overcome the increasing competition for talent but is argued by Armstrong (2018) to be crucial in creating adaptable and agile workforces that can overcoming challenges to workforce and performance management. 
Within Sancta Maria Hospital, this offers a significant opportunity with 20% of its workforce made up of Healthcare Assistants who offer an avenue for workforce development (Sancta Maria, 2023b). Further to this, there is a clear appetite within internal staff groups seeking development as five of six Healthcare resignations in the past twelve months have cited “career development” and “training opportunities” as reasons for leaving (Sancta Maria, 2023a). In overcoming the challenge of increasing competition for talent, this would directly benefit Sancta Maria in not only retaining staff, but also ensure skills development for the future continuation of Sancta Marias strategy to grow service provision. 
Whilst operating within a tight labour market, Taylor (2022) advocates a provision within an organisations workforce plan to adapt to become an ‘employer of choice’ within their sector to support recruitment and retention. Boys (2022) further establishes a relationship between the exploration of training and development opportunities within a tight-labour market to support retention and talent management. This is encouraging for Sancta Maria as a private not-for-profit organisation as there is scope for training and development opportunities to be built into future workforce plans as an initiative to improve employee retention and meet the future demands to the challenges to recruitment they will likely face. 
Assessing Sancta Marias current approach to talent development, it is encouraging that two thirds of senior managers have been recruited and developed internally from more junior roles. Kwok (2023) recognises the shifting focus of talent retention as an opportunity to overcome the challenges to recruiting senior managers and expresses the importance of the development of a HR strategy that incorporates the provision of talent development which in this case would enable the sufficient recruitment and retention of senior managers within Sancta Maria to ensure continued service leadership. 
[bookmark: _Toc152322827]Flexible Working Expectations
A common theme amongst literary studies analysing future retention strategies raises the growing social importance of flexible working and the opportunity to improve the retention of talent in promoting flexible working. A further ‘megatrend’ identified by Beatson (2019) recognises the opportunity to enable a higher rate of labour force participation and skills utilisation by supporting flexible working. A report by Francis (2022) not only supports the organisational benefits of enabling flexible working, but further explores the social expectation of Gen Z entrants who rank flexible working as a higher priority than previous generations when assessing job opportunities. 
Whilst flexible and hybrid working has many forms, it is reported that hybrid and opportunities for remote working especially can improve employee experience and directly reduce employee turnover (Kim and Dirks, 2023). In enabling a more flexible workforce, technology has played a critical role in its development in offering enhanced communication and collaboration with numerous healthcare providers reporting improved efficiency and patient satisfaction as well as benefits to staff wellbeing and satisfaction (Powell, 2022).
Although CIPD (2022b) establish a higher proportion of roles are being advertised with some kind of flexible or hybrid working, there is a notable lack of flexibility reported within the healthcare sector (Iacobucci, 2023). In considering not only the potential benefits in attracting skilled workers to Sancta Maria, but it is also evidenced that flexible working can support improved wellbeing through a better work life balance which in turn can improve performance and reduced absenteeism (NHS, 2022). A risk to Sancta Maria at present is the accessibility to offer flexible or hybrid working to all staff groups however with less hybrid options available for clinical staffing groups. This could adversely discourage applicants from roles within the hospital as Oleksa-Marewska and Tokar (2022) demonstrate through their research that some healthcare providers have already implemented successful hybrid working models through effective leadership and policy design which would give them an advantage in recruitment.
In reviewing Atkinsons (1984) flexible working model, it is suggested that the numerical flexibility of peripheral workers can enable organisations to effectively and efficiently to respond to changes (Marchington et al, 2021). As a hospital, Sancta Maria already have a significant pool of ‘bank workers’ who are essentially skilled zero-hour contract workers and can be deployed when required which is a significant strength to their internal operations ensuring they can adapt to changes in the immediate future. This will support their organisational strategy to ensure adequate staffing is available to meet service provisions and mitigate against the risk of the challenges current recruitment market. 
Although Sancta Maria have been slow to adapt to hybrid and remote working models, it is reported that remote consultations in healthcare can increase patient reach regardless of geographical boundaries (Kupietzky, 2022). This would directly benefit Sancta Marias organisational strategy to develop service growth whilst simultaneously driving a HR strategy focused on retaining key staff. Where studies focus on the benefits to the attraction and retention of staff through flexible working opportunities, Soga et al (2022) identifies pitfalls of flexible working in highly regulated sectors such as healthcare where monitoring and quality control levels can be difficult to manage when utilising technology for remote working. Soroui (2021) further establishes that the use of digital technology in flexible working models can hamper staff visibility and social interactions leading to an overall less satisfied workforce. As an organisation, Sancta Maria would have to ensure that a review of flexible working models considered both to ensure the recruitment opportunities do not inadvertently lead to heightened staff turnover in developing a less engaged workforce. 
[bookmark: _Toc152322828]Conclusion 
In identifying factors that are currently driving the increasing competition for talent in the healthcare sector and likely to impact Sancta Maria Hospital, an ageing workforce, the explicit need to support EDI, and flexible working are all social factors to consider. Although political drivers are promoting the development of additional nursing roles and additional training routes to meet the growing skills gap, evidence clearly outlines this additional exposure alone will not overcome the future skills shortage and increasing competition for talent (The Health Foundation, 2022). 
Many of the developing external risks within the sector are simultaneously an internal risk to Sancta Maria with an ageing workforce and lack of investment in technology particular threats to overcoming the future challenges to talent management. Through the literature review, there are however internal opportunities identified through technological developments driving flexible working and Sancta Marias openly progressive stance to driving inclusivity which can be explored further.
Within a tight-labour market that is only likely to become more competitive in the future due to predicted shortfalls in healthcare professionals, there are certainly opportunities within the sector if Sancta Maria can derive a suitable strategy to support their organisational strategic goals and overall meet the challenges to the future of work. With evidence claiming 38% of nurses who left the NHS in the decade to 2022 joined the independent and private sector, there is a clear opportunity to private hospitals in healthcare in attracting the right staff to drive service development if they can implement the correct HR strategy (Shembavnekar and Kelly, 2023).
Overall, the report demonstrates the importance of workforce planning and the need for appropriate strategy development to meet the changing workforce developments and increasing future talent shortages that Sancta Maria would need to certainly review to ensure they meet their organisational strategy of not only fiscal security, but service development also. 
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To ensure a competitive approach to is taken to overcome the future challenges to talent management, the below recommendations are set out to underpin the future HR strategy to meet the evolving workforce needs (Kasyanau, 2022). 
[bookmark: _Toc152322830]Promote Equality, Diversity, and Inclusion in Recruitment 
Embracing and actively promoting inclusive practices at Sancta Maria will not only enable them to access wider talent pools but will embed a positive workplace culture that is framed to add value across the organisation and meet the expectations of the modern workforce (Ferdman, Prime, and Riggio, 2020).
Green and Young (2019) suggests various models for building an inclusive organisation however, in driving an appropriate talent management strategy the development of fair and intersectional policies to allow everyone’s perspectives to be valued. Going further Franka (2023) promotes a modern approach to the recruitment process including anonymised recruitment, targeting marginalised groups, and training managers on unconscious bias and inclusive sifting techniques. 
	Action
	Cost

	Time to review & update of policies 
	£1,200

	Unconscious Bias training for all staff (Available through current E-Learning platform so administration time to allocate training)
	£100

	Equality, Diversity, and Inclusion training for Managers in Recruitment (ACAS, 2023) 
	£1,250

	Review and implementation of inclusive recruitment process (HR time and resource) 
	£3,000

	Promotion of EDI practices to all staff groups 
	£250 

	Total
	£5,800



[bookmark: _Toc152322831]Skills Development Programme
The second recommendation would be to develop an internal skills development programme to promote development opportunities and the retention of staff internally. Access Group (2022) highlight that 23% of organisations are reviewing investments in vocational training for to help avoid future skills shortages and simultaneously diversifying their talent pool internally. 
This approach is also recognised the CIPD (2022b) who advocate the creation of in-house development programmes which at Sancta Maria can be achieved through the development of the management training and healthcare routes internally from the exiting pool of staff. 
	Action
	Cost

	Identify Talent Pools and Collaborate with local training providers to develop appropriate training and progression routes
	£1000

	Course tuition Fees depending on course level (GCS, 2023) 
	£500- £2,500

	Time for staff to attend training (one day per week) 
	£3,200

	Track and Evaluate development programme success  
	£500

	Total
	£1,500 fixed 
£3,700 – £5,200 per trainee



[bookmark: _Toc152322832]Develop Flexible Working Practices 
Acknowledging the changing attitudes to work and the increasing demand for flexible working, it is recommended that Sancta Maria hospital review their flexible working practices to benefit from improved commitment and engagement from workers that can drive performance (McCartney, 2023). Stewart (2019) also promotes the utilisation of flexible working too support the ageing workforce and support with talent retention.
Although there are various forms of flexible working, research by NHS Employers (2020) identified part-time working and condensed hours as the most desirable working patterns in achieving a better work life balance. 
	Action
	Cost

	Time to review & update flexible working policy
	£200

	Work in partnership with teams identify effective flexible models – Staff Survey platform already purchased so just time to administer. 
	£100 

	Adapt recruitment processes to advertise and accommodate flexible practices (CIPD, 2021) 
	£450

	Management time to review shift patterns and rotas to consider condensed hours and variable shift patterns 
	£450

	Trail arrangements before organisation wide transformation change (Timewise, 2022)
	£1,000

	Total
	£2,200
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