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LCMB7023: HUMAN CAPITAL MANAGEMENT
Component 1 - Individual Report


[bookmark: _Toc176785007]Executive summary
This report has analysed the issues surrounding the internal and external supply of “Human Resources (HR)” in the context of a nursing shortage in the “National Health Service (NHS)”. However, in order to address nurse shortages and ensure continuity of treatment, the NHS must use effective recruiting and retention strategies, as well as efficient workforce planning. Training and development are critical for improving clinical practice, promoting patient outcomes, and nurturing professional satisfaction. Furthermore, the positions of doctors working at the NHS has been discussed here.
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[bookmark: _Toc176785008]1. Important issues in estimating the internal and external supply of human resources on shortage of nurses in NHS
Nursing shortages increase mistakes, morbidity, and death rates. Nurses at hospitals with high patient-to-nurse ratios feel burnout and unhappiness, while patients have higher mortality overall failure-to-rescue rates than in “National Health Service (NHS)” with lower nurses per patient. 
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Figure 1: Shortage of staff in NHS
(Source: Vankar, 2023)
From the above figure, As of October 2022, 60% of the British population questioned said that the lack of resources and investment was the most concerning issue confronting the NHS. In addition, 55% of respondents said they were most worried about the NHS's shortage of nurses and doctors (Vankar, 2023). This report aims to research the issues in considering the internal and external supply of “Human Resources (HR)” in shortage of nurses in NHS and also the positions of the doctors working at NHS will also be addressed here.
[bookmark: _Toc176785009]Issues in internal supply HR
Lack of age distribution and skill development
The age profile of nurses is much more biased against younger age groups than that of non-nursing staff employed by the NHS. As the population ages, there is a growing demand for healthcare, which is becoming more complex. By 2030, global demand for health personnel would reach 80 million, while supply is predicted to reach just 65 million, leading to a global shortage. Nurses and midwives make up 47.5 percent of the global healthcare workforce and account for more than half of the nursing shortage (Markowski, Cleaver and Weldon, 2020). Based on the Assessment 1, it is critical to consider the causes of high attrition rates and staffing shortages. In 2000, around 7% of nurses left the nursing register, accounting for 21000 of the total number of employed nurses for the NHS. Although the lack of sufficient recruitment for the replacement of these nurses, 9200 full-time comparable jobs remained available. In the aspect of skill development of the nurses in the NHS, the lack of training may leave nurses unable to supervise nursing students in meeting the new requirements of competency, which require extensive knowledge and abilities upon registration. These tasks include conducting venepuncture, cannulation, ECG, medical evaluation (such as chest auscultation), and delivering intravenous medications (King et al. 2021). There are concerns about how CPD decreases would affect nursing recruitment as well as retention in the NHS. Additionally, Mlambo, Silén and McGrath (2021) stated that lack of CPD-trained nurses and ward demands, combined with low staffing levels, are mentioned as major impediments to informal workplace learning. According to CPD research, many nurses favour informal work-based ways of learning, recognising that the most significant learning comes via conversations with other nurses. Nurses valued informal learning approaches such as supervision, team meetings, mentorship, and observing. 
Shortage of funding
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Figure 2: Shortage of funding in NHS
(Source: Statista, 2024)
Its goal was to provide the NHS personnel, especially nurses, with the necessary knowledge and skills to provide high-quality care to patients. The HEE's purpose was to assist workforce development by primarily sponsoring nurses' continuing professional development. In 2016, PREP was substituted by revalidation, requiring nurses to complete 35 hours of CPD every three years (Mlambo, Silén and McGrath, 2021). Comprehensive HEE funding cuts have had a significant impact on nurse professional development activities. CPD funding in the UK was reduced from 205 million pounds in 2015-16 to 83 million in 2017-18. As a result, nurses have failed to meet revalidation criteria since some authorities stopped access and refused to offer nurses opportunity to attend CPD programs. As per the Assessment 1, NHS-commissioned programs have culminated in a lack of data required to inform regional and national workforce preparation. In the aspect of workforce planning in the internal supply of human resources, the many development aspects are still not properly coordinated. Particular risks result from the failure to link financial as well as workforce planning at both the local and national levels, given the possibility of significantly reduced funding, for example, the NHS may be unable to afford the large number of doctors and nurses currently projected.
[bookmark: _Toc176785010]Issues in external supply HR
International recruitment issues including race, ethnicity
The UK's NHS has faced a nursing staffing shortfall with the ongoing COVID-19 epidemic and post-Brexit repercussions, it is more crucial than ever to focus on hiring new employees and maintaining existing ones in the NHS. The growing demand for mental health services highlights the significance of emphasising the recruitment of mental health nurses. One of the primary measures being used to address this shortage is the recruitment of globally qualified mental health nurses. While this is a good approach, the various problems presented by this concept make it difficult for the NHS to put it into practice to expand the amount of employees (Phiri et al. 2022). Approximately one-fifth (18.5%) of registered nurses in NHS hospitals and community services in England have had training in 141 countries. Overseas nationals already make up around 25% of nurse recruits, and this trend is expected to continue (Palmer, Leone and Appleby, 2021). The 2020 workforce diversity standards study showed widespread prejudice in the NHS. Staff from black and minority ethnic origins are more likely than white candidates to include less likely to be considered for a job; more likely to enter formal discipline processes, fewer opportunities to get non-mandatory training. More likely to face bullying, harassment, or violence from patients or staff; NHS are less likely to hold senior positions. In this similar context, Bond, Merriman and Walthall (2020) mentioned that relying on colleagues' international nurses for assistance may result in conversation in their native language, slowing progress towards English proficiency. Confident communication in English can foster helpful ties outside overseas nurse peer groups. Participants expressed difficulty with regular language use in the UK, particularly communication with coworkers and the general public. International nurses had challenges with verbal communication at work, including adjusting to diverse English accents and speaking speeds, as well as “acquiring slang and colloquialisms”. Nurses in the UK must speak routinely with patients' family, loved ones, and individuals from various cultural backgrounds, making it crucial to learn daily language. This faced challenges, for example knowing whether to address someone by their first name rather than their rank, and when to avoid discussing sensitive matters like religion. However, as per the Assessment 1, evaluating the language ability of abroad applicants, particularly their English language abilities, to enable efficient communication in the healthcare context. Furthermore, offering extensive support and integration initiatives to help international nurses during the recruitment and transfer to the UK. This might include help with visa applications, relocation aid, orientation sessions, and mentorship possibilities. 
Competition in private sectors including data quality issues
NHS positions are more prominently displayed than those associated with their commercial competitors. This is similar to the time of COVID-19, where the UK was keen to resurrect the NHS after a significant personnel loss due to stress or unpredictable shift patterns. In these similar aspects, the COVID-19 outbreak posed both organisational and emotional issues for workers. Personal challenges included the shock of watching so many people die, as well as feelings of impotence, concern for security, and inability to switch off. Change and instability were primary themes in work-related challenges, which also included diminishing worker ratios and increasing workloads. This looks to be a conscious initiative, and it represents a good shift in public sector recruitment. According to their structure of ownership, NHs may be private for-profit, private non-profit, or public. During the 1990s, using rival private providers within the healthcare market has become normal practice (Aguiar-Díaz et al. 2022). Furthermore, in recent decades, chain association in the NH business has grown significantly. The association of for-profit NHs with networks analysed the NHS performance, particularly in terms of revenue and, to a smaller degree, quality. Membership to a network allows for the standardisation of some care procedures, which can help to improve or decrease quality. Furthermore, especially in the case of huge chains, management prioritises owners' interests over residents' requirements. The government healthcare employment site is popular among new professionals pursuing promotion or relocation, although private medical services and specific industries might offer more appealing career progression options than NHS.
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Figure 3: Leaving staffs from NHS to another sectors
(Source: Palmer, Leone and Appleby, 2021)
The NHS hires from small trusts because of their rural locations. For other trusts, the opposite seems to be true. The data shows some variance between service kinds. Acute trusts had a larger proportion of UK and EU nurses departing for other trusts, however this trend may not be constant across all trust types. When there are a few employers in a group, it's important to approach discrepancies with caution due to potential data quality challenges. Moreover, Player (2021) opined that “The 2019 NHS Long Term Plan” includes reforms to competition including procurement regulations, private hospital involvement in integrated health structures, and new commissioner’s structures and service models. In order to solve personnel shortages and guarantee continuity of care, the NHS must implement effective recruiting and retention tactics, as well as efficient workforce planning. Training and development are essential for enhancing clinical practice, increasing patient outcomes, and cultivating professional satisfaction.
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Position analysis is important for an organisation to inform the role and responsibilities of workers along with identification of skills that are required for the job post. Position analysis for doctors working in the NHS is as follows-
	Doctors in NHS 
	Role and responsibilities 
	Skills 

	[bookmark: _GoBack]Anaesthesiologist. Dr Hilary Glaisyer, Dr Mike Broadhead are anaesthesiologist in NHS (Gosh, 2024)
	· These doctors are responsible for managing pains before, during and after surgery 
· Anaesthesiologist in the NHS plays a significant role to facilitate pain-free childbirth, handling chronic pain services and leading ICU (Healthcareers, 2024)
	· Communication in order to make a good collaboration with patients 
· Decision making ability to take appropriate decisions in complex situations 

	General practice doctors.  Dr. Chris Pearce, Dr. Tanya Parry, and Dr. Chris Warwick are general practice doctors in NHS (Healthcareers, 2024)
	· General practice doctors are responsible to treat all common diseases in order to prevent injury and illness among patients 
· General practice doctors in NHS play a significant role to manage health and prevent illness as these doctors are trained about general medicines (Assets, 2024)
	· General practise doctors must have the skill of disease diagnosis and better understanding about anatomy, physiology, and pathology (Hilarispublisher, 2024)
· Communication, problem solving are also required skills for general practice doctors in NHS 

	Clinical oncologist. Dr Philip Atherton, Dr Alex Bradshaw. Dr Tony Branson are some clinical oncologist in NHS (Newcastle-hospitals, 2024)
	· The main role of clinical oncologist in NHS is to treat cancer through using of chemotherapy, radiotherapy 
· Clinical oncologist in the NHS plays an essential role to diagnose cancer, arrange and supervise drug treatment along with therapies and provide after treatment care to patients (Healthcareers, 2024)  
	· Excellent communication skill is required for clinical oncologist in order to motivate patients and provide effective treatment 
· Emotional resilience is another skill that is needed among clinical oncologist in the NHS to maintain better relationship with patients and provide support 

	Doctors at emergency medicine. Dr. Thomas Byrne, Dr. Jane Lang some emergency medicine doctors at Warrington and Halton Hospitals (Whh, 2024) 
	· Emergency doctors in the NHS are responsible to perform immediate assessment and treatment of patients in order to mitigate serious illness
· These doctors in the NHS are highly trained medical practitioners who play an important role to rapid assessment, diagnosis and treatment of patients have serious injury or illness (Longdom, 2024) 
	· Emergency doctors in the NHS have significant clinical skills in order to perform a variety of process for providing effective treatment to patients 
· Soft skill is also required among emergency doctors at the NHS in order to work always under pressure 
· Communication skill for making good relationship with patients for delivering effective service 

	Intensive care medicine doctor such as Dr Jake Collins,  Dr Natasha Lawrence at the NHS (Mse, 2024)
	· Main responsibility of intensive care medicine doctors is to manage patients with illness mainly those have organ failure and dysfunction of organs in the hospital
· These doctors in the NHS play an essential role to treat and monitor people who are serious ill in order to mitigate disease and develop health condition (Nhs, 2024) 
	· Problem solving, decision making, communication are required skills for intensive care medicine doctors in the NHS in order to make better diagnosis and treatment 
· These doctors in the NHS must require many specula skills such as knowledge of cardiac intensive care medicine, extracorporeal membrane oxygenation and home ventilation (Healthcareers, 2024)

	Surgeons such as Dr Giulia Colavitti, Dr Graham Collin, Dr. Said Abisi (Nbt, 2024)
	· Surgeonsainly involved in a wide range of surgeries such as breast conditions. kidney, pancreas and liver transplantation
· Diagnosis and monitoring patients, coordination with other medical staff and helps in hospital administrative work are also great responsibilities of surgeon in the NHS 
	· Communication and teamwork are significant skills among surgeons in order to make effective surgical operation and maintain a good relationship with other doctors at the NHS   
· Professional skill and courage are also required skills among surgeons in order to develop surgical practise and improve health status of patients   


Table 1: Position analysis of doctors at the NHS 
(Source: influenced from Healthcareers, 2024) 
The position analysis of NHS doctors might be useful for determining their roles and responsibilities in order to maintain good health conditions among patients. On the other hand, this position analysis is also useful for identification of skills that are required for doctors involved in the NHS in order to provide effective care to patients. It has been identified that doctors in the NHS play significant roles and responsibilities to provide quality care and develop the health condition of healthcare seekers. These doctors also have essential skills that are effective to maintain a good relationship with patients and enhance motivation among such people. These skills are also useful for providing quality care at the NHS that might enhance satisfaction among patients and meeting their health needs. 
Doctors in the NHS might play significant roles for mitigating issues such as lack of skill, recruitment issues and competition in private sectors through skills and abilities. Doctors can provide knowledge to nurses in the NHS in order to enhance skills and provide effective service. It has been identified for the position analysis that doctors in the NHS have good decision making skills that might be useful for handling competition level through adoption of appropriate decisions. As per the view of Molina-Mula and Gallo-Estrada (2020), decision making skill is useful for doctors to develop nurse patient relationships and maintain autonomy for healthcare seekers. Moreover, decision making ability might be useful for enhancing skill among nurses by adoption of appropriate decisions about skill development. Doctors in the NHS can also develop a good patient nurse relationship through decision making ability that might also enhance quality care. Communication and emotional resilience might be useful for developing effective relationships with other staff in the NHS that might be helpful for mitigating issues like nurse burnout. Thus, it has been analysed that doctors in the NHS have significant roles and responsibilities and have effective skills that help to provide good care and mitigate issues. 
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