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[bookmark: _Toc224834355]1. Introduction
[bookmark: _Toc224834356]1.1 NHS Workforce Shortage
Global healthcare, especially nursing, faces a personnel deficit. Over the past decade, the UK National Health Service (NHS) has struggled with staffing deficits due to rising healthcare demand, an ageing population, and employee disengagement. Over 350,000 NHS nurses work in hospitals and community healthcare centers. Insufficient demand for qualified labour persists. NHS England reported 4000-45000 nursing vacancies in 2023, indicating a staffing deficit. The number of nurses in demand is expected to expand by 10-15% over the next decade, worsening staffing challenges unless further recruitment measures are implemented.
[bookmark: _Toc224834357]1.2 International Recruitment Trend
International nurse recruitment has helped the NHS fill these gaps. Indian, Philippine, Nigerian, and Ghanaian nurses currently make up a large NHS workforce. India is a key source of international nurses for UK healthcare. Many Indian nurses prefer employment in the UK due to greater compensation, career growth, and development. Thus, international recruitment helps NHS workforce stability.
[bookmark: _Toc224834358]1.3 Research Problem
International recruitment reduces labour shortages, however it is difficult. English language skills, Computer Based Test (CBT), and Objective Structured Clinical Examination (OSCE) with the Nursing and Midwifery Council are required for international nurse registration. Immigration rules, sponsoring visa programs, and recruitment costs complicate operations and finances. Thus, one should consider if the India-UK structural recruitment approach can solve NHS workforce shortages sustainably and profitably.
1.4 Research Aim
The primary aim of this research is to evaluate the feasibility and sustainability of an India UK international nurse recruitment model in addressing NHS workforce shortages. 
[bookmark: _Toc224834359]1.5 Research Objectives
· To examine the current and future demand for nurses in the NHS
· To analyse the regulatory requirements affecting international nurse recruitment in the UK
· To evaluate the financial and operational feasibility of a structured India–UK recruitment model
· To identify the risks and strategic implications of international nurse recruitment for the NHS
[bookmark: _Toc224834360]1.6 Research Questions
Main Question
How feasible and sustainable is an India–UK international nurse recruitment model in addressing NHS workforce shortages?
Sub-questions
1. What is the current and projected demand for nurses in the NHS?
2. What regulatory requirements affect international nurse recruitment in the UK?
3. What are the financial and operational implications of implementing such a recruitment model?
4. What risks and strategic implications does this model present for the UK healthcare sector?
[bookmark: _Toc224834361]2. Literature Review
[bookmark: _Toc224834362]2.1 Global Nurse Migration
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Figure 0 3 Indian nurses demand in foreign countries
Source:  (Immigration & Visa Consultant, 2022)
The movement of nurses all over the world has becomes a prominent characteristic of the contemporary healthcare labour markets. International recruitment is frequently used in developed societies with ageing populations and rising healthcare needs, which have to address shortages in the workforce (Morgan, 2022). The United Kingdom, the United States, Canada and Australia are some of the countries that are involved in an active process of recruiting nurses in the developing countries, where healthcare professionals might find better career opportunities and more convenient salaries. Research has shown that in some of the advanced nations, nursing personnel with an international education constitute a large percentage of the workforce (Middleton et al., 2005). 
The number of international nurses in the UK constitutes around 18-20% of the nurse workforce. Migration pattern indicates that there is high percentage of nurses in India and the Philippines who constitute a majority of these internationally trained nurses (Merz et al., 2024). Normal causes of migration of nurses are economic reasons, career development and better working conditions. Most of the nurses in the developing countries accept jobs in other countries because of higher pay and career advancement opportunities (McGregor, 2017). Nevertheless, migration patterns may give birth to moral issues as well, particularly in cases when healthcare specialists quite those nations, in which the workforce is already insufficient.  
[bookmark: _Toc224834363]2.2 Human Capital Theory
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Figure 0 4 Human capital theory
Source:  (Graf, 2017) 
[bookmark: _Toc224834364]The human capital theory helps explain international labour migration. This hypothesis states that people invest in education, competence, and training to boost economic productivity and job possibilities (Karunarathna et al., 2024). Nurses and other healthcare workers can migrate abroad to maximise human capital profits. The NHS and other companies can invest in human capital by financing foreign recruit training and professional development. Language training, professional examination preparation, and integration initiatives can boost international nurse output and retention (Hart, 1999).
Investment in human capital is important when considering an international recruitment model's viability (Hart, 2005). Training costs must be offset by improved staff and reduced recruitment risks.
2.3 Labour Market Shortages
Healthcare labour shortages are global. According to the WHO, the worldwide healthcare worker deficit could exceed 10 million by 2030. Since most industrialised nations require healthcare and have an elderly workforce, nurse shortages are especially severe (Bryman, 2012). Many UK nurses are retired, according to workforce reports. One in three nurses is over 50, suggesting future retirements could pose staffing shortages. As the UK population ages and chronic health issues rise, patient demand has increased (Dubey and Kothari, 2022).
That is why international recruitment is now being regarded as a significant tool in managing the labour market deficit in healthcare systems (Bryman and Bell, 2011). Nonetheless, the recruitment strategies should be effective to make sure that the international nurses are trained, supported, and integrated as a part of the healthcare workforce.
[bookmark: _Toc224834365]2.4 Ethical Recruitment
International healthcare professional recruiting should include ethical recruitment (Archyangelio, 2024). International recruitment may also be fraught with brain drain, where developing nations lose workers who could fill their employment needs. Global agencies have created international ethical recruitment guidelines to address these challenges. For instance, the WHO created the International Health Personnel Recruitment Global Code of Practice (Adhikari and Smith, 2023). It encourages countries with serious manpower shortages to recruit healthcare professionals responsibly rather than aggressively.
Transparency in recruiting international workers, as well as equitable conditions of employment, proper training of the international recruited healthcare workers, are all other ethical considerations in recruitment (Zou and Xu, 2023).
[bookmark: _Toc224834366]2.5 International Workforce Mobility
[bookmark: _Toc224834367]Globalisation and international labour markets have increased healthcare worker mobility. Transportation, communication, and professional recognition technology have made changing the nation easier for healthcare workers (Williams, 2024). UK has provided several entry doors for medical workers to work abroad. Through professional registration, immigration systems, and training programs, qualified international nurses can work in the NHS without sacrificing standards. Workforce migration causes regulatory concerns. Healthcare organisations should ensure internationally trained nurses are proficient in clinical words, languages, and patient safety (Williamson et al., 2022).
2.6 Critical Analysis and Research Gap
[bookmark: _Toc224834368]Despite these differences, the literature on nurse shortages and migration provides insight. Boniol et al. (2022) discuss global labour force inequality, while Pressley et al. (2023) discuss personal reasons and racial integration. Adhikari and Melia (2015) note that migrant nurses lack skills and are underutilised, revealing management inefficiencies. Instead, Van Merode et al. (2024) link shortages to job quality and resource constraints. Poor policy coordination, say Kuhlmann et al. (2026). However, macro-level research or micro-level experiences are undertaken without financial, regulatory, and operational constraints. Structured bilateral recruitment approaches between India and the UK are understudied. This study addresses this gap by examining a structured India-UK recruitment methodology and its applicability for NHS workforce issues.
3. Regulatory Framework
[bookmark: _Toc224834369]Recruitment of nurses into the United Kingdom in the international sphere is controlled by a number of professional and legal regulations.
[bookmark: _Toc224834370]3.1 NMC Registration
UK nursing is controlled by the Nursing and Midwifery Council. International nurses must register with the NMC to work in the NHS (Sreekumar, 2023). NMC registration has two key tests. Saunders et al. (2012) describe the Computer-Based Test (CBT) as a theoretical nursing practice test. Second, the Objective Structured Clinical Examination (OSCE) evaluates clinical abilities in a simulated context.
3.2 Health and Care Worker Visa
International nurses also need to get a Health and Care Worker Visa to be able to work legally in the UK. It enables healthcare workers to practice in certified medical positions, and it is normally sponsored by an employer in the NHS (Saharan et al., 2024). The visa typically enables nurses to work in the UK for a range of five years, although the immigration policies may enable nurses to extend their stay or settle.
[bookmark: _Toc224834371]3.3 UK Employment Law
The UK employment law also protects international workers in the healthcare sector. Employers should provide adequate wages and a working environment, as well as adhere to labour laws (Rizan et al., 2014). The average NHS provides employed nurses with training and structured employment contracts acquired through international recruitment. 
[bookmark: _Toc224834372]3.4 WHO Ethical Recruitment Code
The code of ethics in recruitment that is administered by the world health organisation promotes good practices in international healthcare recruitment and transparency (Potter, 2006). The healthcare organisations should not exploit international workers and should treat them fairly. 
[bookmark: _Toc224834373]4. Research Methodology 
This study uses qualitative research to analyse secondary data (Ozuah, 2025). The study analyses public data, reports, and statistics on nurse shortages, migration, and international recruitment. The qualitative method should be employed because the research is about general trends, policies, and financial effects rather than patient data (Omiyi et al., 2025). Secondary research lets researchers analyse mass data commonly used by policymakers and scholars. Since government agencies collect statistics, this option is reliable. 
The open source datasets will include NHS workforce statistics, Nursing and Midwifery Council (NMC) international registration statistics, UK home office visa statistics, and OECD migration data (Phiri et al., 2022). These data sources provide valuable insights into labour shortages, migration, and professional registration. Long-term NHS staffing shortages will be determined by trend analysis (Morgan, 2022). Forecasting utilising current data will estimate future nursing demand.
A nurse recruitment agency's revenues, costs, and profitability will be estimated using financial modelling. Break-even analysis will determine the number of nurse placements needed to cover operational costs. Return on investment calculations help quantify the company model's profitability (Bryman, 2012). Given the probable situations in different recruiting conditions, scenario modelling will analyse plausible possibilities.
Quantitative secondary data aids analysis in the study. NHS workforce statistics contain reliable data on staffing, shortages, and vacancies. The Nursing and Midwifery Council (NMC) provides information about international nurse registration and inflow. UK Home Office and OECD migration statistics show visa trends and the mobile international labour force. Official government and regulatory bodies provide accurate, reliable, consistent, and valid sources for analysis.
Research limitation 
The research is totally based on secondary data. This leads to a limitation of the available data and the accuracy of datasets in the analysis. Certain financial estimates can be done using assumptions as well, since the cost data of recruitment agencies may not be published publicly (Middleton et al., 2005). Irrespective of these shortcomings, official statistics, as well as recognised datasets, can be used to assure the reliability and credibility of the research findings.
[bookmark: _Toc224834374]5. Proposed recruitment model (Case model)
The recruitment model will be proposed as systematic international nurse recruitment between the United Kingdom and India.
The initial phase entails hiring skilled nurses in India. India has a high number of nurse graduates per year, with approximations of over 200,000 nurses coming out of various nursing schools in the country annually. Once recruited, the successful candidates will be taken through a six-month English language training programme (Merz et al., 2024). Language skills are a critical prerequisite to being registered with the NMC, and a large number of foreigners need more preparation work prior to taking language examinations. Upon completion of the language training, the candidates will take examinations that are known as the Computer-Based Test (CBT), which form the first professional examination to secure NMC registration (McGregor, 2017). 
[bookmark: _Toc224834375]After passing the CBT exam, the selected applicants will still need to submit visa applications and make relocation plans (Karunarathna et al., 2024). The applicants will prepare for the Objective Structured Clinical Examination (OSCE) once they arrive in the UK. To help foreign nurses pass the OSCE exam, several NHS employers provide structured training programs (Hart, 2005). Candidates may begin working as fully qualified nurses in NHS hospitals after passing the OSCE. In order to cover the expense of training, the suggested model recommends a minimum of five years of employment.
6. Feasibility Analysis 
Demand forecast: The workforce outlook implies that the need for nurses in the NHS will be growing in the near future (Hart, 1999). It is estimated that the NHS can use tens of thousands more nurses to continue to staff safely. The international recruitment might thus become passionate in solving the labour deficit.
Cost Analysis: The recruitment model has a number of cost elements, which include training programmes, exams, visa fees, and relocation costs (Dubey and Kothari, 2022). Initial estimates indicate that the process of recruitment and training of a single nurse can cost 10-15 thousand pounds based on programmes design. 
Break even analysis: Break even analysis will determine the number of nurses that should be hired and kept to cover the recruitment and training expenses (Bryman, 2012). If the nurse stay employed for a few years, the employers can recover their investment by virtue of workforce stability and agency staffing financial reduction. 
Return on investment (ROI): The economic payback will be used to determine the ROI of the project based on the recruitment and cost savings compared to the cost involved in eliminating nursing shortages (Bryman and Bell, 2011). Better patient outcomes and lower costs of operations are also likely to come as a result of improved staffing levels. 
Regulatory feasibility: The model will also examine whether the recruitment process is in line with the NMC regulations, immigration policies and the ethical recruitment guidelines (Archyangelio, 2024). 
[bookmark: _Toc224834376]7. Discussion
The recruitment model suggested can have a number of strategic advantages for the NHS. The development of recruiting programmes can enhance the planning of the workforce so that a stable flow of skilled medical workers is guaranteed (Adhikari and Smith, 2023). The long term employment terms can also destroy more stability in the workforce and decrease dependence on the temporary staffing agencies. Nevertheless, some risk also exists, such as the regulatory changes, adjustments in migration policies and international rivalry with healthcare employees. 
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[bookmark: _Toc224834377]/Figure 4/The recruitment model suggested can have a number of strategic advantages for the NHS.
[bookmark: _Toc224834378]8. Expected Findings  
The literature implies that international nursing recruitment in India will greatly reduce the NHS staffing gap in the near and medium term. However, migration-related legal and training requirements may inhibit labour integration. The study may also reveal that using more international nurses reduces staff workload and improves patient care. They will also argue that new hiring are expensive, while retention saves the NHS money and provides employment stability.
.9. Research Limitations  
The research has weaknesses because it uses secondary information, and this could limit access to recent information. Another limitation that time can impose is the depth of analysis. Furthermore, the financial estimates are also based on assumptions, as cost data available publicly is limited, and they may affect accuracy (Moriarty et al., 2022).
[bookmark: _Toc224834379]10. Research Timeline  
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[bookmark: _Toc224834380]Conclusion
The report explains sustainable staffing strategy by outsourcing abroad, which is relevant to NHS workforce challenges. Its findings can aid workforce planning, policymaking, and healthcare organisations' staffing shortages and patient care outcomes. 

The study will examine the viability and sustainability of an international nurse recruiting model between India and the UK to help fill NHS workforce gaps in the future. It will also examine workforce demand, regulatory frameworks, and financial factors.
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