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Disclaimer

This presentation is based on research conducted to the best of the presenter’s abilities, 

acknowledging inherent uncertainties and limitations. The findings may be influenced by factors such 

as data quality, methodology, and interpretation, and do not guarantee real-world accuracy. 

The content is intended for informational purposes only and does not necessarily reflect the views of 

the British Medical Ultrasound Society (BMUS) or its affiliates. The presenter is responsible for 

ensuring objectivity and disclosing any relevant financial/industry interests. BMUS and its affiliates 

disclaim liability for any claims arising from this educational activity.



The Current Landscape

National challenges in sonographer recruitment
Increasing demand for ultrasound services
Retention becoming as important as recruitment



Recruitment Approach

•Honest conversations during interviews
•Clear expectations and role descriptions
•Highlighting flexibility and development
•Encouraging internal progression



Number of Staff WTE Band 8B Band 8A Band 7 Annex 21 of Band 7

            39          31.6                  2            25              12                       1



•Fully staffed team
•Very low turnover (mostly retirement)
•Mix of experience levels
•Strong culture of flexibility and  development

Snapshot of our department 







39 Staff

31 WTE 12 General 
Rooms

6 Obstetric 
Rooms

1 Supt.
2 Deputies

12 B7
25 B8a
2 B8b

DM01 
compliant 
for over 24 

months

Approx. 3000 
NOUS scans 
per month

Scan 7 
days per 

week

364 days 
per year



What Staff Tell Us They Value

•Flexibility in working patterns
•Predictability with room for personal choice
•Opportunities to grow and diversify skills
•Feeling supported and listened to.



Flexible Working Model

•7-day service with weekend TOIL
•TOIL used to extend annual leave breaks
•Long-day options for reduced commuting
•Individual rota discussions



Variety of Clinical Work

•Obstetrics
•Gynae
•General abdominal
•Emergency Department 
•Vascular
•MSK
•Head & neck





Training & Development

•In-house mentorship and peer learning
•Protected training time
•Access to external courses
•Support for formal qualifications



Supportive Team Culture

•Open-door management

•Regular informal check-ins

•Psychological safety for raising   concerns

•Celebrating small wins





Key Takeaways

•Flexibility is a major retention driver
•Variety prevents burnout
•Training builds confidence and loyalty
•Supportive culture reduces turnover
•Recruitment becomes easier when staff stay
•Don’t settle



Discussion

•Challenges

•Successes

•Ideas worth sharing



                  Thank you for listening. 
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