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Summary

This report explores the strengtha and weaknesses of the United Kingdom’s international recruitment drive in the health and social 
[bookmark: _Int_tDPK0DOq]This report examines the rise and decline of the United Kingdom’s international recruitment drive in the health and social care sector. The initiative was introduced to address persistent workforce shortages but eventually raised concerns around ethics, financial sustainability, and staff retention. This report explores what went wrong, why the programme is being scaled back, and how future workforce planning can be improved. Using a range of credible sources, the report identifies gaps in policy, implementation, and support systems. The findings conclude that while international recruitment provided short-term relief, it was not a sustainable long-term strategy without stronger domestic workforce investment
Introduction
The Uk’s international recruitment drive was launched to address ongoing workforce shortages in the health and social care sector.  Initially, it aimed to attract skilled professionals from overseas to fill critical staffing gaps.  However, recent evidence shows that the initiative has struggled to achieve sustainable outcomes.   This research report explores what went wrong with the UK’s international recruitment drive and why it is now being scaled back.   The purpose of the study is to analyse the challenges in policy, retention and ethics within workforce planning (NHS England,2023).
Identifying the issue
The UK’s health and social care sector has long struggled with staffing shortages, particularly in nursing, social care and allied professions.  To address this, the NHS implemented an international recruitment drive to attract overseas health professionals (NHS England, 2023).  Although the initiative initially increased workforce numbers, retention quickly became a major issue.  Many internationally recruits left within one year due to unsatisfactory work conditions, cultural adaptation challenges and restrictive visa policies (Royal College of Nursing. 2024).  Consequently, the government began scaling back recruitment in 2025, citing unsustainability and ethical concerns.
Who the Issue Affects
The scaling back of international recruitment has affected multiple stakeholders.  Patients face delays and reduced service quality due to persistent staff shortages. International recruits have experienced’ limited progression opportunities and workplace discrimination (Skills for Care 2023).  NHS organisations face financial strain from repeated recruitment and induction cycles, while existing staff suffer from burnout and low morale (King’s Fund, 2024).  This creates a negative feedback loop, worsening workforce instability.
Justification for Research 
This topic is important because it exposes structural weaknesses in the UK’s workforce strategy.   The NHS Long Term Workforce Plan (2023) admits that heavy dependence on international labour is unsustainable.  Furthermore, the ethical implications of recruitment from countries with health worker shortages contravene the World Health Organization’s Global Code of Practice (WHO, 2023).  Researching why the recruitment drive failed will help develop evidence-based strategies focused on domestic training, fair pay, and retention.   It will also promote ethical and culturally sensitive recruitment models
Supporting Sources 
Source 1: NHS England (2023) NHS Long Term Workforce Plan.  
This provides a national framework for workforce planning and outlines challenges related to international recruitment dependency.
Source 2:  Royal College of Nursing (2024) Overseas Recruitment and Retention Report.  This offers real-world insights into why internationally recruited nurses struggle in the NHS.
Source 3: World Health Organisation (2023) Global Code of Practice on the International Recruitment of Health Personnel.  This gives an ethical lens for analysing the UK’s practices.
Summary of Key Points
The UK’s international recruitment drive temporarily alleviated shortages but failed to sustain results.  It was hindered by cultural barriers, retention problems, and lack of long-term workforce investment.  These findings highlight the need for domestic workforce development, improved retention strategies, and ethically responsible recruitment policies (NHS England, 2023; WHO, 2023).
Research Methodologies
Research into the UK’s international recruitment drive can use both quantitative and qualitative approaches.  Quantitative research gathers measurable data such as recruitment numbers, turnover rates, and training costs (Bryman, 2016).  Data from the NHS Digital and Skills for Care can show statistical trends in international recruitment effectiveness.
Qualitive methods focus on experiences.  Interviews or focus groups with international recruits and managers reveal the underlying reasons for dissatisfaction (Creswell and Creswell, 2018).  For instance, narratives about discrimination, workload and housing issues provide valuable insights that numbers alone cannot explain.
A mixed-methods approach combining both quantitative and qualitative methods is most suitable.  Quantitative data identifies the scale of challenges, while qualitative findings explain their causes.  Ethical considerations, including confidentiality and informed consent, are essential, particularly when gathering data from healthcare workers.  This combined approach ensures credibility, depth, and relevance in addressing complex issues within the UK’s health and social care workforce (Bryman, 2016; Creswell and Creswell), 2018).
Conclusion
The UK’s international recruitment drive was a short-term response to deep rooted workforce shortages.  Although it initially increased staff numbers, poor retention, limited support, and ethical concerns led to its decline.  The government's decision to scale back the initiative reflects recognition of its weaknesses.  To achieve sustainable staffing, the NHS must invest in domestic training, fair pay and working conditions while ensuring ethical recruitment practices.  A resilient workplace depends on long-term solutions that promote equality, inclusivity and professional development across the health and social care sector (King’s Fund, 2023; NHS England, 2023).
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