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health care provision in the in the UK; local policy and practice; and updating in any

required areas.’’ 7KH FOLQLFDO SODFHPHQW PHDQV LW LV SRVV
clinical competence under supervision, and ensure that they are able to deliver safe

and effective care. In addition, employHUVY PD\ DOVR SURYLGH DQ p
programme, however this is not part of NMC regulation.

According to Zizzo & Xu (2009), which reviewed 20 post-hire transitional
programmes, the UK appeared to be the only country where these types of
programmes are involuntary or required by government. Even where an overseas
nurse may not be required to undergo the supervised practice period, the RCN has
recommended that employers provide a general induction programme to UK life and
culture.® This should include: information about the local area; including such things
as how to register with a GP; local places of worship; local shopping; information
about staff; and professional and cultural associations which may provide further
support to overseas trained nurses.*® Such investment can assist the host country in
fully capitalising on the skills the overseas nurse brings:

H,QYHVWLQJ WLPH DQG UHVRXUFHV LQ WKH RULHQWDWI
nurses can offer managers the opportunity to benefit from the many qualities that
PLJUDQW QXUVHV EULQJ WR ¥ KHDOWKFDUH VHUYLFHVY

It is important to be clear about terminology. As discussed previously, there is some
DPELJXLW\ DV WR HDFK FRXQWU\TVY WUHDWPHQW RI DQ puLQ
nurses. The terminology for programmes in Australia, New Zealand, US and Canada

fluctuates around the use of bridging, transition or adaptation programmes. Canada,

for example, focuses more on pre-hire bridging (or upgrading) programmes for

overseas trained nurses.** In the US most employers require overseas nurses to
SDUWLFLSDWH LQ WKH VDPH pRULHQWDWLRQY SURJUDPF
domestically educated).*” AOWKRXJK PRVW FRXQWULHYV KDYH D IRUF
SUDFWLFH SHULRGY WKHVH SURJUD P-Rbistrailod stagglRzd QHFH V)
there is little information around the effectiveness of these programmes.*?

Additionally, the concerns raised are generally more around the assignment of
mentors; whether there are enough staff to assist; adequate training for mentors to
ensure consistencies; having sufficient time between other clinical commitments; or
potential margins for error.
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JRU WKH 5&1TMV IXOWRUHU&RWVHRQV XO W DPl#ater Qee:
http://www.rcn.org.uk/ data/assets/pdf file/0009/546579/81.13 RCN Response C
ompetency testing for overseas trained nurses and midwives.pdf.
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