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THE UHMBT APPROACH TO STRATEGIC RECRUITMENT AND 

RETENTION 

PURPOSE OF REPORT 

This report provides:  

• an overview of the strategic drivers for the NHS people function 

• insight into the 4 P recruitment strategy at University Hospitals of 
Morecambe Bay NHS Foundation Trust UHMBT 

• detail on the strategic approach being taken to engaging and delivering 
our future workforce  

• a briefing on the refreshed policy changes 

• next steps plan for 2023/24. 

 

The paper is written in high level detail and describes a selection of the Trust’s key 
recruitment activities.  It does not represent a comprehensive or exhaustive briefing 
on the whole range of recruitment actions.  The paper has also deliberately covered 
topics which were not detailed in the 2022 report.  Should more detail on this or any 
other recruitment activity be required the Trust would be happy to present at a future 
meeting. 
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1.0 INTRODUCTION – Strategic Drivers 
 
1.1 The NHS continues to face staffing challenges across many services. 

Historically this has been in medical (consultant level) and nurse recruitment. 
However, more recently the challenge at UHMBT has spread to services such 
as catering and cleaning, where historically recruitment has not been difficult. 
 

1.2 Well documented recent coverage of dissatisfaction relating to the NHS pay 
offer has focussed amongst other groups on nursing, ambulance crews and 
physiotherapists. However, in addition to these clinical staff groups, the pay 
offer for some non-clinical groups has meant the ability to compete with 
employers such as COSTA, McDonalds, ASDA and others has proved 
increasingly challenging. 
 

1.3 As part of the longer-term strategic approach to attraction and retention the 
NHS has developed a range of platforms which focus on creating the right 
environment at work. These are summarised in the illustration below.  
 

1.4 With regards to the People Promise, the annual staff survey has been 
redesigned so that it aligns to these principles. This enables analysis of staff 
satisfaction and experience against the drivers which make the NHS a great 
place to work.  
 

 
 

1.5 It is with the People Promise principles and the new UHMBT values (below) 
that the Trust has embarked on a revised programme of recruitment training 
which focuses recruiting mangers on ‘Values Based Recruitment’. By bringing 
people into the organisation with the right values set, it is more likely that we 
can create the right work environment to both attract and retain. 
 

 
 



 
1.6 In addition to the strategic drivers which are described above UHMBT also 

has a practical template for recruitment campaigns which is known as the 4P 
approach. The 4Ps are summarised below, and a full template is attached as 
Appendix 1. 

 

 
 

1.7 Pitch – Being clear on the offer. What is it that UHMBT has to offer which 
differentiates it from other employers. This can be linked to development 
opportunities, colleague wellbeing, flexible working, trust values and 
behaviours etc. 
 

1.8 Presence – Ensuring the Trust is maintaining a level of awareness and profile 
on a local, regional and national basis. Achieved through attending and 
speaking at conferences, jobs fairs, professional development events etc. 
 

1.9 Personalisation – Commitment to ensuring candidate experience is tailored 
to individual needs. A personalised approach can relate to a number of needs 
which encompass development, support and guidance.  
 

1.10 Process - UHMBT is a values-based employer committed to inclusion and 
diversity. With this principal foundation there is a continuation of developments 
which enhance candidate experience.  
 
 

2 FUTURE WORKFORCE – Current Activity 
 

2.1 This section provides a range of examples of the approaches currently 
underway within UHMBT all of which are working towards delivering our future 
workforce. The Trust has developed new mission, vision and values, which 
feature heavily in our work. 
 

 



 
2.2 International Nurse Recruitment – UHMBT has continued with the pipeline 

of international nurses which through 2022 saw the arrival of 168 nurses. An 
increase of 35 from 2021. Robust support is now in place to ensure the needs 
of this colleague group are met which includes cultural integration, ward 
preparation, personal welcome meetings and career development support.  
 

2.3 BAPIO – A year into the new partnership with BAPIO (British Association for 
Physicians of Indian Origin) has resulted in the arrival of ten new doctors at 
UHMBT. Their areas of specialty cover Paediatrics, Respiratory, Frailty and 
Surgery. A number of these new colleagues have already expressed an 
interest in staying with the Trust long term and their visas have been 
extended. Further recruitment through BAPIO is expected in 2023/24. 
 

2.4 Medical Support Workers (MSW) - MSWs are doctors who have trained and 
practiced in another country.  They are often displaced persons, refugees or 
seeking asylum.  The MSWs have a wealth of experience and clinical 
knowledge. UHMBT has supported six MSWs in the last year and provided 
them with placements to develop their competencies so that the gain their 
GMC registration.  
 

2.5 T Levels - T Levels are new 2-year courses which are taken after GCSEs and 
are broadly equivalent in size to 3 A Levels. Launched in September 2020, 
these courses have been developed in collaboration with employers and 
education providers so that the content meets the needs of industry and 
prepares students for entry into skilled employment, an apprenticeship or 
related technical study through further or higher education. 
 

2.6 In 2022, UHMBT supported Health T Level students from both Furness 
College and Kendal College.  
 

2.7 The numbers for 2023 are due to grow significantly, with Lancaster & 
Morecambe College starting their cohorts in September and the Trust also 
supporting a further three T Levels in Engineering, Business and Digital. The 
Trust also supported a number of Health & Social Care BTEC students from 
all three college partners. UHMBT has received national recognition as the 
flagship NHS Trust for T Levels. The only Trust in the UK to have secured T 
Level placements in maternity.  
 

2.8 Total participants - 33 T Level and 20 BTEC 
 Projected for 2023  
Total T Level Participants - 118 (90 Health, 12 Business, 10 Engineering and 
6 Digital)  
Total BTEC Participants - 85 
 

2.9 Step into Work and Employability Programmes - The Careers & 
Engagement Team worked with the DWP, Inspira, The Prince's Trust and ME 
Excellence on a number of different schemes, Mentoring Circles, Working 
Interviews, Employability Support, Mock Interviews, Step into Work etc. The 
cohorts for these programmes are driven by the providers and almost 
exclusively entail those Not in Employment, Education or Training (NEETs).  
 
 
 



2.10 Total Participants - 37  
 Number secured employment with the Trust - 3  
 Projected for 2023 Total participants – 60 

 
2.11 Refugee Support – The Trust has worked with the Ukrainian Refugee Hub, 

RefuAid and East Meets West. The support has included providing 
employability information, assisting with application forms, providing Work 
Experience, delivering Workshops, and giving tailored 1:1 coaching. Many of 
the refugees are clinically qualified but unable to gain professional registration 
due to not having the requisite language skills, so are being given 
opportunities within the Trust to develop these. 
 

2.12 Work Experience - Work Experience for 16+ The Trust operates three 
application windows each year: January, May and September. In 2022, the 
offer was relaunched after a 2½ year break for COVID. Opportunities are 
available to anyone over the age of 16 and is limited to a duration of 1-week, 
owing to the fact that DBS and Occupational Clearances are not carried out; 
this follows Health Education England guidance. 
 

2.13 Total applicants – 145 Total placed – 81  
 Projected for 2023 Total applicants – 300 Total placed – 250 
 

2.14 School Engagement Activity - Assemblies, Mentoring Circles, Workshops, 
Working Lunches, Mock Interviews, Application Support, Person Journey 
Lessons. All these activities take place throughout the year and all across the 
Morecambe Bay patch, with Primary Schools, Secondary Schools, Special 
Schools and Pupil Referral Units.  
 

2.15 Total Number of Pupils Engaged with - Approximately 3,000 (exact figures not 
always available from schools)  
 

2.16 Careers Insights Programmes - aimed at 14-16 year-olds during half-terms, 
rotating around our three sites. Every academic half-term break a 2-3 day 
Health & Social Care Careers Insights Programme, hosted at one of the three 
hospital sites; February at Kendal, May at Furness and October at Lancaster. 
 

2.17 Each programme involves 14 students from local Secondary Schools.  
Schools are asked to nominate two students who would like to partake and 
benefit from the experience. Nominations should not be the same gender or 
ethnicity, and there is a request to select those with a disability, neurodiversity 
or EHCP.  
 

2.18 The format of the 2–3-day programme is to have Trust and Social Care 
colleagues deliver workshops and interactive sessions for the students, 
sharing a wide range of roles within the Health & Social Care sectors. The 
students receive certificates of participation.   
 

2.19 Medical Attachments for International Doctors - The Careers & 
Engagement Team are the first point of contact for Medics seeking an 
Attachment with the Trust. We scope opportunities with Consultants, maintain 
the spreadsheet, liaise with recruitment and glean the initial information 
required.  
 
 



Total applicants - 119  
 Total placed on Attachment - 81  
 Projected for 2023 Total applicants - 250  
 Total placed on Attachment – 150 

 
2.20 Supported Internships – The Trust has been working with a charity called 

DFN Project Search, identifying college students who are on an Education, 
Health, and Care Plan (EHCP) and reaching the end of their academic 
pathway. To date there have been three cohorts of Interns, one from each of 
the following colleges: Furness College, Kendal College and Lancaster & 
Morecambe College. The Interns are placed in roles on our three hospital 
sites and undertake three placements over the course of the 2022/23 
academic year. The aim is for all interns to secure a substantive or bank post 
with the Trust upon completion.  
 
Total participants – 21 

 Projected for 2023 Total Participants – 36 
 

2.21 Kickstart - A DWP scheme aimed at 16–24-year-olds which saw the creation 
of job opportunities on 6-month work placements. The DWP paid the minimum 
wage equivalent to the Trust. However, an Executive decision was made that 
Agenda for Change pay would apply. Although all of the participants 
commenced their six-month placement in either 2020 or 2021, many are still 
working with the Trust. 
 
Total participants – 22 Still working with the Trust – 16  

 Projected for 2023 – Scheme no longer running 
 
2.22 New Starter and Exit Surveys - Contacting all new starters with the Trust 

and requesting completion of an onboarding survey to gauge experience. 
Similar work with Exit Interview, whereby the team redesigned the survey and 
worked with i3 to link to Qlik. Further work taking place during 2023.  

 
 
3.0 REFRESHED POLICY CHANGES 
 
3.1 One of the key streams of cultural transformation work currently underway, is 

the 'Fair and Inclusive Recruitment' stream.  This is an ambitious programme 
of work which is addressing which has a comprehensive action plan.  

 
3.2 Below is a summary of the main changes that have been made through 

2022, which are set to address reported disparities for 
underrepresented groups.  

 
3.3 In 2022 we have: 
 

o Implemented Values Based Recruitment training for all recruiting 
managers 

o Introduced a mandate that ensures all recruitment processes include a 
diverse decision-making panel 

o Incorporated a ‘values’-based element to the decision-making to 
compliment the ‘technical’ assessment 



o Embedded a requirement for all recruitment to include an additional 
selection method (over and above traditional interview) – this could be 
presentation, workshop, stakeholder group, technical exercise etc 

 

 

 
 
4.0 NEXT STEPS 2023/24 
 
4.1 Band 2 Recruitment - A working group has been established to help address 

 challenges candidates face when applying for entry level roles. The initial 
focus is on making the application process (and form) simpler. Demonstrable 
evidence shows that applicants for Band 2 roles 'give up' at the application 
stage due to the complexities involved. Hence, an innovative and radical 
change is being proposed and discusses with Trust stakeholders. 

 
4.2 School Leaver Project - A proposal to link in with Secondary Schools and  

Colleges to capture Year 11s and Year 13s in the late Spring and early 
Summer, just as they are preparing to leave education. Direct recruitment into 
Band 2/3 roles and any Apprenticeships available. It is evident that when 
engaging with young learners that they lack awareness of possibilities within 
Health and Social Care upon leaving education and without a degree.  

 
4.3 Forthcoming Apprenticeship Priorities – With a new apprenticeship 

facilitator in post, priorities for the coming months will be to set up an 
Apprentice Ambassador network to promote Apprenticeship opportunities both 
internally and externally.  

 
 



4.4 Clinical Support Worker (CSW) Mentor Training – To provide Continuous 
Professional Development (CPD) opportunities for CSWs and increase 
Mentor support capacity for Work Experience and College students, the Trust 
will offer training to over 200 CSWs and other support staff over the next three 
years. This will be in the form of cohorts of 16 at a time, receiving training from 
the Strategic Development Network (SDN) which is delivering a bespoke 
package based on supporting young learners. This training will be delivered 4-
5 times a year over the next 3 years across all three sites. Any department 
can put forward staff wanting to undertake the training, on the understanding 
that those partaking will support young learners and on the understanding that 
the department will accept Work Experience or Industry Based Placements. 
 

4.5 Patient Representation in Recruitment Decisions –  
 As the next stage of fair and inclusive recruitment 2023 will see the 
incorporation of patient views in relevant recruitment decisions. An initial 
workshop will take place in later February 2023. 
 

4.6 Stay Conversations -  
 As part of the regional NW good practice sharing network, UHMBT will be 
mirroring an initiative which started in Lancs and South Cumbria NHS 
Foundation Trust. This is proactive contact with colleagues who may be 
starting to get ‘itchy feet’ with a view to discussing potential internal options 
with them before they make the decision to leave.  
 

 
 

5.0 CONCLUDING REMARKS 

5.1 The last 12 month have been an opportunity to develop and evolve the  
UHMBT approach to recruitment and retention, and plans for 2023 will 
continue with new and ambitious developments. 

5.2 This paper has provided:  

• an overview of the strategic drivers for the NHS people function 

• insight into the 4 P recruitment strategy at University Hospitals of 
Morecambe Bay NHS Foundation Trust UHMBT 

• detail on the strategic approach being taken to engaging and delivering 
our future workforce  

• a briefing on the refreshed policy changes 

• next steps plan for 2023/24. 



5.3 The paper is written in high level detail and escribes a selection of the Trusts 
key recruitment activities. It does not represent an exhaustive briefing on the 
whole range of recruitment actions. Should more detail on this or any other 
recruitment activity be required the Trust would be happy to present at a 
future meeting. 


