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Recruitment and Retention of Health Care Providers and
Public Service Sector Workers in Remote Rural Areas

RECRUIT
& RETAIN

Recruit and Retain is a Northern Periphery Programme (NPP) project supported by matched funding a nd the European
Regional Development Fund. It sets out to find solutions for the persistent difficulties in recruiting and retaining high qua lity
professional people to work in the public sector of the remote rural areas of Northern Europe. Eight partners from eight

countries (Canada, Greenland, Iceland, Ireland, Northern Ireland, Norway, Scotland and Sweden) with NHS Western Isles
in Scotland acting as Lead Partner, having been working on the project since June 2011.

The project has 2 components:

A The core project which addressverkersi ssues related to hea
A A parallel and concomitant strategic component which
application in the wider public sector.

Recruit and Retain established its own database by getting
information in 3 forms:

. . ) “VIEs Northern business
1. Optamlng status reports from each country which communication professionals
describe the geography, demography, the local health tibogior oppartinities r’ural o
care organisation, training and education, recruitment COMMUNILY i formation management
and retention and prgwde information on an adjacen t retaln l{.h‘il.;\lff‘-\lf»}“‘y care impact
urban area for comparison. wallable social .. health
2. Responses to an online questionnaire exploring what partners quyality reC]{'LIlt project support
attracts people to remote areas, what deters them and e “’{l‘"j‘j'l“““;g"“ education
what causes them to leave. The questionnaire was partner SEIVICES TP ¢ strategic
i i transnational ploy
completed_by over 5,000 people working in rural and wn products ‘devel‘opmeu’t
urban settings. | t has been reported on by the RHA - p P TR e
University of Akureyri Research Centre. sustainable solutions remote
3. From over 70 structured in depth interviews in seven of partnership "ot developed
the partner countries.
Details of these are publicly available and can be found on the project website (www.recruitandretain.eu ); the

information from them is used as an evidence base to support the design and development of products and services to
address ways of improving recruitment and supporting retention.

These products and services deal with both professional

and work related issues and domestic and social
Three Elements Four Pillars concerns. To this da te 29 different products and services
have been designed and developed and many have
undergone piloting in a healthcare environment; their
scope is depicted in the diagram.

This work is monitored by an Internal Product and Service

Recruit and Retain Evaluationgro up (| PSEG) to ensure i
o e - the'projec':tﬁs.standards.'A we
o ks 5 o< : to deliver local information on career and job
= é’ é s g% %_g opportunities and provide access to local material
Eg §§ § § 2 E relevant to those considering a move from an urban to a

rural environment; in addition it opens gateways to
databases of public service sector jobs to be found within
the partners areas.

Once completed at the end of June 2014 Recruit and Retain will have produced a business model to be used as a whole or

in part by managers and employers of the public sector in remote rural areas. The transnational, cooperative and synergistic
approach to fashioning a coordinated collection of interlinked solutions will produce a unique package known as the

Recruit and Retain Business Model.



RECRUIT & RETAINIPRODUCTS & SERVICES

The product s and services developed by the Northern Periphery Programme project Recruit and Retain
provide a series of defined, developed and piloted solutions to issues identified as i mportant by the evidence
base, derived from a set of partner status reports, an online questionnaire and a series of structured
interviews.

The individual fact sheets describe the background of the product or service, why it has been developed,
the development process and it gives details of what the product or service actually is and how it can be
accessed and used.

All products and services are open access and free to use, there are no intellectual property or copyright
issues which prevent their use by any other party . The majority of the solutio ns were developed in partnership
across the project 8 the contact details for the lead partner for each solution is identified on each fact sheet.

Further information relating to the Recruit and Retain project and its outputs are to be found on the website:
www.recruitandretain.eu

The fact sheets are divided into groups:
1. Advertising and Marketing
2. Administration and Organisation

3. Professional support

a. Service delivery
Infrastructure
Education and training
Career development
Support

®oo0o

4. Domestic and Social Support

5. The Web Tool


http://www.recruitandretain.eu/

RECRUIT & RETAIN | PRODUCTS & SERVICES

ADVERTISING & MARKETING

The following fact sheets indicate how simple information booklets and promotional films (videos) provide
information about an institution and its area. This is taken further by demonstrations of how to provide
information about work and living opportunities to people early in their careers, thus introducing the possibility
of remote rural working as a potenti  al career objective. A description of urban/rural exchanges takes this one
step further with a practical demonstration of the possibilities that exist in the remote and rural environment.

A description of change in advertising strategy from the traditiona | ddselling the 1ife st)
be great to come and live in this wonderful aread to a
are proud of and we need staff who have the ability to meet the challenges of this unique enviro nment. This is

presented along with details of a course specifically designed to equip people with an easier and more
effective way to write good and effective job advertisements.

1 Information booklet

1 Promotional films

1 Introduction to rural medicine for students and i nterns
i Presentation toi nterns

1 Exchange programme for health p ersonnel in general practice in remote rural
areas

1 Advertising ¢ ampaign businesscase

M Job advertisement course



Background

These information booklets have been written to  provide local useful information to people who are new to a
rural area or who are still considering the move . The aim of these booklets is to give an honest portrayal of rural
life with examples of the opportunities existing there.

Development Process

These booklets were designed in response to results gained
from surveys and semi -structured interviews with  health care
professionals.

The booklets were created collaboratively with Recruit and
Retain project partners and external experts.

Each booklet has the same objectives but content differs to

be locally relevant. Therefore research into content was varied
according to the needs of the partner . The booklets were then
trialled and further edits made to meet requirements.

Product Description

These booklets contain general information
about what it is like to work and live in a rural
area and how it can differ from life in an
urban area. In addition social information
like sports clubs, wildlife watching and local
bar and restaurant details is included.
Material about schooling, childcare services
and access to healthcare and public
transport is presented.

Benefit and Dissemination

These booklets provide valuable information about working and living in a remote and rural area targeted not
only at health care professionals but the wider public sector . The information can be used as part of an
induction pack or as a promotional tool at events .

The booklets are currently being disseminated in partner regions at relevant organisations and events, and are
available electronically from www.recruitandretain.eu

Contact: David Heaney | 0044 (0)1463 255 892
University of Aberdeen, Centre for Health Science, Old Perth Road, Inverness IV2 3JH



Background

Marketing of the Northern Periphery Areas as attractive places to live

and work is necessary to spread awareness to potential rural
employees. The aim of these recruitment films is to promote and portray
rural life and show job opportunities in the various partner regions.

Development Process

I n response to the projectds data co
employees want more positive marketing and information of what it is

like to live and work in rural areas in order to inform their decisions to
relocate, Recruit and Retain project Partners have produced a number

of short films aimed at promoting the benefits of living and working in

their rural areas.

The films were released for initial piloting in late autumn 2013. The
Norwegian film had over 1,000 viewings in the first week and the film has
now been embedded in online job advertisements in the Health trust.

Some partners have produced several films focusing on different themes.

A full assessment of these films will require a long term perspect ive to
gain knowledge of the actual effect they have had on recruiting new

staff.

Product Description

These short films emphasize why health care professionals have chosen
to work in rural areas and what motivates them to stay. They also focus
on what rural life can offer and the career opportunities available for
health care profes sionals especially in smaller work places as opposed
to larger urban hospitals. Some films have subtitles in different languages
and also a version for hearing impaired people.

Benefit and Dissemination

The films are all available at  www.recruitandretain.eu , partner web sites,
the Swedish web tool www.uinorth.se and also through other media
channels in collaboration with external partners. They have also been
widely spread through social media, such as YouTube, and have been
used as promotional tools at recruitment fairs and presentations for
students.

Contact: Finnmark Hospital Health Trust, Sykehusveien 35, 9613 Hammerfest, Norway
eilert.sundt@finnmarkssykehuset.no


mailto:eilert.sundt@finnmarkssykehuset.no
http://www.uinorth.se/

Background

In Sweden there is a significant lack of general practitioners in rural Unik erfarenhet,

areas. During medical training students receive little to no contact with att ha nytta och gléddje av
hela din yrkeskarriér!

medicine in rural areas. A great number of Swedish students study
medicine abroad. They have weak clinical experiences and
connections to Swedish health care culture.

Vagar du testa
glesbygdsmedicin?

Development Process

An early presentation of rural area medicine with its width,
responsibilities, influences and possibi lities can awaken interest in this line
of work. Activities aimed towards overseas educated medical students

have been requested by the Medical Students Union Abroad (MSFU). A
few young doctors from Va&@sterbotten
congress wi th the offer mentioned below.

Asele sjukstuga erbjuder ett
brett register av sjukvard och

ipti lig handledni
Product Description prrvoriy Waniedeing v

A group of students/newly educated d
work in one of the health care facilities in Vasterbotten midland with
continuous availability of an experienced rural physician as supervisor.
The students are offered to share accommodation and social activities,

hobbies and presentation of the community takes place collectively.

Benefit and Dissemination

As of the summer of 2014 five doctors that have undergone their education overseas have been recruited to
the rural area with a potential for more to be employed.

The offer is available at  www.uinnorth.se

Contact: AKMC, Umed University Hospital, Sweden


http://www.uinnorth.se/

Background

Rural medicine is characterised by versatile health care assignments,
responsibility and social awareness. For students nearing the end of their
medical training and for general practitioners, working as an intern in a

rural area is a superb opportunity to fully utilise the full width and
breadth of their e ducation.

Development Process

We interviewed general practitioners, both young and older, to find out

why they decided to live in a remote area. The results from these
interviews, in conjunction with the Recruit and Retain data collection,
showed that many of the reasons for these deci sions are unknown, often
chance and coincidence play a crucial part in influencing choices of
where to live and work.

Product Description

Students early in their careers are often easier to influence than older
workers when it comes to decisions such as areas to live and work. In
order to do this effectively they require adequate information about the
career possibilities of working in rural medicine, the type of work and just
as importantly 9 information about the social asp  ects of the area.

A good way of presenting this information is by interviewing and filming
doctors already living and working in the area. We have developed a
number of films that present the rural area, the work, recreational
activities, the rural commu nity and the possibilities they offer to the
young student.

The films and interviews were made with aid from Upper Secondary
School film students in the area.

Benefit and Dissemination

HIms and additional information is available from the web tool : www.uinnorth.se

UlnNorth har laddat upp ett videokl

Contact: Centre of Rural Medicine, Backgatan 2, 92332 Storuman, Sweden



Background

Todaybds doctors have a wide range of ot
a challenge to recruit and retain key health care personnel in remote rural
areas. In comparison to urban areas the opportunities for networking,

exchange of experience and knowledge, education tailored for the setting is
limited in remote rural areas. To attract new key personnel and to stimulate
those who already work in remote rural areas we need to develop other ways
to achieve t his. One way is participation in exchange program me s.

In order to advertise and promote the opportunities for those working in remote

rural areas it is necessary to emphasis e the positive aspects of workingas GPi n
this challenging environment. Particip ants in the exchange programme find
ways to reduce professional isolation and expand networks which provide
additional stimulation to work in remote rural areas.

Development Process

Participants were sought from resident doctors in family medicine in remote rural areas. Three resident doctors

in family medicine from Sweden and one doctor from Ireland participated. The exchanges took place in 2013
and varied from four days up to two weeks. The participating countries were Canada, Ireland, Norway and
Sweden. The preparations were made predominantly by e -mail and telephone.

Benefit and Dissemination

After the exchange the participants completed a written evaluation form. They said that the exchanges were

inspiring; they felt encouraged to keep working in rural areas. They got new ideas about how to develop the ir
practice back home and they also wrote that they came home with new perspectives. Where the exchange

had been bilateral the networking was more prominent.

Reports of the exchanges can be found on the Re cruit and Retain project website:  www.recruitandret ain.eu

Contact: Centre of Rural Medicine, Storuman, Sweden
glesbygdsmedicinsktcentrum.storuman@vll.se



Background

Recruitment of professionals to Greenland has been a long term
challenge. Historically Greenland has relied on short term staff as
recruiting to longer term positions has proved very difficult. Prev
recruitment campaigns focu sed on the arctic experience, wildlife,
icebergs and adventure; this had the effect that employees came for
adventure and not always the job.

ious

Our aim no w is to change this focus & to attract employees for the
unique set of skills they possess, rathertha n j ust o0sellingé
new message is that as a healthcare organisation we are proud of our

work and our staff, who have the ability to handle the challenges of this

unique rural area. The outdoor adventure vision also provides positive
person al and professional challenges that working in a remote and rural

area bring you.

Development Process

Evidence gathered from the Recruit and Retain questionnaire and
interviews shows a bias against working in rural areas for professionals

who want to pursue a career and de velop professionally. In order to
combat this prejudice , rural organisations must promote the unique set

of skills needed by their staff in order to be a specialist in the rural area.

We rebuilt our marketing strategy, removed the beautiful settings from

our advertisements and replaced them with statements from our staff.

The statement s al |l carry t he messac
chall engeb6. Short films have beet
The message is that it is not a pause in a career to work in a rural area it is

a stepping stone. This is a place where we expect you to perform and
develop.

Product Description

Posters, advertisements and recruitment short films in all staff categories.
All job advertisements have been updated with the same vision. At job
fairs this makes us stand out from other private employment agencies.
Films and posters can be seenat  www.gjob.gl

Benefit and Dissemination

This approach has been piloted for a year, and is being evaluated with
new starts and current employees. The evaluation shows that although

we cannot always compete with salaries the strategy enables us to be
aggressive in our marketing o with very good r esults.

Further information about the marketing strategy is available from
www.recruitandretain.eu

Contact: Department of Health and Prevention, Personaleadministratione

personale @peqqik.gl

This ad shows a nurse who first worked in a |
month vacancy. Later she came back for a
permanent position.Why? Because in
Greenland you can influence the decision
makers and help shape your work life

Greenland is one of the best places to learn
medical staff. You are challenged daily and €
a part of a professional natork that defies
geography and borders. Here challenges are
converted to learning and experience. Anrge
Marie Ulrik. Executive Medical Officer

“skulle man skrive en bog: +20 st d bor besage,
for du der,« burde Grenland absolut vaere ét af stederne.
Som kege | Granland siden 2002 er det uforstaeligt, at der
ke er mindst 10 ansogere tl de opslaede ledige stlinges.
Det ef en aplevelse for fivet”

9EFYLX S 2F 2ftR YINJ]Si
had 20 places you should visit beforey die ¢
DNBSyftlyR &aK2dZf R 68§
to catch seasoned specialistsbut this is often
short term employees.

n, 3900 Nuuk, Greenland


http://www.gjob.gl/

JOB ADVERTISEMENT COURSE: NORWAY

Promotion | Advertise | Course | Job | R

ecruitment

Background

This is a course aimed at managers who are responsible for recruiting and hiring new staff and to equip them with
an easier and more effective way to write good job advertisements.

The course focuses on
attractive place to live and work.

Development Process

Benefit and Dissemination

After the pilot, elements of the course have been
implemented in a new electronic recruitment system
OWebcruit erhas proven o tbe an easy and
efficient tool to hel p managers in producing
customis ed job adverts. The new online job ads also
include the Norwegian promotional film from Finnmark
Hospital Health Trust as supplementary marketing
material to highlight the ru  ral areas.

The course is in Norwegian and the powerpoint
presentation can be downloaded from the Recruit
and Retain website : www.recruitandretain.eu

An English description of the course elements is also
available. The evaluation is ongoing and will require a
long -term perspective.

spreading

more awareness of how we

It is usually acknowledged that health care personnel
tend to have wider career opportunities in urban areas
compared to smaller remote and rural areas.
Recruitment of qualified staff can therefore be a
challenge as employers wish to attract applicants from

both urban and rural areas thus and therefore require a

strategy to ensure that their key message ha s a wide
scope.
This job advertisement cour se is designe

n
tell 6 by using existing job
we can improve them by using a more targeted
approach towards those we want to recruit. The aim is

to show how a good recruitment p  rocess starts with a
good text.

By drawing attention to how we convey and
formulate our key message in written job ads to
enabl e
from

the employing organ
the crowdod, the cour
more positive and oOselling
qualified applicants It also highlights all the
positive benefits of choosing a career in a rural

area.



http://www.recruitandretain.eu/
http://www.recruitandretain.eu/
http://www.recruitandretain.eu/
mailto:marianne.vanem@finnmarkssykehuset.no%7C
mailto:kenneth.grav@finnmarkssykehuset.no

RECRUIT & RETAIN | PRODUCTS & SERVICES

ADMINISTRATION & ORGANISATION

An essential but proactive, simple and practical key to the recruitment planning process is the Yearly Wheel -
this describes recruitment activities throughout the year and provides focus for management and staff on what

needs to be done in the days ahead. Information from the Recruit and Retain questionnaire and structured

interviews indicated the need for both recruitment and relocation officers and details of business cases for

these posts are described. Incentives for recruitment have been used in the past with varying success but a

novel approach which fiemed ufdeers motdb samglny otnhe person empl o
a successful recruitment episode has been used to good effect.

1 Yearly wheel
I Relocation officer business case
1 Recruitment officer

91 Sign on fee

12



Background

The Greenl andic, Norwegian and Scotland (Western Isles) partners all have experience in participating at student
fairs and recruitment events. The organi  sation of these events has nevertheless been challenging as no dedicated

staff member has had the assigned responsibility. A more systematic approach to recru itment and retent ion in the
employing organis ations would help to support more effective recruitment of new staff.

Development Process

The yearly wheel is a tool designed to describe recruitment
activities. Evidence from the Recruit and Retain questionnaire
and the interviews showed the need for links with training
bodies to promote career possibilities in rural areas to students.

By participating in regular recruitment act ivities each year the
employing organis ation can focus on recruitment with a long -
term perspective to encourage and motivate school pupils

and students to consider a career in health care in rural areas.

By defining both the planned activities and the key personnel
who work as ambassadors to carry them out, the Yearly Wheel
encourages staff to promote their colleagues and work places.

The activities include regular annual presentations to nursing
and medi cal students at Tr omstRol
groupso aimed at promoting care
Trust to Upper Secondary school pupils, participation at
recruitment fairs etc. The Human Resources department works
closely with clinical managers to agree on which recruitment
activities shall be the active components of the yearly wheel.

The Finnmark Hospital Health Trust has also allocated a
separate budget for the yearly wheel in the HR Department

and in that way defines recruitment as a prioritised field in the
organis ation.

Benefit and Dissemination

The yearly wheel has been a welcomed initiative at the Finnmark Hospital Health Trust showing a more proactive

strategy to work with recruitment towards defined personnel groups. It also enables more employees in th e
organis ation to be actively engaged in work force planning and recruitment work which is deemed as a necessary

factor to ensure a successful outcome. The yearly wheel is evaluated 1 -2 times per year where the effect of the
recruitment activities is scrutinized a  nd potential new ones are considered.

Further information on the yearly wheel can be found at : www.recruitandretain.eu

Contact: Finnmark Hospital Health Trust, Sykehusveien 35, 9613 Hammerfest, Norway
marianne.vanem@finnmarkssykehuset.no| lena.nielsen@finnmarkssykehuset.no


mailto:marianne.vanem@finnmarkssykehuset.no%7C
mailto:lena.nielsen@finnmarkssykehuset.no

Background

The relocation officer business case is intended for potential funders and health authorities. It explains what a
relocation officerds mai n r e squldesimbldamentet.{herebcation afficenwowld ke h e
a point of contact for all potential and new staff across the public sector.

They would help a new employee settle in to an a rea socially and professionally by  signposting them to relevant
information. Furthermore they would act in an advisory role to employers at all stages of recruitment, including
the creation of job descriptions, person specifications and the  induction proce ss.

Development Process

From evidence gathered during the Recruit and Retain
project the need for a relocation officer role was
highlighted and a business case for this sustainable
solution developed.

The business case is applicable across the public sector
and throughout the different countries. The case

specifies the officer & role and the organisational
implications of this de velopment.

Product Description

The business case includes; a summary of the service proposed, the current situation, the potential benefits to
staff, the technical and staff requirements, the results of the evaluation, the potential impacts of the
development, projectedt imescales, legal, ethical and social issues, cost implications and a full SWOT analysis.

The business case has been presented to a multi  -agency group including stakeholders from health and fire
services, local council and an economic development agency.

Benefit and Dissemination

The main benefit of this innovation is that the early development work has been completed. Potential funders
can easily evaluate the applicability for their organisation. Significant additional benefits of the relocation
officer role are detailed in the business case.

The business case is available to download via the Recruit and Retain project website:
www.recruitandretain.eu

Contact: David Heaney | 0044 (0)1463 255 892
University of Aberdeen, Centre for Health Science, Old Perth Road, Inverness V2 3JH



