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  Executive Summary 
 

With vacancies in the health and social care sector in the 

UK reaching 105,000 in the year 2020/21, recruitment in 

the sector is an increasingly urgent matter.  

Challenges for employers, including lack of qualified staff, 

gender equality, perceptions of low pay, and a lack of 

information, work to hinder recruitment in the sector, 

although organisations can take steps to counter these 

through marketing, engaging with educational institutes and 

hosting recruitment open days.  

Major ways for employers to strengthen their recruitment 

processes for future hiring include ensuring the process is 

fully inclusive and accessible to all ages, genders, and levels 

of disability, through critical analysis of job advertisements, 

descriptions, applications, and interview processes. 

Employer branding is also a powerful tool in attracting 

suitable candidates, by identifying and highlighting the 

benefits that employees can expect via an organisation’s 

Employee Value Proposition (EVP). 

Digital recruitment processes can also improve the 

recruitment process, making it a more streamlined and 

efficient process that also delivers a better candidate 

experience. Technology such as digital ID, digital right to work 

checks, and digital DBS checks mean that recruitment 

processes are faster, less costly, and more secure. 
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The recruitment 

landscape for health 

and social care 
 

Recruitment for health and social care is a 

pressing issue – in the UK staff shortages in the 

sector have created 105,000 vacancies in the 

year 2020/21, according to the King’s Fund, with 

analysts predicting this number will only rise in 

the years to come to care for and treat an aging 

population.  

Therefore, recruitment in health and social care 

needs to be made a priority for organisations in 

the coming years.  

Just as important as hiring new employees, is 

that organisations are able to retain them. 

Statistics indicate that care roles in England 

alone, in the year 2020/21 suffered a 34.4% 

turnover rate, more than double the workforce 

average in the UK. 
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Employer Challenges 

Gender equality 

With so many jobs left unfilled, recruiters need to look at which demographics are not as 

yet engaged with the health and social care sector. According to recent research, only 

18% of the health and social care workforce are male, leaving a huge 82% of the current 

roles being filled by women. Old fashioned attitudes towards gender roles have firmly 

placed care work into the hands of women, and while the idea of “women’s work” is fast 

diminishing, unconscious biases and preconceptions around care roles such as nursing 

still remain.  

In order to encourage more men into these roles, then, it’s important that this societal 

stigma around male health and care workers is broken. Organisations can help to do this 

through their marketing and outward image, by ensuring that both women and men are 

depicted in care roles wherever possible. This can include on an organisation’s website, 

social media, leaflets, and posters. The more normalised men in health and social care 

roles is, the more likely it is that male candidates will see themselves in these positions 

and feel more confident in applying. 

Lack of information 

For many people, a career in health and social care can feel daunting, especially if you’re 

not sure what routes are available. For many, assumptions about academic achievement 

levels deter them from pursuing a career in the sector, thinking that most jobs require 

qualifications as doctors or nurses in order to be successful. 

However, by organising recruitment events such as open days and school visits that allow 

interested parties to meet people within the organisation, find out more about the 

different roles and the nature of the work, and learn about the routes that they can take 

to gain entry into the career path, you can encourage more applicants for roles in health 

and social care. 
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Lack of qualified applicants 

Many NHS trusts are working with schools and colleges to introduce learners and 

students to the variety of roles available in the health and social care sector.  

This helps to encourage students to choose health and care based training options, 

ensure that people of all demographics are made to feel like health and social care roles 

are possible for them, and increases the likelihood that future talent pools are always 

being filled with new, enthusiastic candidates. 

Pay 

With news of pay freezes and below-inflation pay rises for NHS staff, the idea that health 

and social care pay rates are low is widespread, which is likely to deter applicants. 

However, health and social care work can be incredibly fulfilling, full of variety and 

opportunities to learn, meet different people, and gain new skills and experiences. 

At a time when many people have used the COVID-19 lockdowns to re-evaluate their 

work life, emphasis is being placed more frequently on work life balance, job fulfilment, 

and job satisfaction, meaning that jobs that make a real difference to other people’s 

lives, like those within health and social care, can appeal to a wider candidate pool.   
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Encouraging 

inclusivity 
While inclusivity and fairness is always on a 

recruiter’s mind, sometimes exclusive practices 

can sneak in without being noticed. It’s always 

worth checking your process for any 

unconscious bias, exclusionary language, or 

inaccessible practices. 
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Encouraging Inclusivity 
 

While inclusivity and fairness is always on a recruiter’s mind, 
sometimes exclusive practices can sneak in without being 
noticed. It’s always worth checking your process for any 
unconscious bias, exclusionary language, or inaccessible 
practices.  

 

Exclusive practices can be quite subtle, so thinking critically 
and in detail about job advertisements, application forms, 
interview processes, and onboarding procedures including 
training and screening is important. 

Within job advertisements, it’s important to analyse job 
requirement information, to be certain that each requirement 
is essential for the role and to take into account different 
paths and life experience. 

For example, be wary of language such as “recent graduate”, 
as this can imply you’re looking for candidates who are young 
and have taken a specific educational route, which may 
exclude older applicants who have no formal qualifications 
but have years of volunteering experience behind them.  

Additionally, taking into account different educational 
equivalents from overseas is important so as not to 
discriminate against foreign nationals, refugees, or 
immigrants.  

The method of application can also exclude certain groups. 
For instance, British Sign Language users might not be as 
confident with writing personal statements and may need to 
submit a video instead. Interview situations might also need 
to be adapted for different needs, such as ensuring there’s an 
interpreter present, or that the interview room is wheelchair 
accessible.  
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Effective Employer 
Branding 
 

In order to recruit effectively, it’s important to 

ensure your employer branding is strong, and 

your organisation is seen as a desirable place to 

work.  
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What is employer 

branding? 
 

In simple terms, employer branding refers to your 

organisation’s reputation as an employer and its 

marketing and image of the employment experience. 

This can be affected by word of mouth from past or 
existing employees, how your organisation presents 
itself to candidates and new employees, and what you 
offer in terms of experience, opportunities, and values. 

In order to recruit effectively, it’s important to ensure 
your employer branding is strong, and your organisation 
is seen as a desirable place to work.  

There are a number of things that organisations in the 
health and social care sector can do to strengthen their 
employer brand. 
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Effective Employer Branding 

There are a number of things that organisations in the health and social care sector 
can do to strengthen their employer brand.  

 

Identify Your Employee Value Proposition (EVP) 

An organisation’s employee value proposition (EVP) refers to the core benefits that 

are offered to employees. This can include training opportunities, flexible work 

schedules, company culture, uniform, access to a company car, and any other 

employee perks or benefits that come with working for the organisation.  

Your EVP forms the centre of your employer brand as a powerful tool in attracting the 

skills and people you need. It’s a good idea to pinpoint exactly what your EVP is, which 

in health and social care settings can include a varied workday, flexible hours, and a 

fulfilling role that makes a difference. 

Honesty is the best policy 

While it might be tempting to exaggerate to attract the best talent, overselling your 

organisation’s EVP can often lead to higher staff turnover, as new employees find the 

reality of the role is very different to what was advertised.  

Being honest about what employees can expect and the benefits that you offer them 

means that candidates can be fully aware of exactly what they’re signing up for, and 

are therefore more likely to stay with the company for longer, as well as refer friends 

to apply, too. 

To gain an honest picture of what it’s like to work for your company, ask your existing 

employees to feed in, and ask how they perceive the company values, culture, and 

how the organisation can most honestly present itself to candidates. 
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Build a brand 

Once you know what your offer to employees is, it’s time to think in more detail about 
how to present the organisation to candidates. This includes the sort of imagery you 
use, the tone of voice and language you use, even down to the colours and fonts you 
use.  

Make sure that your brand works well with your EVP. For instance, if you’re 
emphasising the friendliness of the team and the informality of the workplace, it’s 
better to use more informal, chatty language as opposed to an overly academic tone. 

Be visible 

Choose where you advertise your vacancies carefully, as being visible in the right place 
can provide you with a talent pool full of the skills and values you need.  

Ask your existing teams how they found your organisation, and conduct research into 
the different platforms that might be a good fit for your job advertisements. This could 
be social media platforms, job sites, billboards, or flyers. Be mindful that the 
placement of your advertisements is important as it can affect how your business is 
perceived – make sure online ads are placed on reputable sites only for example. 

Be responsive 

Monitoring your ads is just as important as posting them in the first place. If you 

advertise on social media, for example, you may receive comments or reactions from 

users of that platform, and how you respond also feeds into your employer brand. 

Make sure you are timely in responding, and maintain the same tone of voice as 

elsewhere in your branding. 

 

 

 

 

 

 

 

 

 

 

 



12 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 
 
 
 
 
 

 

 

Digital recruitment 

processes 

Digital recruitment processes have been gaining 

traction in recent years, with the changes in 

legislation surrounding the use of digital ID for 

right to work and DBS checks, as well as the 

development of sophisticated AI technology. 

For many businesses and organisations, these 

developments are transformational for how they 

conduct their onboarding and screening processes, 

and many are seeing benefits including streamlined 

processes, enhanced security, and improved 

candidate experience. 
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Digital recruitment processes 
 

Digital ID 

Digital identification checks replace the requirement for recruiters to handle physical 

identification documents. Instead, digital ID, DBS, and right to work verification can be 

provided via custom-built technology platforms.    

Though many businesses have been using this technology for some time to enhance the 

standard of their existing checks, in some cases Identification Verification Technology 

(IDVT) needs to be carried out by certified service providers to ensure the checks meet 

the required levels of integrity and security. 

Certified ID Service Providers (IDSPs) can work with employers to carry out digital 

identity checks on new employees, as long as they hold an in-date valid British or Irish 

passport (including Irish passport cards).  

Using IDVT, the process of confirming a new employee’s identity for right to work or DBS 

checks is accelerated, made more efficient, and provides a better experience to 

employees and recruitment staff. 

Security and integrity is enhanced, too, meaning employers are at a minimised risk of 

falling foul of employment laws. 

 

Right to Work 

In order to maintain compliance with employment laws, employers need to carry out 

right to work checks on every new employee that joins the business under contract as an 

employee or apprentice. 

With digital ID, instead of the need for employers to physically obtain original 

identification documentation and arrange in-person meetings to ascertain that 

documents are both genuine and belong to the employee in question, employers can  
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now work with an IDSP to confirm the identity and right to work of an employee.  

New employees can upload an image of their ID documents to the IDVT as well as a live 

video image of themselves, and using Artificial Intelligence and data powered technology 

the IDVT can confirm the identity of the employee to certain degrees of confidence.  

For right to work checks, the use of a certified IDSP is not mandatory, but it is highly 

recommended, as certified providers have been shown to meet certain standards set out 

by the Home Office.  

 

DBS Checks 

In health and social care, many roles require employees to undergo enhanced police 

checks, including a search of local police records, as well as a search of children’s and 

adults’ barred lists if the job involved caring for, supervising, or being in sole charge of 

children or vulnerable adults.  

For DBS checks, the use of a certified IDSP is mandatory, in order to ensure that the 

company is providing a service level that meets DBS’ standards for identity assurance, as 

certified by UKAS.  

Certified companies will also need to have appropriate security management systems 

that meet industry standards to ensure personal data is kept safe, meaning candidate 

information is safe. 

 

Fairness 

Digital hiring is faster and delivers benefits to employers, but in order for it to be adopted 

as the new hiring method, it also needs to be fairer and safer. 

One in five candidates do not have a valid passport or visa, meaning 20% of the work 

seeking population will only be able to gain employment via in-person meetings to 

confirm their identity for right to work screening. This statistic is taken from the UK as a 



15 

  

   

whole, but census data shows that the number of people without ID that can be used 

with IDVT increases with the distance from London, and in unemployment black spots 

can be as high as one in three.  

This has the potential to lead to a 2-tier employment market, where employers prioritise 

candidates who are in possession of a valid passport as it makes their hiring process 

quicker and less costly. It’s therefore important that the developments in digital hiring 

processes and the practices adopted by employers do not discriminate against those who 

are either without an in-date passport or unable to interact digitally.  

In response to this the Better Hiring Institute has created the Blueprint for Better Hiring, 

which looks at each stage of the hiring process and works to make them fairer and safer.  

Additionally, DBS are undertaking research and analysis to understand more about the 

people who do not have valid ID and find ways to support them to be able to verify their 

identity in other ways.  
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Future developments 

 

Digital Careers 

A tool that allows jobseekers to build a digital career history, using bank payment details 

to verify employment history, meaning that new employees can begin work pending 

references while employers can be sure of their honesty. 

 

Digital Credentials 

A system whereby proof of qualifications and training is digitised, meaning that 

employers don’t need to rely on easily reproduced paper certificates to substantiate a 

candidate’s qualifications.  

 

Digital Driving License 

An alternative form of digital ID that can feed into the digital hiring process, set to come 

into play in 2024. 
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How can we help? 
 

Reed Screening are experts in both the NHS Employment Check Standards and the Care 

Quality Commissions’ expectation of employment checks (including Disclosure and 

Barring Service checks). Working with NHS Trusts, private healthcare, and local 

authorities, we understand the importance of keeping organisations, service users, and 

the public safe.  

With over 60 years of experience in recruitment, and over 10 years’ experience as screening 

specialists, Reed Screening is ideally placed to advise your health and social care organisation on 

the best way to ensure that your recruitment processes are beneficial to your company’s 

performance. 

At Reed Screening, we’re dedicated to making the recruitment journey as smooth as possible for 

both employers and candidates, to help our clients source and retain the talent they need. Speak 

to our team today to find out how we can streamline and enhance your recruitment journey. 

 

 

At Reed Screening, we’re dedicated to making the recruitment journey as smooth as possible 

for both employers and candidates, to help our clients source and retain the talent they need. 

Speak to our team today to find out how we can streamline and enhance your recruitment 

journey. 

screening.enquiries@reed.com  

0161 244 9066 

reedscreening.com 

 

 

RECRUITMENT AND 

SCREENING EXPERTS 

We have over 60 years’ 

experience in recruitment, and 

in 2019 we carried out over 1 

million checks. Our service is 

built for scale, no matter how 

many candidates you’ll be 

welcoming on board.  

 

 

THE UK’S FASTEST 

SCREENING, 24/7 

Our 24-hour screening team of 

over 160 employees is proud to 

provide the UK’s fastest pre-

employment screening service, 

offering 8-day turnaround 

across over 500,000 checks. 

 

BUILT AROUND YOUR 

CANDIDATES 

Candidate experience is at the 

heart of what we do. We deliver 

an efficient and flexible 

screening process that reflects 

your employer brand and 

integrates seamlessly with your 

recruitment process. 

 


