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1. Introduction.

This report will endeavour to analyse, assess, and evaluate United Kingdom’s National Health Service’s (NHS) people resourcing strategies in line with the current and predicted changes in its external environment particularly due to consequences of Covid-19 pandemic and Britain’s exit from the European Union (Brexit).

Keeping in mind that (Storey, 1995) defines  human resource as “a distinctive  approach to employment management  which seeks to achieve competitive advantage through the strategic deployment of a highly committed and  capable  workforce,  using  an  integrated  array  of  cultural,  structural  and  personnel techniques” and, (Guest, 1987) identifies four key dimensions to HRM namely; commitment, flexibility, Quality, and Integration, this report will therefore equally try to pay special attention to NHS’ human resource policy, commitment of its staff and other stakeholders (government, patients, trusts and businesses).

The report will also try to analyse in detail NHS’ external environment, the circumstances surrounding covid-19 and Brexit and how they have shaped the operations and day-to-day activities (NHS’ response to them). Report will conclude with remedies taken by NHS and other stakeholders like government and trusts in adapting to the latest challenges thrown at it by covid-19 and Brexit and how they are faring. 

2. National Health Service (NHS) UK background.

[bookmark: _Hlk93004194]The United Kingdom (UK) health service popularly known as NHS, was launched at Manchester Park hospital (Campbell, 2016), now Trafford General Hospital on 5th July 1948 (bbc, 2022), by then Health Minister Mr. Aneurin Bevan.  The landmark ceremony was a culmination of decades of hard work to revolutionise a health service many thought was insufficient and unaffordable by many. On that day, an all embracing, affordable and reliable free healthcare for all UK residents, was born. 
[image: ]
(bbc, 2022).
Since that day, the NHS has gone through prosperity periods, crises, economic downturns, and transformations and to date, it still faces issues pertaining to funding, management, training, recruitment, demand, and service quality. The NHS employees and serves approximately 1.3 and 1.5 (a day) million people respectively, which makes it one of the leading employers in the country. The ‘NHS People Promise’ a composition of core values and principles namely; Compassion, Recognition, reward, Voice, Safety, Health, Learning, Flexibility and Teamwork continues to play a key role in shaping the organisation’s operations and future (nhs, 2021).
The NHS is an ‘envy of the world’ and may go down as one of United Kingdom’s greatest inventions/achievements ever.

3.0. NATIONAL HEALTH SERVICE (NHS) HUMAN RESOURCE POLICY.

3.1      NHS People Promise.
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(NHSEngland, 2021)
The NHS People Promise is the ‘constitution’ of United Kingdom’s National Health Service (NHS) human resource policy. As illustrated above, it points out the following key values its 1.3 million employees must adhere to and enjoy. 
· We are compassionate and inclusive (do not tolerate discrimination and violence).
· We are always learning (equal access to opportunities to learn and develop).
· We are recognised and rewarded (fair salary and formal recognition for contribution)
· We are flexible (have predictable and flexible working).
· We each have a voice that counts (feel safe and confident to speak).
· We are a team (huge, diverse, and growing).
· We are safe and healthy (look after ourselves and each other).
The people promise is concluded with the following phrases which summarise its main objective and description of what NHS is all about:
a. ‘Together, We make the NHS the best place to work’.
b. ‘We are more than 1.3 million strong. We are all walks of life, all kinds of experiences. We are the NHS’ (NHSEngland, 2021). 
It is worth noting, the relationship between NHS’ commitment to its employees and (Bogardus, 2004) studies, findings, and conclusions regarding human resource and employers’ commitments towards their workforce. He advocates for and defines organisation’s main human resource responsibilities being attraction, managing, and retaining of employees exactly what NHS aims to achieve with its People Promise. 

3.2    People plan for 2020/21 (NHSEmployers, 2020).
As (Buny & Garang, 2018) suggest, HMR system is only as good as (HRM) practices and policies that support it. Therefore, to ensure the ‘NHS People Promise’ is achieved, the ‘People Plan’ (2020/2021) which breaks down targets and details of the NHS’ human resource policy was initiated. Its aim is to have ‘more people, working differently, in a compassionate and inclusive culture within the NHS” (NHSEmployers, 2021). It sets out specific actions namely;
· Responding to new challenges and opportunities.
· Belonging in the NHS.
· Growing for the future.
· Looking after our people.
· New ways of working and delivering care.
· Supporting our people now and for the long term.

Published 30th July 2020, the plan outlines actions and guidelines for staff, employers, systems, and organisations attached to NHS to follow in the short term. It incorporates ‘Our People Promise’ that lays out actions and behaviour staff expect from their colleagues and leaders to improve working experience.
Actions included in the plan include:
a. Health and wellbeing.
b. Flexible working.
c. Equality and Diversity.
d. Culture and leadership.
e. New ways of delivering care.
f. Growing the workforce.
g. Staff recruitment and retention.
h. Recruitment and deployment across systems.
The NHS human resource policy (People Promise and People Plan) are in line with the Resource based theory (Peteraf, 1993) (Barney & Clark, 2007) which recognises employees as key assets in their pursuit of creating and sustaining a competitive advantage. In a highly competitive globalised market for human resource, NHS realised need to grow and prosper through successfully working with employees (internal capabilities) as a critical resource rather than a cost (Colbert, 2004) hence the relevance of resource-based theory.

4.0   National Health Service External Environment.
NHS like many other firms, doesn’t work in a vacuum. Its composition, and day-to-day activities particularly resourcing strategies are influenced by a wide range of external factors which may include labour market, technology, and legislation.
4.1.  BREXIT
Britain’s exit from the European Union (Gov.uk, 2022) which officially happened on the 1st/January/2021 was and is expected to have wide ranging consequences on society and NHS which may include medication, equipment, research and above all its human resource (staffing). Keeping it in mind that 5.5% of NHS’ staff originate from the European Union, any slightest restrictions on employment and travel were going to hurt NHS severely. Long before Brexit and Covid-19 pandemic effects, (Triggle & Butcher, 2020) were already reporting 100,000 NHS unfilled fully funded vacancies (40,000 nurses and 10,000 doctors). Though Brexit may have long term benefits to NHS, initial signs indicate a massive drop in NHS’ European experienced technical manpower which might not be very easy to replace in the short term. 
4.2   COVID-19 PANDEMIC.
Ever since 11th/March/2020 when the World Health Organisation (WHO) officially declared Covid-19 a pandemic (bbc, 2020), UK has lost approximately 200,000 people to covid-19, NHS has looked after over half a million serious patients (needing hospital treatment) and millions besides, and are involved in the rolling out of one of the biggest and fastest vaccination programs in country’s history.
The pandemic has increased workforce shortages, and pressure, staff wellbeing concerns, stress, personal trauma particularly those who supported patients and loved ones through death, witnessing excess deaths and feeling abandoned as most focus was on survival of NHS.
Two years ever since the pandemic started, December 2021 has seen the highest number of staff reported off stations (20,000) due to Omicron variant related reasons (Mundasad, 2021). The pandemic has however raised the spirit of togetherness, with 1000s of volunteers and army (750 personnel) on standby to be deployed.
( Gillett & Bowden, 2021) also reported never seen before patient and operations Backlog, shortage of equipment, funding, and manpower being attributed not only to covid, but also part-time working, retiring, and recruitment (internal and external) problems due to covid.     

TECHNOLOGY AND COVID-19.
Despite all the negative consequences of covid-19, NHS has experienced a rapid technological transformation never seen before. Primarily because of covid-19, video consultations are now popular and have allowed teams to work differently (working from home). In less than a year, a staggering 550,000 video consultations, and 2.3 million online consultation submissions have been completed.

FLEXIBLE AND REMOTE WORKING: 
The upgrading of NHS technology and isolation requirements have increased remote working and meetings considerably. Teams now virtually run multidisciplinary team meetings, teaching sessions, handovers, and case presentations which many NHS staff have appreciated as being productive. Teams are reporting better attendance for majority of virtual activities, with less travelling time, and a better work-life balance, (NHSEngland, 2021). Though technology has made a massive difference in administrative performance, it has come at a high cost and left a massive financial gap on actual medical necessities. 

COACHING AND MENTORING. (nhsUK, 2021)
[bookmark: _Hlk92383394](Raleigh & Sizmur, 2018) suggest a relationship between staff wellbeing, and patient experience and outcomes. The NHS seems to agree with them, because as part of the process aimed at helping the staff cope with pressure and workload, they are supporting staff through provision of coaching. Senior leaders who wish to strengthen their leadership skills, enhancing decision making and resilience are recruited and matched with experienced coaches who help them through their experiences. Primary care workforce is handled by skilled and experienced coaches who help them with stress, wellbeing, developing personal strategies and coping with impact of demand in the system.
The coaching service offered to staff has worked magic on majority of staff, many of whom were contemplating leaving the NHS. It has helped managers take a step back and reflect on their activities, decision making abilities and resilience. 
RETURNING AND NEW STAFF: 
Part of the government and NHS’ emergency measures to help contain the pandemic and avoiding overwhelming the health service, was a change in policy which allowed emergency bolstering of staff numbers through redeployment of staff to areas with higher pressure, deployment of retired, academia returning clinicians, and students stepping out of training. The scheme saw over 500 General Practitioners (GPs) return to work which greatly boosted NHS numbers (NHSEngland, 2021). 
On top of the support rendered by the returnees to NHS frontline staff in different organisations, were the medical students on clinical placements who were allowed to be signed up for additional voluntary paid work in acute trusts for up to 12 hours a week (NHS, 2021). 
New policies and agreements hurriedly put in place by government and NHS were a blessing. They made it smooth and easy for the new recruits and Returnees’ contribution towards NHS’ heroism during these testing times possible. Many of the returnees have also been allowed to stay on and support the NHS in overcoming the staff shortages.

NHS GLOBAL RECRUITMENT STRATEGY.
One of the effects of covid-19 and Brexit is the exposure of NHS’ desperate need for manpower which UK could never internally satisfy hence ethical international recruitment and establishment of partnerships with new countries (NHSEmployers, 2021). As figures and graphs below indicate, international recruitment is playing a key role in NHS’s efforts of achieving required staff numbers. According to House of Commons report (Baker, 2021) regarding overseas NHS staff (England), a total of 212 nationalities, 85.4% UK nationals, 5.8% Asian, 5.4% Europeans, and rest is African and others. A few variations arise particularly in London where the percentage of none UK national rises to 27% and Yorkshire 7%. Interestingly, London’s Kings College Hospital trust reports a staggering 36.4% of its staff as being non-UK citizens. 
[image: ][image: ]
(Baker, 2021)
As a result of Covid-19 and Brexit, figures show a decrease in staff numbers from European Union and an increase in other external groups a clear testimony as to why the; health department (government), employers, Home Office and regulators have teamed up to draw a strategic plan geared towards resourcing manpower away from Europe. 
The expansion of “Shortage Occupation list” (Javid, et al., 2021), and easing of restrictions on Health and Care Worker visa for NHS workers (professionals) from all over the world to come to and stay in United Kingdom (Gov.UK, 2021) for longer and with hope of even permanent settlement is playing a vital role in easing  labour shortages within the NHS.
 The efforts of NHS and government on international recruitment seems to be working but changes being made particularly with legislation was slow and late compared to speed of events particularly the pandemic and Brexit. Changing laws in middle of the pandemic was not going to make a lot of difference when manpower was immediately needed.
EMPLOYEE RETENTION, RENUMERATION AND WELLBEING.
NHS is making great strides towards the health and wellbeing of its employees for both individuals and teams. Milton Keynes University Hospital NHS Trust for example is offering staff free parking, tea, enhanced bereavement leave, flexible working, and bank staff weekly pay which in return has reduced staff turnover by 4%, vacancies to 3%, agency staff decreased, and an increase in bank staff who want to enjoy the benefits (NHSEngland, 2021). NHS’ key areas it has succeeded are flexible working, compensation, wellness, training and development, recognition, work-life balance, and workload. The disruption caused and being caused by covid-19 pandemic in NHS systems should however be rectified as soon as possible as labour shortages and isolation issues are reversing all progress made over the years.

CONCLUSION
As the saying goes, “The United Kingdom Health Service (NHS), is truly the envy of the world!”.
This report has had an inner glimpse of the NHS, its history, composition, objectives, systems, and operations. The main purpose of writing this report however was to critically analyse current and predicted changes in external environment particularly in relation to United Kingdom’s exiting of the European Union (Brexit) and covid-19pandemic. 
With guidance of (Storey, 1995) suggested definition of human resource, paper looked at NHS distinctive approach to employment management (People Promise), how is tries to achieve competitive advantage (Long Term Plan), strategic deployment and redeployment of a highly motivated and committed and competent staff, under very challenging conditions and times.
Finally, paper is concluded with an assessment and evaluation of decisions NHS and its stakeholders have taken to mitigate the changes in the external environment which fall under their resourcing strategies.
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