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Human resource planning is vital for any organisation so as to ensure that the right personnel is placed at the right place at the right time in order to spur organisational performance and growth. In healthcare industry, especially, in National Health Service (NHS) of United Kingdom, it is highly importance to implement an effective human resource planning to meet the standards of the services and for the considerable improvement in patient care services. The working NHS is characterised by a number of challenges and one of the biggest of them is workforce deficit and specifically, the lack of nurses and doctors. This shortage is however profound and touches on almost all aspects of operation in the health sector for it impacts on quality of care, morale of staff, and overall functioning of the health facilities (NHS England, 2022. ). 
 
 One of the human resource management activities and hence human resource planning is succession planning where there is planning for filling of certain critical positions that are vacant and through which there is transfer of power from one person to the other through the following of retirement, resignation or dismissal. Regarding succession planning within the NHS, it is vital in regard to the persistent workforce deficiency and the population’s increasing longevity (Smith, 2023). 
 This assignment synthesises and analyses the main features of estimating internal and external human resources supply in the NHS with the main consideration of the shortage of nurses. It also has a section involving the position analysis for the doctors working within NHS in terms of the job description, person specification, the skills that should be possessed, pay, and the working environment. By doing so, this particular assignment hopes to give audiences an impression of the difficulties and opportunities present in human resource planning in the NHS and should present a way on how to handle such concerns properly..
[bookmark: _Toc174317825]2. Current Challenges in the NHS
The challenges facing the NHS are numerous and diverse because it is one of the largest and most complicated healthcare organizations in the world. Of these challenges, workforce shortages especially nurses and doctors are standout challenges that need to be addressed..
[bookmark: _Toc174317826]2.1 Workforce Shortages
The scarcity of human capital especially nurses is one of the biggest problems that the NHS has to deal with. As highlighted in the current reports, the current nurse workforce is inadequate to address the patient care needs (RCN, 2023). This shortage is worsened by factors like; the increasing age of workers, high turnover rates, and challenges in recruiting and retaining competent personnel (King’s Fund, 2023). This is worsened by the current shortage of doctors especially in some specialties and in rural areas which puts more pressure on the remaining staff and also increases the number of patients who have to wait to be attended to.(NHS Providers, 2023).
[bookmark: _Toc174317827]2.2 Impact on Patient Care
Lack of nurses and doctors leads to a poor quality of health care being offered to the patients. Due to less number of staff, the existing healthcare professionals are compelled to work for more hours, perform more duties and handle more number of patients. This can lead to burnout, The lack of work-life balance can also result in stress and exhaustion since the individual does not get adequate time to rest and recharge. 
 , lower morale, less job satisfaction, and consequently, deterioration of the quality of services offered to patients (West, 2023). In some cases, patients may have to wait for a long time before they are attended to, and this can make the overall experience of the patient rather poor.(BBC News, 2023).
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In light of these challenges, the following strategies have been adopted by the NHS and the UK government to help in addressing the workforce shortages. These are through the recruitment campaigns to attract more health care personnel locally and from other countries and training and development campaigns aimed at improving the skills of the current employees and to encourage them to advance in their careers (NHS Digital, 2023). Other strategies include offering better employee remuneration packages in form of better wages and remunerations to retain and attract employees. However, these efforts have not been sufficient enough to help the NHS overcome the challenges that it has in recruiting and retaining a sufficient workforce. (NHS Confederation, 2023).
[bookmark: _Toc174317829]3. Key Issues in Estimating Internal and External Supply of Human Resources:
[bookmark: _Toc174317830]3.1 Key Internal Issues:
Lack of Skilled Nurses: A critical issue that has been identified is the lack of adequate supply of skilled nurses in the NHS and this has significant implications for the health care system. The shortage of skills is as a result of inadequate training, poor access to training, and poor staff retention (Jones & Brown, 2023). The shortage of skilled nurses not only impacts the quality of care given to the patients but also puts pressure on the other healthcare workers who may have to perform duties that are beyond their scope of practice (RCN, 2023). 
 Long Working Hours: NHS staff, especially the nurses are overworked and this has an implication on burnout and job satisfaction. High working hours are one of the key reasons that lead to high staff turnover, especially given that healthcare workers are willing to work for organizations that offer them better work-life balance and manageable workloads (NHS Employers, 2023). The nature of the job also involves a lot of stress, and long hours of work, which also has an impact on the physical and mental health of the healthcare workers, worsening the shortage of staff (West, 2023). 
 Multi-Tasking from Social Care to Nursing: The analysis shows that the nurses employed in the NHS are under pressure to assume responsibilities that are not typical for their profession, including social care and administrative work. Such multitasking may result in role expansion, which means that nurses are required to carry out numerous tasks, with little assistance and resources (Smith & Taylor, 2023). This can lead to less job satisfaction, more stress and in the long run, higher rates of staff turnover (King’s Fund, 2023). 
 Poor Pay Scheme: The pay system in the NHS has been an issue of discussion for several years now, and most workers in the health sector have complained that they are not paid commensurate to the work they do (NHS Employers, 2023). The perceived inadequate remuneration is one of the major challenges that lead to the challenges of staff retention since most of the professionals look for better paying jobs in other organizations or even in other sectors other than health sector in general and NHS in particular (Jones & Brown, 2023). 
 Lack of Motivation towards Staff: A lack of motivation among the NHS staff is one of the primary concerns that are associated with workforce turnover. Reasons for low motivation are; little prospect for advancement, lack of appreciation and incentives, and lack of encouragement from the leadership (NHS Providers, 2023). Solving these problems is vital for the increase of the staff satisfaction and decrease of the turnover rate, which will contribute to the shortage of the healthcare workers. (West, 2023).
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Poor Recruitment and Selection Procedures: The recruitment and selection process in the NHS has been described as being both time consuming and not very effective. The procedure may take a long time and involve many formalities, and the absence of an efficient model may lead to the loss of good employees (NHS Digital, 2023). The enhancement of the recruitment and selection process is crucial for hiring the right talent and to guarantee that the NHS has the required staff to attend to the patients’ needs (King’s Fund, 2023). 
 Large Talent Pool: The NHS has a pool of talent to draw from especially with the new health care professionals who are immigrating to the country, but there are issues with accessing this talent. Challenges like visa regulations, language factors, and qualifications vary can pose a challenge in the recruitment and integration of international healthcare staff into the NHS (NHS Confederation, 2023). Moreover, the competition is high not only within the sectors of the NHS but also with other countries and sectors that also seek for the best talents (Smith, 2023). 
 Financing: Lack of funds and funding problems are some of the major challenges that the NHS faces in the process of attracting and retaining healthcare professionals. Lack of funding means that the NHS cannot pay high wages and incentives, train its employees, and offer them the appropriate assistance (Jones & Brown, 2023). Mitigating these financial pressures is crucial if the NHS is to continue to attract and retain the right workforce (NHS Providers, 2023). 
 Technological Advancement: The use of technology in the delivery of healthcare has the prospects of enhancing patient care and organizational productivity, but it has implications for the employees. The technological advancement is fast and this means that the healthcare professionals have to be in a constant update of their skills and knowledge on the new tools and systems (Smith & Taylor, 2023). In the case of the NHS, this involves training and development to guarantee that the staff is capable of applying the new technologies, and hiring people with the right skills to deal with such changes (NHS Digital, 2023). 
 Political Restrictions: Immigration policies and Brexit are some of the political factors that affect the availability of healthcare professionals in the NHS. Immigration controls can reduce the number of qualified health care professionals from overseas who are able to work in the UK thus worsening the current shortage of workers (King’s Fund, 2023). Also, Brexit has made the future of EU health care workers in the NHS ambiguous, which has been a talent loss (NHS Providers, 2023). 
 Corporate Social Responsibility: CSR is an important factor in the NHS and impacts on the organization’s HRM in relation to recruitment and retention. CSR activities like diversity and inclusion, employee health, and community involvement can help the NHS in branding itself as an employer of choice and attract like-minded people (Smith, 2023). However, balancing CSR with the need to However, CSR is not the only factor that needs to be considered when managing organisations. 
 there is always a problem of how to recruit and retain staff especially when there are limited funds and other challenges. (Jones & Brown, 2023).
[bookmark: _Toc174317832]4. Position Analysis for NHS Doctors
[bookmark: _Toc174317833]4.1 Job Description
GPs employed by the NHS are expected to accurately diagnose and treat numerous diseases and illnesses, deliver quality patient care, and make sure that the patient receives the right treatment and further management (GMC, 2023). Some of the tasks which they perform include history and physical assessment of the patient, ordering and interpreting of tests, prescribing of drugs, and formulation of a management plan. Apart from clinical work, doctors are also engaged in teaching, research, and administration hence they play a central role in the functioning of the health system. (NHS Employers, 2023).
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To be an employee of the NHS and more specifically a doctor, certain qualifications, skills and personal characteristics are required. This includes an appropriate medical qualification from a university, satisfactory completion of the foundation programme, and being on the GMC’s register. Doctors should also possess good communication skills, be able to handle stress and be willing to offer quality services to the patients. Other factors like empathy, resilience, and the ability to keep learning are also important when it comes to selecting the right candidate for the job.(GMC, 2023).
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The skills that are required from doctors in the NHS are clinical skills, diagnostic skills, and interpersonal skills. They also need to be good problem solvers, capable of making sound decisions at short notice and be able to handle complicated matters. Also, doctors should be able to manage electronic health records and other health information technologies, and be knowledgeable about the current trends and best practices in the field of medicine. (NHS Digital, 2023).
[bookmark: _Toc174317836]4.4 Pay and Working Conditions
The medical practitioners in the NHS have their remuneration based on a salary scale that depends on the experience, specialty, and other duties (NHS Employers, 2023). Although the pay is usually fair, it may not be commensurate with the level of difficulty that is expected from the staff, especially those working under pressure or in the specialties that have a severe shortage of workforce. The working conditions of doctors in the NHS can be demanding, and this includes long working hours, pressure due to a large number of patients, and pressure due to handling of complicated cases. However, the NHS also has career advancement, training, and research and teaching participation prospects. (RCN, 2023).
[bookmark: _Toc174317837]5. Conclusion and Recommendations
The NHS has numerous difficulties in the attraction and maintenance of the required quantity and quality of the healthcare workforce to provide efficient and safe patient care. Shortages of workforce especially in the nursing and medical profession affects the quality of care that patients receive, morale of the employees and productivity of the health sector. Solving these issues is a complex process that implies the need to work on the recruitment and staffing processes, training and development, and such issues as pay, working conditions, and motivation of the staff.
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[bookmark: _Toc174317839]1. Improving Recruitment and Selection Procedures: Efficient staffing to ensure that the organization attracts the right talent and also takes less time to hire employees. 
 2. Enhancing Pay and Benefits: Providing adequate compensation to the healthcare professionals in order to attract and retain competent workers. 
 3. Investing in Training and Development: Continuing education to help staff members learn new things and prepare them for the tasks that are expected of them. 
 4. Promoting Work-Life Balance: Policies of work-life balance, flexibility at work, and mental health support for employees. 
 5. Strengthening Succession Planning: That there are well-defined career ladders and that important positions can be staffed when they open up. 
 Implementing these solutions to the aforementioned key issues will help the NHS in its efforts to build a sustainable and effective healthcare workforce that would be capable of delivering quality patient care in the present and in the future.
Promote a Positive Organizational Culture
· Recognition and Reward Programs: Organize incentives that encourage the staff to work harder, for instance, ‘Employee of the Month’ awards, team celebrations, and other forms of public appreciation of the staff’s performance. 
·  Inclusive Workplace Practices: Promote the culture of diversity and inclusion in the workplace environment that will make all employees feel appreciated. This includes providing diversity training and making sure that all the policies are inclusive..
Advocate for Supportive Policies
· Government Engagement: Promote friendly government policies including increased funding for the NHS, immigration policies that will allow for the recruitment of international healthcare professionals and policies that tackle the social determinants of health. 
·  Community Engagement: Make an effort to reach out to the local communities in order to create awareness of the healthcare careers and to foster good working relationship in order to gain support in recruiting and retaining the staffs..
Implement Robust Succession Planning
· Succession Planning Framework: Implement a systematic approach of succession planning to ensure that internal talent is ready for promotions to leadership and other strategic positions. This includes coaching, the practice of following a role model, and leadership development. 
·  Talent Development Programs: Design leadership succession planning policies to train the future generation of NHS leaders, so as to fill the gaps that may be created by retirements or other forms of exit..

· Focus on Workforce Well-being: Well-being Programs: Ensure that the well-being programs that are put in place are total well-being programs that cover the physical, mental and the emotional well-being of the employees. This could include stress management workshops, fitness programs, and offering the employees’ access to relaxation areas or wellness centers.
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