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We hope you’ll find this report 
insightful and will use it as a 
benchmark for building a successful 
hiring strategy in Healthcare over the 
coming year, and how to successfully 
adapt and modify recruitment 
tactics in what is probably the most 
challenging employment market for 
Healthcare employers to date.

Any thoughts or questions, please feel 
free to share them with us via Twitter, 
LinkedIn, or by direct email.

- Eoghan Scully

Eoghan Scully 
Sales Director, Healthcare 
eoghan@occupop.com 

Welcome  
Welcome to Occupop’s State of Hiring in the Healthcare 
Industry Report, a comprehensive evaluation of the hiring 
trends, challenges, and nuances of hiring in the Healthcare 
sector in 2021. 

We conduct research from different industries to learn 
more about how companies attract, hire, and retain their 
teams and the current challenges facing each sector. 

This year we have focused on understanding how 
organisations are responding to one of the most 
tumultuous years in recent memory. COVID-19 and the 
resulting increase in unemployment have fundamentally 
shifted the balance in hiring across each and every 
industry. 

In this State of Hiring in the Healthcare Industry report, 
we’ve researched and collated industry statistics, trends 
and observations from our own data and also externally 
available data to help you develop and optimse your hiring 
strategy in the post-pandemic employment market.

Attracting top talent requires robust and relevant 
employment branding strategies. Further, it must remain 
an organisational priority. 
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About this Report

The results and findings in this report was 
drawn from the hiring activities of over 120 
Occupop customers in the medical and 
healthcare sector in the past year.  

It covered multiple healthcare lines of business 
including hospitals, health facilities, care centres and 
nursing homes, of different sizes based in the UK 
and Ireland. Data was collected in August 2021.

We hope you find this report interesting and that it 
provides you with a benchmark to formultate your 
retail recruitment strategy moving into 2022.

About Occupop

Occupop is a beautifully simple recruitment 
software built for small and medium businesses. 
We help businesses be great at hiring through 
our simple philosophy – to make recruitment 
incredibly easy and accessible to everyone at 
work. So, businesses can hire the best people and 
build the best teams.

At Occupop, the automation and digitisation 
of the recruitment process for healthcare  
companies has been our key area of focus for 
the past 5 years. We have helped healthcare  
companies across the UK & Ireland turn manual, 
laborious volume hiring processes into efficient, 
candidate friendly digital experiences.

In the past 12 months alone, we’ve helped 
healthcare companies across the UK and 
Ireland, helping them through the challenges of 
operating during the pandemic, but ensuring 
they thrive in years to come.

Orla Doyle 
Head of Research
orla@occupop.com
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Increase in the total number of 
people hired in Healthcare in 

2021 

(373 v’s 585 in 2021)

42%

Healthcare Assistant

618 
applications 

Job Searches 
& Vacancies

Increase in the total 
number of job listings in 
Healthcare in 2021

(1997 v’s 6964 in 2021)

71%
Highest number of applicants for a 
single job posting.

44%

22%

6%
3% 2% 1%1%

13%

2%

11%

1%

<1%

73%

Hired Source 
Insights
Best source of hires by platform:

Demand for 
Healthcare Jobs
By number of applicants per role:

Decrease in average 
number of applicants 
per role

(35 v’s 15 2021)

56%

Decrease in rate of 
jobs listed to filled 

(43% v’s 21% in 2021)

22%

Demand for 
healthcare 
talent



Pulse of the 
Healthcare 
Market



of nurses feel their mental 
health has deteriorated since 
the initial peak of the 
pandemic last spring and 
that existing well-being 
support is still not good 
enough

Almost 
two-thirds 

Over 70,000 healthcare workers 
may already have left the NHS 
because they were unable to 
balance their work with their 
caring commitments.

The Conservative manifesto 
pledges to add 50,000 

nurses to the workforce in 
England by 2024-25.

The Conservatives want to 
see an additional 14,000 
nurses added to the NHS 
workforce from overseas 
sources by 2024-25.

Foreign doctors and nurses 
remain key assets for the NHS. 
Research from the government 
shows that, over 67,000 NHS staff 
in England are EU nationals, 
accounting for 5.5% of all staff. 

of nurses may leave their 
current position providing 
direct patient care within 
the next year

22%

of medical organizations had 
made changes to enable 
more flexible working during 
the pandemic

65%

 of senior consultant 
physicians are expected to 
retire within 3 years, (many 
are scheduled to retire within 
18 months)

25%

The pressure on GP 
services continues to 
grow as the number 

of patients per 
practice is 

22%
higher than 2015 but 

the GP workforce has 
not grown in line with 

this. 

 Statistics from UCAS 
reveal a

21%
rise in the number of 

applicants for medical 
degrees in 2021/2022, 

versus the same point 
last year. 

70K

50K

14K

67K

Source: McKinsey

Source: BBC

Source: BBC

Source: Nursing Times

Source: standard.co.uk

Source: commonslibrary.parliament.uk

Source: england.nhs.uk

https://www.mckinsey.com/industries/healthcare-systems-and-services/our-insights/nursing-in-2021-retaining-the-healthcare-workforce-when-we-need-it-most
https://www.bbc.co.uk/news/50544033
https://www.bbc.co.uk/news/50544033
https://www.nursingtimes.net/news/mental-health/nursing-times-survey-reveals-state-of-nurses-mental-health-one-year-into-pandemic-31-03-2021/
https://www.standard.co.uk/news/uk/royal-college-of-physicians-doctors-b944091.html
https://commonslibrary.parliament.uk/research-briefings/cbp-7783/
https://www.england.nhs.uk/looking-after-our-people/the-programme-and-resources/we-work-flexibly/
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Economic Overview

Healthcare has been one of the hardest hit and 
uniquely challenged sectors over the past year, 
facing a pandemic-induced healthcare crisis 
which pushed the NHS to the edge, and which 
has begun to take a heavy toll on the medical 
work-force.

Nursing Exodus?

The UK Government has set a challenging target 
of recruiting 50,000 more nurses by 2024. However, 
research from the Health Foundation think-tank 
suggests that this 50,000 number will need to be 
exceeded if the NHS is to fully recover from the 
pandemic.

This enhanced nursing recruitment drive must 
occur on top of an already stressed nursing hiring 
process. According to this report, NHS Workforce 

Statistics which was published last year, prior to the 
pandemic, ‘registered nurses accounted for one in 
four full-time equivalent (FTE) jobs in NHS hospital 
and community health services, but represent one in 
two vacancies within the NHS’.

Coupled to this, the Nursing Times describes the 
nursing workforce as feeling “utterly broken” with 
many of them being ready to quit to the profession 
altogether. This post-pandemic fallout is likely to 
impact staff retention, putting even more pressure on 
the recruitment process within the NHS. 

Given what has happened over the past year, it is no 
surprise to find that mental health and well-being 
remains a major issue within the NHS. Of those 
surveyed in March 2021,’ 44% described their mental 
health and well-being as “bad” or “very bad” – a 10% 
rise on the 2020 survey. In addition, 62% felt their 
mental health was “worse” or “much worse” now than 

https://www.nursingtimes.net/news/workforce/governments-50000-more-nurses-target-insufficient-for-growing-demand-09-12-2020/
https://www.health.org.uk/news-and-comment/blogs/what-might-covid-19-mean-for-englands-nurse-supply
https://www.health.org.uk/news-and-comment/blogs/what-might-covid-19-mean-for-englands-nurse-supply
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it was during the early spike in cases last spring’. A 
consistent and concerning theme in the survey is that 
nurses were at breakpoint and wanted to leave the 
profession.

Silver Lining

Total applications for nursing college have risen 
by 32% this year to reach 60,130, as the amazing 
performance of the NHS during the pandemic 
has inspired people of all ages to join the nursing 
profession.

“To see applications rise for the third year running, 
and by such an extraordinary leap, is really wonderful 
news. The tireless and outstanding commitment of 
all our nurses over the past year – from students and 
practising professionals to those who’ve returned to 
work to help with the pandemic response – is the best 
possible advert for the nursing profession.” 

Professor Mark Radford, Chief Nurse, Health 
Education England, speaking in an UCAS press 
release.

https://www.ucas.com/corporate/news-and-key-documents/news/nursing-applications-soar-ucas-publishes-latest-undergraduate-applicant-analysis
https://www.ucas.com/corporate/news-and-key-documents/news/nursing-applications-soar-ucas-publishes-latest-undergraduate-applicant-analysis


Doctors are going, going under or just going 
part-time

A survey of over 5,000 doctors by the BMA revealed the 
impact that Covid is having on staff retention. It showed 
that around a third of doctors surveyed said they were 
now more likely to retire early than they were last year, 
a quarter are considering taking a career break and 
one fifth are thinking about quitting the health service 
altogether to do something else.

Speaking to the Guardian Online, Dr Chaand Nagpaul, 
the leader of the BMA, said, “the high numbers of 
disillusioned doctors could worsen the NHS’s staffing 
problems and leave patients waiting longer for 
treatment. “It’s deeply worrying that more and more 
doctors are considering leaving the NHS because of the 
pressures of the pandemic.” 

Working Hours. 

Putting the pandemic aside for the moment, since 2017 
the number of FTE GPs has been declining    while the 
number of part-time working GPs has been steadily 
climbing. GPs are mirroring patterns observed in the 
wider workforce in wanting to work flexibly and have 
greater control over their hours and workload. 
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https://www.theguardian.com/society/2021/may/03/nhs-faces-exodus-doctors-covid-pandemic-survey
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It is likely that this move to more flexible working may 
have accelerated post-pandemic due to burnout and the 
remote working legacy that the pandemic has left us with. 
This April 2021 survey of over 4,000 professionals by the 
BMA outlines starkly outlines the state of affairs around GP 
mental well-being.

 ● almost 50% of respondents said they are 
currently suffering from depression, anxiety, 
stress, burnout, emotional distress or another 
mental health condition

 ● of these, 40% are suffering ‘worse than before 
the start of the pandemic’

 ● just under 40% said their health and wellbeing is 
‘slightly’ or ‘much worse’ now compared to wave 
one

 ● just under 60% say their level of exhaustion 
or fatigue is ‘higher than normal’, whilst over 
40% said non-COVID patient demand ‘is now 
considerably higher than pre-pandemic’

 ● almost 30% have undertaken additional unpaid 
hours, whilst over 40% have felt ‘slight’ or 
‘significant’ pressure to work additional hours 
from their employer.

https://www.bma.org.uk/advice-and-support/nhs-delivery-and-workforce/pressures/pressures-in-general-practice


Growing pressure on GP services

The pressure on GP services continues to grow as 
the number of patients per practice is 22% higher 
than 2015 but the GP workforce has not grown 
in line with this. This means that the number of 
qualified GPs per patients now sits at 0.46 per 1000 
down from 0.52 per 1,000 in 2015. At 0.46, Britain’s 
average number of physicians per thousand is well 
below the average of comparable nations (3.5)

While covid vaccination numbers are falling, 
demand for services still grows as the overall number 
of appointments has actually risen. Same and 
next day appointments have increased in number 
compared to 2019, and face-to-face appointments 
are now beginning to rise again.

Silver Lining Too

Statistics from UCAS reveal a 21% rise in the number 
of applicants for medical degrees in 2021/2022, 
versus the same point last year. Why? According 
to Dr Peter Hld, chair of the BMA’s professional fee 
committee and a GP in Derbyshire, commenting in 
pulsetoday.co.uk, ‘ Covid-19 ‘has created an interest 
in all healthcare professions for several reasons’. He 
adds: ‘People have realised what counts, but also 
that it’s a secure job.’
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How Beacon Hospital streamlined their hiring process

The Beacon Hospital, Ireland’s fastest-growing private hospital, 
needed an adaptable recruitment software that would suit 

their ongoing hiring requirements and expansion whilst saving 
administration time and reducing time-to-hire.

Read case study

https://www.bma.org.uk/advice-and-support/nhs-delivery-and-workforce/pressures/pressures-in-general-practice
https://www.bma.org.uk/advice-and-support/nhs-delivery-and-workforce/pressures/pressures-in-general-practice
https://www.pulsetoday.co.uk/analysis/education-and-training/gp-recruitment-and-the-pandemic-aftershock/
https://www.occupop.com/customer-story/beacon-hospital


Hiring 
Challenges
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The UK has a challenging target of recruiting 50,000 
more nurses by 2024. Staffing was a key issue for 
the NHS even prior to the pandemic, (and has only 
intensified post-pandemic) as patient demand 
continues to rise. The government response to this 
situation has been to focus on 4 areas: 

 ● Training more staff

 ● International recruitment

 ● Better retention of existing nurses

 ● Encouraging those who have left to return. 
 

The latest Care Quality Commission State of Care 
Report made key observations around recruitment and 
retention challenges in the NHS.

Healthcare 
Recruitment and 
Retention Challenges

There is regional variation in the ability of 
services to recruit and retain staff, with 
geography and local area factors playing a 
role in shaping workforce challenges. 

Trusts have experienced difficulty recruiting 
staff for services outside of major urban 
centres

Staff have reported that in hospitals and 
mental health care, areas in and next to 
London face specific recruiting issues linked 
to higher costs of living and pay disparities 
caused by the London weighting. 

In primary care, there are areas of the country 
that have struggled to attract and retain 
GP staff, driven by their relative rurality or 
attractiveness as a place to work and live. 

Competition between independent, agency, 
NHS services, care services and other 
industries can affect staffing levels.

Disproportionate levels of pay, (given the skill 
and level of responsibility demanded by their 
roles), are impacting staffing levels in adult 
social care staff

https://www.bbc.co.uk/news/50544033
https://www.cqc.org.uk/sites/default/files/20191015b_stateofcare1819_fullreport.pdf


Missing hiring targets for Full-Time-
Equivalent (FTE) Doctors

According to the BMA the overall number of FTE 
GPs has not grown noticeably since 2015; in fact, 
during this period the number of GPs has reduced 
significantly. 

Back in February 2020 the government stated they 
were looking to recruit an extra 6000 GPs by 2024. 
Numerically, the government is on target to meet 
its goal, hiring 1541 doctors between March 2020 
and March 2021, but on an FTE basis (37.5 hours a 
week) fully qualified FTE GPs only increased by 110.7 
during the period. It won’t be easy to hire FTEs, as 
physicians want to work flexibly.

According to research from the Royal College of 
Physicians (RCP, a growing number of GPs are 
looking to work part-time and this may lead to staff 
shortages. This move to part-time working comes 
at a difficult time for the profession as over 25% of 
senior consultant physicians are expected to retire 
within 3 years, (many are scheduled to retire within 
18 months), and a the majority of trainees joining 
the NHS (56%) are also keen on part-time working. 
In fact, trainees are looking for all-round flexible 
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working including remote IT access, online meetings 
and remote working.

The RCP poll of over 1,500 medics also revealed that, 
‘43% of doctors have not yet reverted to their original 
working pattern owing to the pandemic. 57% are 
working from home at least some of the time, while 
67% said working from home has improved their work/
life balance’. This highlights the growing trend to ward 
part-time and flexible working amongst physicians and 
that this is likely to persist post-pandemic. 

This will present hiring challenges to NHS employers 
and recruiters who will need to design an employment 
offering that is attractive to the new flexible working 
medic mindset. Many organizations are facing up 
to the challenge, as the survey showed that 65% of 
organizations had made changes to enable more 
flexible working during the pandemic. As a result, 59% 
of doctors believed their department would support a 
request to work flexibly. Such changes are helping NHS 
employers to not only recruit but retain staff longer.

But, not all physicians are confident that their 
organizations are up to the challenge of flexible 
working. For, example, ‘a third (36%) of those who 

https://www.bma.org.uk/advice-and-support/nhs-delivery-and-workforce/pressures/pressures-in-general-practice
https://www.standard.co.uk/news/uk/royal-college-of-physicians-doctors-b944091.html
https://www.standard.co.uk/news/uk/royal-college-of-physicians-doctors-b944091.html


wanted to work more flexibly thought this would 
be difficult or impossible’, while ‘41% did not think 
their organization would support  request for flexible 
working with more than three-quarters (76%) citing 
not enough medical staff as the reason’.  

Flexible working is becoming a key differentiator 
between NHS employers and those trusts that 
cannot offer a flexible working narrative may find it 
especially hard to recruit and retain staff, particularly 
in areas where there is a high numbers of trusts within 
commutable distance of each other.

Migrant Workforce

Foreign doctors and nurses remain key assets for 
the NHS. Research from the government shows that 
over 67,000 NHS staff in England are EU nationals, 
accounting for 5.5% of all staff. Overall, 13.8% of NHS 
staff say that their nationality is not British. Nationals 
of other EU countries make up 9.1% of doctors in 
England’s hospital and community health services. 
They also make up 6.0% of all nurses and 5.8% 
of scientific, therapeutic and technical staff. The 
percentage of doctors and nurses with EU nationality 
grew between 2009 and 2016. Since 2016, the 
percentage of nurses who are EU nationals has fallen.
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https://commonslibrary.parliament.uk/research-briefings/cbp-7783/


Recruiting for 
Healthcare: 
Changing 
Tactics



practitioners and social prescribing workers, all 
based in GP practices. 

These appointments are able to reduce the 
workload of GPS, reducing the pressure or need 
for recruitment of additional doctors.

Nursing Associate/Apprenticeship Role

The Care Quality Commission report revealed 
how the London Borough of Bexley is reducing 
pressure on Registered Nurses through the 
introduction of a new role of Nursing Associate. 
The Nursing Associate, (supported by the 
registered nurse), delivers cores services such as 
cytology and childhood immunization, freeing the 
registered nurse to focus on more complex care. 
This innovative nursing associate apprenticeship 
creates a non-academic route to nursing which 
can be accessed via work-based learning.

Healthcare Recruitment: Changing Tactics

The UK government has set a challenging target 
of recruiting 50,000 more nurses by 2024, and the 
government’s talent attraction strategy is going to  to 
focus on 4 areas: 

 ● Training more staff

 ● International recruitment

 ● Better retention of existing nurses

 ● Encouraging those who have left to return 

The Care Quality Commission State of Care Report 
have observed changing tactics by providers and 
system partners tackle staffing issues. In hospitals 
and mental health there are examples of providers 
investing in improving well-being and morale to 
reduce staff turnover. 

Developing New Roles and Upskilling Staff

Trusts have responded to increasing demand for 
services by both developing new roles and upskilling 
current staff. 

Primary care is seeing growing numbers of advanced 
nurse practitioners, nursing associates, physician 
associates, pharmacists, district nurses, mental health The State of Hiring in the Healthcare Industry 19

https://www.bbc.co.uk/news/50544033
https://www.bbc.co.uk/news/50544033


More efficient hiring processes

The pandemic crisis situation led to a transformation in 
recruiting processes as the NHS was required to rapidly 
staff up ‘surge hospitals’ as a way of quickly expanding 
critical care. 

The Royal Papworth was a prime example of ‘surge 
recruitment’ where the nursing hiring process was 
accelerated. Attracting talent was not the problem 
as the NHS was inundated with applications; the 
bottleneck was the hiring process, so changes were 
made. 

Before the pandemic, the trust had been 
successfully recruiting registered nurses and 
healthcare support workers through a monthly 
face-to-face selection day of shortlisted candidates. 
With a crisis upon them this 30-day time frame 
was reduced to 24-48 hours by allowing the 
interviews to be booked directly and within 24-
48 hours of the initial and interviews took place 
everyday. 

Telephone interviews replaced face-to-face. 

Lead nurses still conducted interviews ward 
nurses and charge nurses were not included in the 
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selection process like normal because candidates 
were ICU not ward-based. 

Interviews were carried out remotely over phone 
and skype which was completely new to them.

Candidates were informed of the outcome of the 
interview immediately and didn’t have to wait like 
before.

‘The time taken to hire staff was reduced from three 
months before the pandemic to an average of ten days’.  
Cora McKeown, lead nurse for nurse recruitment at Royal 
Papworth Hospital NHS Foundation Trust in Cambridge, 
speaking on rcni.com.

While it’s understood that these changing tactics were 
an emergency response and many processes may 
revert to pre-pandemic norms, it will be interesting to 
see the legacy effect that these changes have on future 
recruitment in the NHS and future pandemic readiness.

https://rcni.com/nursing-standard/careers/career-advice/covid-19-how-we-transformed-our-recruitment-process-height-of-pandemic-163106


Enhanced Flexible Working with 
Electronic Self-Rostering

At both the Royal Free Hospital and Barnet 
Hospital there was a healthy recruitment pipeline 
for nurses and midwives, but retaining them was 
difficult. Turnover of nurses and midwives was 
highest in the intensive care units (ICU). The trust 
sought to reduce ICU nursing turnover. Internal 
focus groups revealed a lack of roster fairness was 
contributing to high turnover and vacancy rates 
and that offering greater flexibility and choice 
around shifts would improve work-life balance. 
This was achieved using Electronic Self-Rostering. 
This helped to improve work-life balance making 
the trust a more attractive employer to staff and 
applicants, reducing turnover and vacancies, 
alleviating pressure on the hiring process. 

Creating a Sustainable Career Pathway

At the Warrington and Halton Teaching Hospital 
they were struggling to hire nurses to cover 
vacancies arising from the trust’s increasing rate of 
turnover. The trust was located equidistant from two 
big cities with many inner city teaching hospitals 

and tertiary centres, meaning there was lots of choice 
for candidates and competition for talent. After doing 
a deep-dive data analysis of existing workforce data 
the trust identified that ‘limited career progression’ 
and ‘limited continual professional development’ 
were cited as the two main reasons for nurses leaving, 
particularly in the 21- 39-year-old age group’. 

To solve this problem the trust wanted to become an 
employer of choice thereby boosting recruitment and 
reducing staff defection to neighbouring trusts.  The 
trust created a Nursing and Midwifery Recruitment 
and Retention group including representatives 
from the senior nursing team, advanced clinical 
practice, human resources and the clinical education 
teams. The strategic group agreed on a ‘bottom up’ 
approach to encourage nurses to set priorities for 
their own career development.

The staff made it clear in focus groups that they 
wanted: improved development opportunities, 
better career progression and removal of career 
‘glass ceilings’. The trust then developed the 
‘Warrington and Halton Hospitals (WHH) clinical 
career pathway for nurses’, which had a clear pathway 
of development right up to advanced practice. This 
initiative led to a reduction in turnover, and increase 
in internal promotions.
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https://www.england.nhs.uk/looking-after-our-people/the-programme-and-resources/we-work-flexibly/improving-joy-at-work-electronic-self-rostering-the-royal-free-london-nhs-foundation-trust/
https://www.england.nhs.uk/looking-after-our-people/the-programme-and-resources/we-work-flexibly/improving-joy-at-work-electronic-self-rostering-the-royal-free-london-nhs-foundation-trust/
https://www.england.nhs.uk/wp-content/uploads/2020/08/Creating_a_sustainable_career_pathway_-_Warrington_and_Halton_Teaching_Hospitals.pdf


This is not an isolated example. The Care Quality 
Commission State of Care Report highlights multiple 
cases of providers enabling staff to progress careers to 
prevent them leaving. This is often based around providing 
opportunities to take on additional duties and/or attend 
training. Healthcare Services have become willing to 
sponsor healthcare assistants to train as staff.

Strategic Partnering to Boost Attraction and 
Retention

The Care Quality Commission State of Care Report 
revealed that adult social care providers have been 
improving career progression opportunities. They have 
achieved this by partnering with other social and health-
care providers to enable career progression opportunities. 
This involved local authorities and providers and other 
agencies working together to pool resources and create 
smoother career pathways. 

They also observed interesting examples of providers 
creating innovative joint work-force plans, which involved 
things such as matching pay across services and 
introducing rotation posts.

The report also mentions that there have been examples of 
Mental health service providers working directly with local 
universities to actively encourage young professionals into 
the sector. 
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https://www.cqc.org.uk/sites/default/files/20191015b_stateofcare1819_fullreport.pdf


Overseas recruitment of medical to help 
meet target of delivering 50,000 more 
nurses by 2024.

In February 2021 of this year, the UK Government, 
updated it’s code of practice (COP) for the 
international recruitment of health and social care 
staff to align with the World Health Organization 
(WHO), widening the global market from which the 
UK can ethically recruit’.

Prior to this update there were 152 countries 
where NHS Employers were not allowed to recruit 
from. Following the update list was reduced to 
47 countries. UK recruiters are not permitted to 
actively recruit from these countries unless there is 
a government to government agreement in place 
for managed recruitment. These countries are: 

Afghanistan, Angola, Bangladesh, Benin, Burkina 
Faso, Burundi, Cameroon, Central African Republic, 
Chad, Congo, Congo, Democratic Republic of

Côte d’Ivoire, Djibouti, Equatorial Guinea, Eritrea, 
Ethiopia, Gabon, Gambia, The Ghana, Guinea

Guinea-Bissau, Haiti, Kiribati, Lesotho, Liberia, 
Madagascar, Malawi, Mali, Mauritania, Micronesia, 
Federated States of Mozambique, Nepal, Niger, 
Nigeria, Pakistan, Papua New Guinea

Senegal Sierra Leone, Solomon Islands, Somalia, 
South Sudan, Sudan, Tanzania, United Republic of 
Togo, Uganda, Vanuatu, Yemen, Republic of.
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https://www.gov.uk/government/news/uk-to-strengthen-its-ethical-approach-to-the-international-recruitment-of-health-and-care-workers


Doctor

Extra Medical School Places

While the covid pandemic has accelerated burnout 
within it’s existing workforce and contributed to a 
likely drop in FTE equivalent medics, this same crisis 
has actually made medicine more attractive to new 
entrants to the profession. Statistics from UCAS 
reveal a 21% rise in the number of applicants for 
medical degrees in 2021/2022, versus the same point 
last year. Why? According to Dr Peter Hld, chair of 
the BMA’professional fee committee and a GP in 
Derbyshire, speaking on pulsetoday.co.uk, ‘Covid-19 
‘has created an interest in all healthcare professions 
for several reasons’. He adds: ‘People have realised 
what counts, but also that it’s a secure job.’

These unique times have led the government to 
adjust the caps on medical and dentistry courses 
for 2021, to allow over 9,000 students to enter 
training to support the NHS workforce of the future.

This will be a long-term fix as these additional 
entrant medics won’t be fully trained until 2030.
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New GP Apprenticeship

Health Education England (HEE) is looking to 
create an apprenticeship programme, allowing 
candidates to become doctors without undergoing 
the traditional medical degree route. It would allow 
doctors to earn while they train and would make the 
profession more accessible.

Retain temporary returners

Many trusts put in effort to recruit temporary 
returners to the profession during the pandemic, 
and pulsetoday.co.uk has been hearing reports of 
trusts attempting to entice retired GP back to the 
permanent workforce. Data shows that around 
25,000 doctors still have the temporary registration 
authorization in response to the pandemic and over 
8,000 are GPs. A survey of these doctors suggests 
that around 2,000 would consider returning 
permanently. The General Medical Council is looking 
at ways to convince temporary returners to stay on, 
and is going to update returners over the summer 
and remind them on how to apply for routine 
registration and a license.

Local Banks of GPs working flexibly.

NHS England has responded to the desire for flexible 
working in the medic workforce by establishing new 
local banks for salaried and locum GPs as announced 
in the NHS People Plan July 2020. This should create 
new opportunities for GPS to work flexibly and a new 
way for trusts to attract and hire medics.
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Future Outlook

The Healthcare sector has been facing 
unprecedented challenges over the past year or 
so in the form of the covid pandemic, which has 
pushed staff and services to the edge. 

The NHS has admirably risen to the challenge but 
there has been a huge cost in terms of emotional 
burnout which is leaving the NHS with a staff 
retention issue. Nurses and doctors are reporting 
that their mental health has deteriorated and many 
want to switch careers away from the health service 
or retire early. 

This is creating a staffing headache for the NHS 
which, even before the pandemic, had been facing 
major challenges with finding talent. Coupled to the 
fact that the NHS faces a huge backlog in waiting 
lists, recruitment and retention is to be the crucial 
issue for the NHS over the next decade.

With every challenge comes opportunity and now 
is the time to rise to the challenge and deploy 
innovative strategies to overcome the adversity.

Flexible working is one of those opportunities because 
one of the consistent messages from staff prior to the 
pandemic, (and more so afterwards) is that NHS staff 
want to work flexibly too, like the rest of industry. NHS 
employers who can improve their flexible working 
options will find it easier to both hire and retain staff. It’s 
clear that the healthcare sector as a whole needs to be 
seen as a place where employees have the capacity to 
work flexibly without it having a detrimental impact on 
their careers.

Despite all the challenges the pandemic has had, 
it’s actually highlighted the value of the NHS as a 
profession, and applicants to medical schools actually 
increased by 21% this year. This is thought be down 
to the pandemic shining a light on both the social 
importance of the NHS and on the inherent job 
security. If NHS can incorporate a greater emphasis on 
mental well-being and flexible working, it can become 
an employer of choice and attract and retain the critical 
talent it requires.
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Request a demoRequest a demo

Occupop is a beautifully simple recruitment software built for small and 
medium businesses. We help businesses be great at hiring through our simple 
philosophy – to make recruitment incredibly easy and accessible to everyone at 

work. So, businesses can hire the best people and build the best teams.

www.occupop.com

Ready to automate and digitise your recruitment process?
See how Occupop can help you automate your hiring process, improve your 

speed to hire and reduce recruitment costs. 

https://app.occupop.com/register/hiring_company
https://app.occupop.com/register/hiring_company
http://www.occupop.com

