










HUMAN CAPITAL MANAGEMENT
Component 1 – Individual Report
LCMB7023







Student Name: Hardiksinh Gohil
Student ID: 2327639
Professor: Dr Gladius David Kulothungan
Submission Date: 19th August 2024 






Table of Contents
Introduction	3
Task 1:  Internal and external supply of  human resources in nursing	4
Task 2:  Position analysis for doctors working in the NHS.	8
Conclusion	12
References	13



[bookmark: _Toc173841771]Introduction
The purpose of the report is to analyze the current challenges that the NHS is facing. The NHS is an organization that was set up in 1948 to provide healthcare services in the UK based on the needs, and not on the ability to pay. The report identifies the internal and external supply of human resources and the shortage of nurses in the NHS. Further, the report will provide an analysis of the position of doctors at the NHS. 
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The NHS has continuously faced a shortage of nurses due to a lack of potential educators, high turnover, and inequitable workforce distribution. There are several issues to consider in estimating the internal and external supply of human resources while focusing on the shortage of nurses.
1.1. For internal supply:
Technology: Implementing technologies like Electronic Medical Records (EMR) and other technological advances is also a factor in the shortage of nurses in the medical sector. Increasing demand for specialties in the profession has reduced the number of nurses from direct patient care areas. The adoption and acceptance of technology have forced some nurses to leave the profession at an early stage. Therefore, providing proper training on the technologies can increase the technology acceptance rate among the nurses (Alanazi, et al., 2020). 
Aging workforce: The aging workforce is another major issue that can be regarded as a threat. A great number of nurses are close to retirement age, so shortly, the NHS should expect a high rate of retirement. The maximum population of the nursing industry is aging, and there are almost one million registered nurses older than 50 years, meaning one-third of the workforce could be at retirement age in the next 10 to 15 years (AACN, 2024. This includes the nurse faculty that provide training to the new nurses, this creates another issue of improper training. This shift means that new strategies have to be designed to maintain an efficient succession plan as well as recruitment of young talent in the nursing profession. 
Training and development programs: Decreased and limited faculty can reduce the number of students eventually impacting the overall quality of the program. The shortage of training faculty has raised the issue of training more nurses with fewer resources. Nursing faculty are experiencing a shortage, which leads to limitations of enrolment restricting the number of nurses that can be potentially generated from a nursing school. Hence, empowering new talents by providing scholarships can help them be attracted to this profession. Hiring an experienced and creative Hr team to increase the number hiring of new talents is important. Also hiring training faculty is very important therefore focusing on training faculty and educators can make a huge difference (Denton, et al., 2021). The enhancement of the rate of investment in the training programs can improve the quality of training and development programs that can reduce the shortage of nurses. Thus, the existing training opportunities should be extended and enhanced to guarantee that the NHS workforce is ready to face present and future tasks. This means not only initial training but training throughout the working career to ensure the best performance.
Retention rates: One of the issues that are of huge concern in the NHS is the high rates of staff turnover particularly among the nursing corps. Employees are dissatisfied with their jobs, work long hours, and receive little support leading to burnout and turnover (Buchan, et al., 2019). Solving these problems would involve developing broad measures to enhance employees’ satisfaction and the conditions in the workplace. Sustaining this inside source means that retention methods have to be implemented to improve the stability of the nursing workforce.
Burnout and workload: The nursing profession tends to be a hectic and highly responsible profession that requires dedication and focus. Therefore after joining this profession, many nurses realise that this profession is not meant to be for them. They are not able to cope with the responsibility and tend to leave the job, while others may continue but get burnout due to the shifts and workload. There are high turnover rates across many regions depending on the location and other aspects. Addressing these issues by improving working conditions, providing competitive salaries, and creating professional development opportunities can be crucial for increasing retention rates (Todaro-Franceschi, 2024). Concerns toward practical elimination of the causes that lead to dissatisfaction with the job and burnout to minimize the number of turnovers can be effective. 
Growth: In recent years the profession has seen a lower rate of growth due to various factors like workforce morale and engagement. Low morals and reduced engagement levels among the nurses have significantly reduced the willingness the work in the profession (Burdastova, 2020). Ensuring a positive work environment, recognizing achievements, and encouraging a supportive culture are essential for maintaining a committed workforce.
Education and training institutions: The external supply of nurses is therefore dependent on the production of education and training institutions. Annually produced nursing graduates impact the external supply in the context of determining staff compositions. Depending on the funding and changes in educational policies, the total enrolment of nursing students has a level of fluctuations in recent years (Shadadi, et al., 2018). To have graduates who are properly prepared for the workplace, steps must be taken to ensure that the training completed in the nursing schools is appropriate to the needs of the NHS. This experience provided the understanding that the training between the NHS and educational institutions needs effort, and resulting partnerships can correct the shortcomings in training programs and expectations for the delivery of health care. Strategies can be implemented that enhance the possibility of having skilled nurses include measures like flexible working, better salary packages, support of nursing professional development, and increasing  the funding for nursing education;
1.2. For external supply
Aging population: The aging population is also a major reason for the shortage of nurses. The average death age has reduced significantly leading to old age problems at early stages. This increasing aging problem has led to an increase in diseases which eventually increases the demand for medical services (Grah, et al., 2021). Treating long-term illnesses in the older population requires an adequate number of staff. This also leads to strain on the workforce.
Economic conditions: There are several economic factors leading to the shortage of the shortage of nurses. They have explained that factors such as a growing employment rate and low wages needing to be raised have affected the occupations of nurses (Marć, et al., 2019). This profession must offer ways or packages to offer fair and comparatively reasonable wages and salaries.
Regulatory and licensing: Regular changes in the rules and regulations for licensing requirements have significantly impacted the supply of nurses in the industry (Drennan, et al., 2019). Reorganizing the processes for credentialing and recognizing international qualifications can help address shortages and provide solutions for attracting new entrants. 
Public perception and career attractiveness: The perception of the profession of nursing as a practical and less rewarding career choice has affected the supply of nurses in the industry. This restricts the entry of new entrants into the profession. Setting up public awareness campaigns and making efforts to enhance the perception of nursing can attract a decent number of new nurses in the industry (Kallio, et al., 2022). Offering special incentives for people to join the nursing profession can help in reducing the shortage. 
Recruitment from abroad: NHS relies on international recruitment as a major way of sourcing nurses. Issues with international recruitment of the workforce comprise the National Health Service International Recruitment Programme whose policy targets the recruitment of nurses from overseas to cope with domestic shortages. However, this has been accompanied by several challenges, for instance, regarding the identification of foreign-trained nurses and integrating them into UK health care so they to change culture (Palmer, et al., 2021). The immigration policies have also posed new challenges to the recruitment of nursing professionals. However, it is worth emphasizing that international recruitment is still one of the important pillars of the NHS’s hiring plans, and therefore, more efforts could be made for the optimization of procedures that facilitate the professional recognition of foreign-educated nurses. Therefore improving the efforts can help reduce the shortage and attract international nursing candidates 
Labor market trends: Independent factors that relate to the general market factors greatly influence the supply of nurses. Salary packages or other employees’ conditions determine or affect people’s choices in the nursing profession. The main pressure can be named in the form of competition with the private healthcare sector where pay and working conditions tend to be more appealing (Marć, et al., 2019). Also, the factor of rising demand for healthcare workers in the global market would overlay the way for UK-trained nurses to look for jobs in foreign countries.
Competition: There is also competition from the private sector and overseas markets which, in many instances, provide better remuneration packages and improved conditions of service to the workers. This competition also increases the difficulties of attracting and maintaining the best talents of nurses within the NHS (Palmer, et al., 2021). 
Overall, this are some crucial aspects which is significant to consider while estimating internal and external supply of human resources. 
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2.1. NHS Doctors and their roles and responsibilities 
Doctors in the NHS have many roles and responsibilities, including clinical, administrative, and educational functions: 
Clinical Duties: Treating diseases, traumas, and various other illnesses are some of the professional duties of the doctors at NHS. Physicians in the NHS have the direct responsibility of acquiring relevant information through research, to practice good patient care. This involves conducting clinical assessments, prescription and interpreting of clinical investigations, and making treatment and management strategies for the patients. 
Hospitality, in particular, involves offering health education and counseling to enhance the health of the people, and in the process avoid diseases. Doctors at NHS as a generalist prescribes and recommends, healthy living habits, recommend vaccinations, and conduct early detection of diseases. In this aspect, delivering urgent care, particularly with emergency-related cases. Healthcare doctors at NHS are capable of handling emergencies such as cardiac arrest, strokes, and critical injuries (NHS, 2024). This demands not only medical knowledge but also the skills to make decisions quickly as can be observed during combating diseases. They provide targeted healthcare products in areas including cardiovascular, oncology, and surgical. Employers who seek to hire workers of this category value them because they are knowledgeable and skilled in their fields and hence can deal with complicated scenarios and practice complicated techniques. They play a crucial role in tackling disorders that need special and detailed medical attention in the management. 
Educational and training roles: Supervising and teaching junior doctors and medical students at NHS along with completing administrative work. The significance of practicing physicians cannot be overstated as they are responsible for teaching young talent the theoretical and practical aspects of patients’ treatment (NHS, 2024). Mentorship plays a vital role in the process of preparing and guaranteeing that new doctors are capable of handling their tasks. Continuing ongoing professional development to ensure constant updating on medical practice and research. It also proved suitable for the healthcare industry which continuously undergoes radical changes. Often doctors go to conferences and perform workshops to maintain awareness of the latest developments
Administrative responsibilities: In the provision of quality patient care, other important aspects of patient records and medical histories cannot be overemphasized. Documentation at NHS involves an account of a patient’s status over time, assisting in coordination with other health professionals, and meeting legal requirements. 
They guarantee compliance with clinical practices, ethical principles, and legal requirements. Physicians keep aligned with changes in laws and regulations concerning healthcare and make sure that their actions follow the laws. Regulations are important in patients’ relations and any legalisations need to be compliant (NHS, 2024). Although the medical team may comprise healthcare specialists from various departments such as cardiology or neurology, ensuring comprehensive care that addresses all the patient’s needs typically requires multiple consults with physical therapy specialists. There is a need for teamwork among doctors, nurses, pharmacists, and many more in providing quality services to patients. This involves care planning, information exchange, and other team meetings or conferences related to the client’s case. 
2.2. Challenges faced by the doctors at NHS
Staff Shortage: The NHS is struggling with a severe shortage of doctors and could face a disastrous shortfall of 10,000 GPs by 2030 in the whole UK. This shortage grows due to the rising need for healthcare services and the slow process of training and certification of new doctors (Independent., 2022). These shortages impact the patient's access to healthcare services where they spend long hours waiting for service delivery. Many health facilities experience serious human resource challenges, giving rise to cases of doctors overworking, thus risking patients’ lives and nursing well-being. The shortage also puts pressure on some physicians to exercise different kinds of duties that are unrelated to their specialization, a situation that puts pressure on the system. 
Increasing Workloads: The population of the United Kingdom is expected to exceed 70 million in 2026, with the number of persons aged 65 and above (House of Common Library, 2024). This increasing number of patients is because the increasing and aging population gives doctors a high workload. Ageism exists in the healthcare industry which means that more people are experiencing age-related diseases and disorders which forces the workload on doctors (BMJ, 2024). The growth of the population with multiple chronic illnesses produces complex treatment routines. The complexity of care may not need constant attention but demands fairly extensive medical attention in conditions like diabetes, heart ailments, and mental ill-health. This increases the workload of the doctors because they have to be updated about several fields, to be able to treat the patients adequately. 
Burnout and Mental Health: A maximum number of doctors at NHS have at least one symptom related to burnout, including emotional exhaustion and depersonalization. Several reasons may contribute to the causes of burnout and these include working for long hours, handling many patients, and working with sick and dying patients (BMJ, 2024). If there is burnout in the workplace, morale is down, and people are not as satisfied in their work, more people will be absent from work, and many will quit their jobs. During burnout, doctors are likely to commit clinical errors that may harm patients. Management of burnout is very crucial in ensuring that organizations have a strong workforce. 
Funding and Resource Constraints: While the need for healthcare services is ever-rising, the funds allocated to the NHS that were already insufficient before 2013 have not been raised. The limited access to funds results in alterations in service delivery, staff, and funds, which affect doctors and their capacity to respond to patients’ needs (The Health Foundation, 2024). The issue of funding also impacts the renovation and acquisition of medical facilities and equipment, and consequently, influences the delivery of health care significantly. Furthermore, inadequate funding results in the slowing down of technology and treatment introduction threatening the general improvement of the medical care in the NHS. 
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From the analyses of the report, it can be concluded that several issues are impacting the shortage of nurses in NHS, UK. These challenges are important and should be analyzed to implement the required measures to increase the number of nurses in the NHS. Also, the report has discussed the position analyses of the doctors at NHS, by briefly describing their roles and the challenges they face at the organisation. 
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