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1. [bookmark: _Toc174875836]Introduction:
[bookmark: _Hlk174004721]In a wide range of organizations, such as those in the public health and education sectors where there is a need for qualified personnel, human resource planning is a crucial component. Succession planning needs to be implemented for essential management jobs and ongoing leadership in order to have a beneficial impact. In this assignment, there will be an explaining why health care human resources or specifically nurses are significant and vital for the delivery of quality services and satisfaction. I shall include the current status of the internal supply of nurses such as staffing, demographic data and competencies, and turnover and retention, satisfaction, and career progressions. I will also discuss about factors outside the structures affecting the nurse supply in relation to education and training, conditions prevailing in the labor market and relevant regulations. NHS doctors where their responsibilities, problems, and career advancement prognosis in the context of healthcare sector will be briefly described.
2. [bookmark: _Toc174875837]Current Challenges in the NHS:
2.1 [bookmark: _Toc174875838]Shortage of Staff:
Healthcare is currently a major issue in the UK and one of the most pressing needs is the shortage of doctors within the NHS. Thus, there were over 100,000 workforce ceiling vacancies in the NHS by March 2024, with 8,796 as medical positions, which corresponds to 5% ceiling vacancy rate and 7% for medical roles (NHS medical staffing data analysis, 2024). This shortage is attributed to several factors (Buchan et al., 2020):
· Insufficient Investment in Training: There has been underinvestment especially in training new doctors resulting in a shortage of human capital in this industry.
· High Turnover Rates: Numerous doctors fail to remain in the NH stream as they are burnt out, dissatisfied with working conditions, or get better paid jobs overseas. The conditions such as chronic stress due to heavy workloads of numerous patients and inadequate staffing further intensify this problem.
2.2 [bookmark: _Toc174875839]Lack of Funding:
It becomes difficult for HR to invest in projects that solve the problem of human resource planning because of specific budget cuts. The scarcity of nurses can be addressed through the efficient use of programs like ongoing professional development, competitive pay, and infrastructure development; however, these programs cannot be implemented because of financial limitations. 
2.3 [bookmark: _Toc174875840]Staff burnout due to high volume of work:
The additional workloads which have been placed on the NHS over the recent years, and especially after the pandemic has affected the current doctors. The number of patients to be attended results in high stress levels, and thus, low job satisfaction. Full-time doctors in the NHS are predicted to work 37 hours per week on average because of staff deficiencies (Alrawashdeh et al., 2021)
3. [bookmark: _Toc174875841]Key Issues in estimating internal and external supply of human resources:
To increase utilization and sustain the quality of the services required for organizational productivity, workforce education and training must be effectively implemented. The lack of skilled employees is resolved by constant training through continuing professional development, which guarantees adequate internal human capital to overcome organization needs without external acquisitions (Gennaro, 2023).
Students also believe that competitive compensation is necessary for talent attraction and retention. As a result, organizations must make sure that they provide reasonable and competitive remunerations to enhance employee perceptions of organizational value. Compensation activities cover both internal and external supply needs through the development of sound compensation practices that sustain the interest of existing employees while simultaneously attracting qualified talent from the outside world (Chan et al., 2023).
This makes it significant to ensure that high morale is achieved among employees in order to ensure that they remain in the workforce. Acknowledgement and proper treatment of workers should also be ensured through avenues such as awards and fair treatment at the workplace (Hassmiller and Wakefield, 2022). The quality of suggestions offered by motivated employees will be high which may discourage people from leaving hence providing a stable internal source of human resource.
3.1 [bookmark: _Toc173586361][bookmark: _Toc174875842]Key Internal issues
[bookmark: _Toc174875843]3.1.1. Lack of skilled nurses 
The internal supply of human resources refers to the internal availability or capacity of human resource stocks and flows within an organization. The present workforce evaluation is critical when examining the internal supply of people in organizations, especially in the nursing profession. This analysis includes several key components:
[bookmark: _Toc174875844]3.1.2. Long working hours 
Job turnover is also high, which is one of the biggest causes of concern and portrays poor job satisfaction among the employees. Thus, organizations require strategies aimed at retaining employees, including career advancement, as well as supportive management (Sumpter et al., 2022).
[bookmark: _Toc174875845]3.1.3. Lack of motivations towards staff 
Professional training should be held regularly which can help to identify the existing gaps in the offered skills among employees. Training is another area that can be used by an organization to guarantee that the internal staffing will have adequate skills for the next few years (Hannawa et al., 2022).
[bookmark: _Toc174875846]3.1.4. Poor pay scheme 
An organization needs to have a skilled workforce to enable the running of the business or an organization. It is recommended that Organizations should emphasize the human resource to train their employees on several skills, thus eliminate outsourcing (Hannawa et al., 2022).

3.2 [bookmark: _Toc173586372][bookmark: _Toc174875847]Key External Issues 
The factors which affect the formation of external supply of human resources in nursing include the trends in education and training, employment market conditions, legal and political factors and even economical and societal factors (Ivers et al., 2012). Much attention to these elements is necessary for approaching the problem of the nursing shortage.
[bookmark: _Toc174875848]3.2.1. Large talent pool 
It is also important to note that there are times when competent talent is scarce in the labor market or the fresh talents available do not fit the organization’s requirements. To this effect, it is recommended that organizations launch recruitment drives and cooperation initiatives with educational and learning institutions (Younis et al., 2021). Ongoing staff education and training can also be considered a core component of the HRP. The NHS has a structured CME programme to support the doctor in updating him or her about the recent development. For instance, graduated specialists’ training programs enable practitioners to practice some of the much-needed specialties in the country while leadership development programs educate the doctors for managerial positions thus working to guarantee that there is a pool of qualified human capital.
[bookmark: _Toc174875849]3.2.2. Poor recruitment and selection procedures 
External hiring is another way of solving the skills and talent deficiency received in the local market. Idea generally is that immigration policies and regulations are sometime a challenge. These barriers therefore present a challenge to organizations in order to employ talent globally (Johnson et al., 2022).
[bookmark: _Toc174875850]3.2.3. Technological advancement 
NHS HRP entails assessing the current number and distribution of staff and predicting the organisation’s needs in the future. From demand forecasting it becomes easy to determine the number and type of doctors that is needed to address the needs of the patients as influenced by demography and diseases. Supply forecasting evaluates the existing supply of doctors, including those in the pipeline and makes a prediction of future supply taking into consideration parameters such as retirement age among others. 
[bookmark: _Toc174875851]3.2.4. Political restrictions 
Thus, for a firm to implement efficient HRP, it involves the establishment of sound recruitment and retention measures. New doctors’ recruitment campaigns and international recruitment help in filling in gaps within the system immediately. Retention strategies are aimed at retaining the currently employed employees through providing a better remuneration package, training and promotion chances as well as a good organizational climate in order to lower the employee turnover rate and enhance the organizational employee satisfaction. HRP optimizes the workforce adaptability and doctors’ utilization. Option staffing is adopted to provide a way of meeting a change in healthcare needs by having employees engaged in part-time and job-sharing. Rotating doctors to the different areas of specialization means that in the event of fluctuations in population flow, the manpower can be easily reassigned to the right areas, thus making the best use of available manpower.
[bookmark: _Toc174875852]3.2.5. Corporate social responsibility
Corporate Social Responsibility (CSR): CSR defines as a business’s actions that maintains business and socially responsible behaviour. This goes beyond the business’s profit-making capacity to also think about the effects that the business is likely stir in the environment, society or economy. CSR can be defined as the management of an organization’s economic, social and environmental impact towards non-shareholder stakeholders and society at large through voluntary actions taken over and above what is legally required. To a lot of organizations, CSR is not simply a reporting requirement, but much more so an opportunity for the creation of value in a way that is beneficial to all the stakeholders.



4. [bookmark: _Toc174875853]Position Analysis for NHS Doctors:
Among all the healthcare employers in the world, the biggest is the National Health Service (NHS). As members of a crucial limb of the forces required in the society, doctors together with other fundamental medical personnel contribute to the functional and structural aspects within the NHS (Younis et al., 2021). Thus, every problem that doctors face in the NHS likewise impacts hospital operations, where human resource management and planning play a key role in handling them effectively. This section will detail the key issues that the NHS faces concerning the above-mentioned objectives and strategies for venture based on data retrieved from the NHS website, newspapers, and government documents.
4.1 [bookmark: _Toc174875854]Job Description 
 NHS working editors play a vital role in the supply of health care services throughout Great Britain. Depending on the type of nurse, their skills, years of experience, and position they work in, the duties may differ significantly. Normally doctors diagnose and treat patients; offer necessary prescriptions, medical counsel, and are accountable for the patients’ health or well-being. They analyse patients’ symptoms, symptoms and request and interpret diagnostic tests, prescribe drugs and vaccines, and carry out necessary procedures, starting with surgery. Organizational actors educate and enhance clients’ knowledge focusing on responsibilities like health promotion, preventative care and implementing processes of treatment. They also indulge in extending the knowledge and skills that they acquired through offering their services in medical research and training of junior doctors as well medical students. Figures such as junior doctors and medical students in their house job are crucial in the arrangement of the first line of treatment in the NHS. The main responsibility of these facilities is the identification of diseases and this aids in halting disease progress into chronic diseases. With the help of effective HR planning, it is possible to make sure that junior staff work in tandem with specialists and cooperate effectively thus, providing patients with proper referrals and delivering proper medical care to them (Marć et al., 2018).
4.2 [bookmark: _Toc174875855] Person Specification 
 Therefore, the person who should apply for the doctor’s position in the NHS should meet academic requirements, have sufficient experience and possess certain personality traits. As for requirements, the candidate is supposed to have a degree in medicine from a requested institution and be fully registered with the GMC. It is favourable for the candidate to have postgraduate qualifications in a specific medical specialty for instance the MRCP or MRCS. A relevant education is desired, a clinical experience especially in the NHS will be even better. Other personal attributes include communicative abilities, relation with people, compassionate, the ability to solve problems under pressure and dedication towards patients. One also needs critical thinking skills, problem solver, as well as ability to work in group or team formation being part of multidisciplinary teams. Recruitment of adequate number of doctors in the NHS is impossible without having a favorable number of supportive environments in a workplace. Strategic human resource management should therefore aim at establishing factors that have the potential of decreasing job stress while on the other hand increasing job satisfaction. It means that it can be effective to introduce such measures as, for instance, mental health support programs with the purpose of facilitation of the working process and enhancement of medical practitioners’ functionality (Chan et al., 2023).
4.3 [bookmark: _Toc174875856] Skills Required 
 The nature of work performed by doctors in the NHS entails that the latter possesses a number of attributes that they need to perform their role efficiently. Clinical competency such as clinical reasoning skills, physical exams, and diagnosis, and procedural skills are core competencies. Since physicians work in this profession they need to understand all the diseases and cures, being abreast with modern technology. Effective communication is considerate and crucial when dealing with patients, families, and other health-care personnel. Any physician needs to possess the necessary skills to convey a plethora of information in a simplified manner. Among such personal competencies, organizational and time management skills are notable because the workload often tends to be rather high, and patients cannot wait indefinitely. Also, the doctors must be able to demonstrate the necessary level of competence working with electronic health records and other types of medical IT solutions. Promotion in the organization is the most important factor that canopy must embrace to ensure it has a skilled human capital. Setting up training facilities and performing training initiatives can help build people in necessary positions. However, these initiatives are sometimes faced with problems such as reduced budgets and the impact of financial constraints drawn from the government (Buchan et al., 2020). As depicted by the above financial challenges, worthy HR planning is needed to meet the Hezbollah professional training issue continuously.
4.4 [bookmark: _Toc174875857] Pay 
 It is worth to underscore that in the case of doctors, their pay in the NHS depend with their experience, specialty, and the area of practice. Foundation and core trainee, these are junior doctors in training, receive between £28,000-£32,000 annually. Being a progressive scale, doctors earn more as they advance in their training and gain experience. For instance, specialty registrars get a pay ranging from £38,000 to £52,000 per year. Consultant doctors have also undergone their training and are of high rank; they receive between £79, 000 and £107, 000 annually. It is also dependent on additional tasks like working on call or being part of the managers’ team. Physicians practicing within the regions of higher living standards, such as London, might be paid extra allowances. 
4.5 [bookmark: _Toc174875858] Working Conditions 
 The following are the common schedules practiced by doctors in the NHS: availability of the doctor for work for long hours, including possibilities of working during nights, weekends, and public holidays. The tasks that they undertake can be strenuous both physically and mentally and they need to be strong to imbue on the same. Doctors may practice in many places like hospitals, private clinics, and centres for public health. They are in contact with numerous health related cases, they have to meet very high standards of cleanliness and safety to avoid contracting diseases. Nevertheless, much of the doctors regard the working circumstances as quite rewarding, as they can positively influence the lives of their patients. The protections for doctors in terms of their mental health include counseling services within the NHS and professional development.  
NHS doctors represent a significant component of healthcare personnel that delivers necessary medical assistance to the people. They need education, clinical skills and other personal attributes in order see them through the various activities they are supposed to undertake in their careers. Though the work can be labor intensive at times it is very rewarding to know that you can increase the quality of life of the patients and enrich the public health sector. The pay offered by the NHS is nearly at par with the pay being offered by many private hospitals together with a backup of multiple facilities that are in place the doctors can continue to practice medicine while also ensuring that they can take care of themselves and their families and also promoting the doctors to undergo some training so that they can continue practicing their profession while at the same time building their families.
[bookmark: _Toc174875859]Conclusion:
In conclusion, there are a numerous of challenges and opportunities for doctors within the premise of the NHS. Stakeholder concerns can be highlighted as one of the key problems that need to be solved in order to maintain the sustainability of the NHS; high working pressures which include such aspects as workforce shortage, high workload, and regulatory challenges make the organization unsustainable. However, there are structures that enable doctors to advance in their career with support, undertakings and developments that assist in enhancing their performance in their duty. Thus, the NHS and government need to invest in training, enhance working environment and increase the public perception of the profession in order to sustain proper medical manpower.
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