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Introduction 
In the case of organisational survival, HR planning is highly crucial. A critical type of HR planning activity is recognised as succession planning. The study is going to highlight the reflection of the current challenges faced in the NHS that have been faced by HR due to the shortage of nurses. 
Important issues in estimating the internal and external supply of HR 
Internal supply of the HR
The internal supply of HR mainly focuses on promoting the inner employees as well as meeting their needs by determining the employee talents and needs to increase the inner retention of the staff (Cayrat and Boxall, 2023). In order to deal with the situation of the staff shortage at the NHS, the HR managers have taken several steps as the internal supply concerning several issues, which have been detailed below. 
Employment opportunities  
In the first quarter of 2023/2024, the NHS has faced an estimated more than 126 thousand vacancies of which more than 43 thousand vacancies are mainly among the nurses. Due to that reason, the total spending of the NHS has even increased by 45% of the revenue expenditure of the staff reaching more than 63 British pounds (Statista.com, 2024). Due to the shortage of staff, the HR managers in the NHS have faced the struggle to retain and recruit the midwifery staff and even nursing staff in a time of higher level of turnover rates as well as low morale. The problems are most acute in the case of inner cities as well as the teaching trusts. In that case, according to Young, Rinehart, and Place, (2024), the objective theory of recruitment states that applicants are economic beings, and even the interviewers need to reduce the economic incentives during the time of interview recruitment. Focusing on this recruitment theory and concerning the above-mentioned issue, as the internal supply, the HR in the NHS has always focused on paying incentives, changing the job nature, improving the values of the nurses as well as other types of employment opportunities to increase the nurse motivation. 
Focusing on HRP
The NHS is recently facing a high crisis in case of a shortage of nursing as well as increasing vacancy rates despite a core rise in the number of nursing staff. There was a sudden type of increase in the vacant nursing posts mainly in the areas of dealing with the core issues related to mental health. Recently, in the NHS, there have been more than 46000 vacant nursing posts that mainly include several positions for student nurses. Several types of factors highly contribute to the shortage of nursing in the UK which include Brexit, inadequate planning of the workforce, job pressure, pay concerns, as well as inadequate type of workforce planning (Mmarecruitment.com, 2024). 
According to “Maslow’s hierarchy theory of needs”, it is highlighted that the motivation of people can be achieved by fulfilling five types of needs which include safety needs, psychological needs, belonging needs, self-actualisation needs, and even self-esteem needs (Ihensekien and Joel, 2023). Due to that lack of meeting the psychological and safety needs, the NHS has faced a high nursing shortage issue according to this theory that even reduces their potentiality for achieving higher satisfaction of the patients. The role of the “human resource practices” in the healthcare organisation is the way for enhance the commitment of the workers, healthcare performance, job skills, and satisfaction (Healthcareers.nhs.uk, 2023). Among several types of working grounds in the NHS, the nursing group has made a greater impact on the workforce. Nurses have become a crucial part of healthcare firms for putting their efforts in the core position of providing care and healthcare services to patients. 
Proving flexibility and work-life balance 
Due to that reason, focusing all of those problems on the nursing shortage, the HRP in the NHS or healthcare sector in the UK needs to make their high concern on meeting the safety as well as the psychological needs of the nurses according to Maslow’s hierarchy of needs theory. As the internal supply, effective HRP for the nurses can lead to ensuring high quality in overall healthcare (El-Gazar and Zoromba, 2021). In order to fulfil this, and meet all of the factors of the need theory to increase the motivation of the nurses for reducing the staff shortage issue in the NHS, the HRP mainly focuses on the proper nursing recruitment, selection, training, compensation, orientation, as well as safety. In NHS, the retention, transfer, as well as termination of nurses are the essential activities of HRP along with providing them with a proper work-life balance and even flexibility. For example, the HR managers in the NHS leadership academy mainly run many programs for supporting adult nurses within their leadership roles including the core “Mary Seacole Programme” (NHS, 2024). They even offer the core program purely for the midwives as well as nurses for help in developing the skills as well as building the confidence for meeting their self-esteem and self-actualisation needs. 
Fair pay and compensation 
Apart from this, according to “Herzberg’s two-factor theory”, satisfaction and dissatisfaction with the overall work are highly influenced by the help of two sets of factors, which include the motivators as well as the hygiene factor. The overall hygiene factor is highly necessary for the job like the working conditions as well as the salaries for increasing the job satisfaction level (Ibrahim et al., 2023). Focusing on the hygiene factor of “Herzberg’s two-factor theory”, the HR managers in the NHS also even focus on the issue related to compensation or salaries to reduce the nursing shortage issue. In that case, as the internal supply, the HR managers focused on providing a pension scheme as well as providing the proper work-life balance to each of the nurses. The NHS mainly offers the core generous pension scheme with the help of providing high financial security for all nurses during the time of retirement and helps motivate them to positive working engagement (NHS, 2019). On the other hand, to improve the work-life balance of the nurses focusing on the poor working conditions, the HR managers in the NHS even set policies regarding holidays and annual leaves. In that case, the nurses can be able to receive paid annual leaves as well as the core public holidays allowing for a healthier type of work-life balance.   
External supply 
The external supply of HR mainly includes hiring highly outside of the firm based on the core availability of the market depending on the job skills, and even some others (Gu et al., 2023). The external supply of HR in the NHS in order to deal with the nurse shortage has been provided below. 
Recruitment 
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Figure 1: Often satisfaction rate among the Staff in the NHS Source: (Statista.com, 2024)
At the NHS, approximately 69% of the nurses and other staff have stated that they are sometimes satisfied with working with the organisation which leads to a high increase in the staff shortage issue (Statista.com, 2024). Due to that in order to recruit nurses outside of the NHS, the HR managers have focused on “Value-based HCSW recruitment” and in that case, during the time of hiring, the HR managers in the NHS mainly look beyond a formal experience, and qualification of the person, as well as their knowledge and live experience for providing care. At this time, the hiring people even have to demonstrate their right caring as well as compassionate values by which the HCSWs can be able to recruit efficient staff for providing high-quality carers (Nhs. uk, 2024). Moreover, to improve the efficient engagement of the nurses, the HR managers are even focused on designing the onboarding as well as an educational process for equipping them with the high necessity of clinical skills. 
NHS long-term workforce plan 
As the fifth largest employer in the workforce, the supply of the workforce is one of the top priorities for the NHS. Despite having more than 1.2 million people in the NHS in England, the high staff shortage issue has been faced by the NHS in the case of several professions like nursing that affect their highest delivery of care. Due to that reason, the HR managers at NHS have planned for an “NHS long-term workforce plan” in 2023 that will help address the staff shortage issue by properly training and retaining the outside staff of the NHS. In order to train the nurses and other healthcare staff in the NHS to make them familiar with their activities, they have invested more than £2.5 billion (Nhsemployers.org, 2024). Moreover, in the case of external supply, the HR focuses on driving retention with the help of providing them the better opportunities for improvement in flexible working options and even career development. This mainly comes alongside reforms to the core pension scheme, the HR managers in the NHS by focusing on the staff shortage issue, aim to retail more than 13000 nurses for working longer in the NHS (Nhsemployers.org, 2024). Apart from this, the HR managers are even focused on reforming the working differently as well as delivering the training in a new type of ways like making them advances in technologies to provide better care and meeting future recruitments. 
Conducting the position analysis for the doctors working in the NHS 
In February 2024, at the NHS, there were more than 140700 doctors, approximately 39800 staff as well as 377600 nursing staff presented among the overall workforce of 1.35 million. 
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Figure 2: Comparison between doctors, nurses, and staff at NHS between 2011 to 2023 Source: (NHS England, 2023)
Moreover, between 2011 and 2024, approximately 45% of doctors, 18% of managers, and even 26% of the nurses have been increased at the NHS. Moreover, at the NHS, the vacancy of doctors of 8800 whereas only the nursing vacancies hold 31300 (NHS England, 2023). Due to that reason, it can be significantly stated that the doctors at the NHS have grabbed the highest position among all the healthcare professionals in the NHS. 
At the NHS, the doctors work in all areas of healthcare providing endless type career possibilities. As part of the medical training, the doctor will have the opportunity to try out several fantastic specialities as well as then choose the one they can do as per the speciality (NHS, 2020). All the doctors who intend to practice medicine within the UK are required to be highly registered with GMC, follow the good medical practice guidance of the GMC, and even be the core subject for the GMC Fitness for practising the actors. The doctors mainly hold the overall registration of the organisation but not a single type of license that might be worked as an outside and academic in the UK. Moreover, they cannot be able to undertake any kind of clinical work or even activities for which the UK law requires them to hold a core license for practising (Healthcareers.nhs.uk, 2019). On the other hand, the doctors, who have never, been registered with the core GMC, will have to apply for the core registration with the overall license for practising. Due to that reason, maintaining all of those ethical practices, the doctors in the NHS have taken a high position among all of the professions in the NHS. 
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Figure 3: Joining and leaving numbers of doctors in NHS Source: (BBC, 2023)
Moreover, the doctors in the NHS are included in the high positioning because the full registration enables them to work in any form of the professionals in the overall medical practice in the UK as they hold the proper license in the UK. Thus, in the NHS, in 2023, more than 19% of doctors have joined and 15% left even increasing their position high (BBC, 2023). The doctors are mainly qualifying from the core outside of the UK and might be highly eligible for applying directly for the type of registration if they can be able to hold an acceptable type of primary medical qualification and have completed a core period of the overall postgraduate clinical system (Healthcareers.nhs.uk, 2019). At the NHS, several doctors have worked, and some work in some of the local types of health centres, some of the other areas, as well as some of the hospitals. The doctors in the UK have achieved the highest position because all of the doctors spend their first two years as named as foundation doctors for getting overall experience in a wide range of areas. They even might be known as the general practice who are even known as the local type of doctor like a psychiatrist who is helping someone with mental health. 
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Figure 4: Positions of doctors at NHS Source: (Rolewicz, Palmer and Lobont, 2024)
Apart from this, Anaesthetists are known as core doctors who put people in case of sleeping during the type of operations and even look after very sick patients in hospitals type of incentive care type units with more than 99% total in the NHS (Rolewicz, Palmer and Lobont, 2024). In this case, even the core needs a range of several skills. On the other hand, some of the doctors in the NHS, have acted as emergency medicines who are working in busy type of emergency departments to support patients who can be able to have life-threatening or even serious injuries as well as illnesses (Nhstalentacademy.org.uk, 2024). This kind of doctor will have little type of try or even no notice of who will be coming through the emergency department to the door next. Along with the GPs are those doctors who highly look after the mental and physical health of the patients from the core cradle to the core grave. 
Being a core GP is a challenging as well as interesting career where the core next patients can be able to reduce their illness properly by taking guidance from them. Due to that reason, having all those specialities in a single doctor, they have positioned high among all of the professionals in the NHS. Mainly as GPs hold most of the care formulas to treat all of the patients like mental health patients and even others at the primary stage thus, they even might hold the highest position among all of the doctor professions in the NHS. In contrast, in the NHS, the consultants mainly played a higher role among all of the doctors in that hospital. Mainly having properly completed the medical training, the consultants have gained their CCT. Moreover, they are even working as senior doctors in some of the specialised areas (Bma.org.uk, 2024). It is even taking more than 8-10 years for all of the doctors to become consultants after the overall graduation. Due to that reason, the consultant’s number has even taken a high position in the NHS. 
Conclusion
As per the overall evaluation, it is concluded that the HRP has played an essential role in case of dealing with the nurse shortage issues at the NHS with effective internal and external supply. On the other hand, having proper expertise and degrees, the doctors at the NHS even have grabbed a higher position in the NHS rather than other professionals. 
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‘ercentage working in senior posts

Specialty group N Men ‘Women Total
Hospital medical specialties 224 954 93.9 95.1
Surgical speclties 24 9.6 944 964 050
Pacdiatrics 55 950 1000 964 10
Emergency medicine 39 846 692 795 040
Obstetrics and gynaecology 32 100.0 933 96.9 0.50
Anaesthetics 154 1000 975 994 026
Radiology 29 950 100.0 96.6 1.0
ical oncology 30 1000 800 933 0.10
Pathology 2 1000 1000 1000 NA
Psychiatry 62 925 86.4 903 0.66

Figures represent NHS doctors who indicated that they have always worked full-tme, excluding those whose grade was not known. Fisher’s exact test
shows that there were no significant differences between men and women in the attainment of consulant posts.
NA: not applicable.




