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	Purpose of the Report
	To provide assurance to the committee regarding the support provided to our internationally Educated Nurses and Midwives (IENs/IEMs) recruited into the Swansea Bay University Health Board (SBUHB) during their preparation for their Objective Structured Clinical Examination (OSCE) and following their successful transition into Band 5 registered roles within all Service Groups.





	Key Issues



	To provide evidence of the wrap-around support provided to our international nurses and midwives, and protection from exploitation.





	Specific Action Required 
(please choose one only)
	Information
	Discussion
	Assurance
	Approval

	
	☐	☐	☒	☒
	Recommendations

	Members are asked to:
Acknowledge and accept that the support provided to internationally recruited nurses and midwives in SBUHB is of a high standard and adequate for their needs.





Support provided to our Internationally Educated Nurses and Midwives.

1. INTRODUCTION
This report describes the support SBUHB provides to IENs/IEMs who have been recruited into the organisation. Since 2019, 568 international nurses and midwives have been recruited from a wide range of countries including India, Philippines, Africa and the Caribbean. During this time only 35 have left the organisation. All these nurses and midwives have gone through the SBUHB OSCE preparation programme in order to satisfy the requirements of the Nursing and Midwifery Council (NMC) to obtain UK registration.

2. BACKGROUND
2.1 Recruitment process 
SBUHB joined the all-Wales international nurse recruitment programme in phase two following our own independently successful IEN recruitment programme. The second phase continued to focus on ethical recruitment of IENs/IEMs. Phase two focused on more targeted recruitment to include speciality areas such as midwifery, theatres, mental health and Neonatal Intensive Care Unit (NICU) along with other clinical priority services such as cancer services. The all-Wales approach ensured a standardised approach to the recruitment process with an agreed All Wales Job Description, interview proforma and offers of employment. The programme involved collaboration between various stakeholders including Health Boards, Trusts and NHS Shared Services Partnership. Lessons learned, including reduced administrative burdens, effective collaborative procurement and standardised processes, from phase one were taken forward as well as lessons from established recruitment programmes within organisations.
The length of time from offer of employment to commencing the four-week OSCE preparation programme can vary, but typically takes between 8-12 weeks. Factors that affect this are usually provision of information towards compliance checks and successful application of VISA, along with individual’s notice period, most of which are outside of our control.  
Following a successful offer of employment from SBUHB the IENs/IEMs receive support from the all-Wales IR team/recruitment agency and the health board to ensure that candidates anxieties are reduced, and transition is as smooth as possible for the individual.
2.2 Welcome and support
Prior to arriving in the UK, the IEN/IEM meets health board staff at the interview stage, in addition, a pre landing TEAMs call is arranged enabling IENs/IEMs and team members to introduce themselves further and to answer any last-minute questions. 
Our IENs/IEMs arrival dates are pre-planned throughout the year. They typically arrive on a Thursday, with the Friday of that week being an ‘enrolment day’. This includes IT access support, assistance with completing forms, attending appointments as well as dedicated assistance to open a UK bank account if required. A welcome to the health board is done by a senior member of the corporate nursing team and the nurses are reminded of the support mechanisms in place and how to keep themselves safe and the importance of this. Safeguarding the IENs/IEMs is always at the forefront and they are told verbally on the first day about potential scammers and fraudulent behaviour. Examples are given and this is reaffirmed in a short document that they are given in their packs. We have consciously planned the cohorts to arrive together to enable them to provide peer support to each other and develop a supportive network during the first few weeks where everything is new to them. 
A ‘Welcome to Wales’ pack in the form of an App has been developed on an all-Wales basis with a vibrant format and wealth of information. The App includes information regarding expectations of living in the UK, as well as scam awareness information and examples, information regarding housing and finances, health and wellbeing, and training. It also includes vital information about the local area that they will be living in relation to shops, spiritual and religious establishments, local leisure facilities, schools and the hospitals they have been allocated to work in.

2.3 Relocation package and financial support
As part of an agreed all-Wales relocation offer, candidates are supported financially via refunding of costs incurred e.g., English language tests, VISA applications, clinical & numeracy exams, NMC application fee, flight to the UK, and transport from the airport to the health board accommodation on arrival.  Health board accommodation is provided for 3 months – the first month is free, and initially at the Roost Student accommodation in Swansea.  £650 support money is also given to the IEN/IEM which is subject to UK tax deduction, within the first 3 months of employment. 
IENs/IEMs relocation package 
[image: ]
On landing and transition to a UK phone network, IENs/IEMs are provided with contact details of each other, corporate team members and the agencies. The IENs/IEMs receive constant support and contact from the time they leave their country of origin until they arrive at the health board accommodation.
The health board also provides a bus pass for the first month which covers the costs of travel to and from the OSCE training suite at headquarters. The bus pass can also be used for any travel needs to explore the Swansea Bay area within the first month.

2.4 Accommodation and housing
As an organisation, we have secured a contract with one of the local student accommodation companies in what is known as ‘The Roost’. On arrival at the Roost accommodation there is a dedicated meet and greet with a representative of the corporate nursing international recruitment team and a welcome food parcel is provided. The agencies also provide an initial food voucher for each IEN/IEM, and they are shown where the local supermarkets are situated. The Roost accommodation offers single room occupancy of a very high standard. There is 24-hour reception available with secure access to residents only and the site offers laundry facilities, on site cinema and gym facilities. It is close to shops and local places of worship as well as easy transport links across the UK and locally. Once the IENs/IEMs complete their application to the NMC register they are unable to remain at the Roost, and are then provided suitable hospital accommodation, depending on  where they are allocated to work, if they have not, at that point, found private accommodation. 
Support is also provided re sourcing private rental accommodation with an informative session from an independent accommodation provider who give good advice especially regarding engaging with unscrupulous landlords who may request deposits for viewings etc. The health board offers additional financial support in the form of a £1000 Loan for deposit if required (payable back over a 6-month period via salary). Some individuals take longer to find suitable accommodation and they are supported to stay within SBUHB accommodation until such a time they are able to move out. 

2.5 Training and development
The NMC Test of Competence includes a Computer Based Test (CBT), compliance with their English Language requirements and the OSCE. Only on completion of all the requirements are they then eligible for entry onto the NMC register.  IENs/IEMs must sit the OSCE in one of the five approved test centres in the UK.  The IENs/IEMs employed by SBUHB are at the point of sitting their OSCE when they arrive at our training centre having already satisfied the NMC requirements for English language and passed the CBT. 
The OSCE itself is very specific in its requirements. In SBUHB we now have a dedicated teaching facility based within headquarters to provide the necessary training to support the IENs/IEMs to pass their OSCE. Over the past few years our Practice Development Nurse (PDN) team have become experts in their field, with our programme often being replicated across other organisations. We have collaborated with Aneurin Bevan UHB, Cardiff and Vale UHB, Velindre Trust and Hywel Dda UHB providing help and guidance to them to support their IENs/IEMs or providing the whole programme. 
Our four-week clinical OSCE preparation programme is led by PDN/PDMs to support the IENs/IEMs to take their first OSCE exam attempt during week five of their employment with us. Support is provided to book transport to the test centre, with advice provided regarding the requirement to stay overnight prior to the test if needed and suggestions of where to stay as well as financial support with any costs regarding the transport of any necessary overnight stay. The PDNs/PDMs have become expert at supporting educational and emotional needs, signposting IENs/IEMs when required in a flexible and culturally supportive manner. Should the IEN/IEM be required to resit the OSCE, then they are able to access a loan to cover the cost, which is repayable over a set period of time to suit as well as having bespoke additional training to prepare them for their second attempt. Most of our IENs/IEMs pass at first or second attempt, with only a very small number (just over 3.5%) having to sit a third time. 
Other development includes a bespoke facilitated induction to support transition into their registered roles, ensuring that the new registrants have a greater understanding of working within the NHS and the health board. Integration and ongoing retention are very important, actioning feedback positive and negative is essential. Feedback is sought via an evaluation form post OSCE programme & then again when in their registered nurse posts.
Once registered with the NMC, the IENs/IEMs are able to access all the same training and education opportunities as any of our other registered nurses with many undertaking master’s modules and programmes fully funded by SBUHB. We are now seeing some of our IENs in particular moving into band 6, 7 and 8 roles.

2.6 Clinical/Pastoral support
Transition into working within the NHS in Wales and to SBUHB is a huge adjustment for our IENs/IEMs. The App does provide signposting to all the support services both within SBUHB and beyond, however, the biggest support in those early few weeks is provided by the PDN’s in Headquarters, the international recruitment team and then very quickly the staff members and PDN’s on the wards. There is a very large community of international registrants throughout SBUHB and they often support each other both in and outside of work.
On commencing in their clinical area, the line manager and teams will continue with the support and integration of the IEN/M, guiding them regarding the SBUHB policies, procedures and new terminology they may encounter; however they are always welcome to (and often do) contact the corporate nursing PDN team who will work alongside the PDNs/PDMs on their wards and departments. All service groups are building support provision and monitoring retention and IEN/IEM feedback. There is also provision of enhanced clinical and pastoral support provided by skilled service group PDNs/PDMs working alongside clinical colleagues at this time. The aim is that the IEN/IEM will be supported to be the very best they can be, treated fairly, inclusively and with career progression opportunities made available to all. 
There is ongoing support provided by the corporate nursing international recruitment team if there are any delays with receiving NMC registration or visa issues.  
Workforce & OD colleagues arrange and facilitate Cultural/Civility conversation meetings with the nurses and midwives. These are very important for listening to and obtaining feedback, and action is taken on any negative feedback as early as possible. On occasion, the concerns are outside the control of the organisation, but even then, attempts are made to find a resolution, examples of this are meeting with local bus companies to ensure the bus timetable reflects the requirements of the IENs/IEMs to attend work and local schools to support the registration of the children.  Signposting is also provided to various networks that are available to support international recruits, both internally and externally.

2.7 Success
1. The health board has a 100% successful pass rate for the OSCE examination and no nurse or midwife has had to return home due to failure. 
2. Our OSCE programme is highly regarded in Wales and we have been awarded Regional OSCE Training Centre status. 
3. We have trained midwives for Cardiff & Vale HB, mental health nurses for Powys HB, and cancer nurses for Velindre NHS Trust.
4.  In 2024 we were winner at the Healthcare People Management Association (HPMA) Wales conference and shortlisted finalist for the HPMA UK awards. 
5. The retention rate of our internationally recruited nurse and midwives is very high at 94% demonstrating that they are likely to be enjoying the experience of working in Swansea Bay and are being well supported.

3. GOVERNANCE AND RISK ISSUES
There is no identifiable risk to the organisation raised in this paper. Work continues to ensure that IENs/IEMs are provided equal opportunities.

4.  FINANCIAL IMPLICATIONS
There are no direct financial implications for this paper.

5. RECOMMENDATION

The committee is asked to note this report and acknowledge and accept that the support provided to internationally recruited nurses and midwives in SBUHB is of a high standard and is adequate for their needs. Support requirements continue to be monitored.

	Governance and Assurance


	Link to Enabling Objectives
(please choose)
	Supporting better health and wellbeing by actively promoting and empowering people to live well in resilient communities

	
	Partnerships for Improving Health and Wellbeing
	☐
	
	Co-Production and Health Literacy
	☐
	
	Digitally Enabled Health and Wellbeing
	☐
	
	Deliver better care through excellent health and care services achieving the outcomes that matter most to people 

	
	Best Value Outcomes and High Quality Care
	☐
	
	Partnerships for Care
	☐
	
	Excellent Staff
	☒
	
	Digitally Enabled Care
	☐
	
	Outstanding Research, Innovation, Education and Learning
	☐
	Health and Care Standards

	(please choose)
	Staying Healthy
	☐
	
	Safe Care
	☐
	
	Effective Care
	☐
	
	Dignified Care
	☐
	
	Timely Care
	☐
	
	Individual Care
	☐
	
	Staff and Resources
	☒
	Quality, Safety and Patient Experience

	High standards of recruitment and good preparation of international nurses and midwives is essential to the quality of care delivered, ensuring safety and enhancing the patient experience. Staff need to feel well supported and have access to wellbeing services and staff development to ensure they can work at their optimum level. 


	Financial Implications

	There are no financial implications for consideration. 


	Legal Implications (including equality and diversity assessment)

	The only legal implications for this paper are the requirements for internationally recruited nurses and midwives to meet the standards set by the NMC for UK registration, and to meet the Home Office visa requirements for the right to work in the UK.

	Staffing Implications

	Without international recruitment into Band 5 posts the health board would have unfilled vacancies impacting on the variable pay bill. 


	Long Term Implications (including the impact of the Well-being of Future Generations (Wales) Act 2015)

	

	Report History
	No previous reports to note.


	Appendices
	No appendices or supporting information.
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