Using Research in Human Resources		Shelley Dony 1810449

Qualification: 		CIPD Level 5 Diploma in Applied HR 
Module:                	Using Research in Human Resources
Assignment:                Activity 2
Word Count:		1937

Name:                        	Shelley Dony
Student Number:        	1810449 
CIPD Number:	53274174

By signing below, I confirm that the work/evidence presented is my own, unaided work.  I understand the regulations pertaining to candidate malpractice and the action that may be taken as a result.

Signed:   [image: ]











Recruitment of Male Nurses: issues in discrimination or culture?


Executive Summary 
[bookmark: _GoBack]The issues in recruitment of nurses, male nurses particularly, not just a problem in Hywel Dda University Health Board, nor in the UK, but worldwide.  Limited studies have been carried out to ascertain why this is the case, though a number of themes are common, including negative public perception and negative staff attitudes (Williams & Heikes, 1993; RCN, 2018; Triggle, 2018). Responses from male nurses issued with questionnaires within the Health Board showed similar themes, with all replies suggesting that the decision to train as a nurse came later in life, and not when a youth.  
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Introduction                                                          
Attracting potential employees and the selecting the right individual for the workforce is an important aspect of recruitment and selection (Wilkinson & Taylor, 2016).  However, various surveys reveal that, not only are there ongoing issues and issues relating to Brexit, but that more vacancies are hard-to-fill (CIPD, 2018). 60% of these jobs are hard-to-fill due to lack of skills/qualifications, and 40% due to non-skill reasons – motivation, location and/or transportation, organisation reputation (CIPD, 2018).
Hywel Dda University Health Board (HDda) looks after patient needs for the population that resides across three rural counties – Pembrokeshire, Carmarthenshire and Ceredigion (HDUHB, 2019).  HDda are not exempt from the recruitment issues experienced by all public sector organisations in the UK.  Nor are they exempt from the recruitment issues of nurses, and male nurses in particular, experienced across all Health Boards and Trusts in the UK.
The overall aim of the project is to identify some of the reasons as to why there is a shortage of male nurses within the Health Board and to recommend actions to take to help resolve the issue.
Objectives for the project are 1) Identify status within the Health Board of male nurse employees; 2) identify possible reasons for the issue; 3) critically analyse recruitment issues; 4) develop a plan of recommendations to be carried out within the Health Board to alleviate the issue.




Literature review                                                   
Recruitment can be seen as the acquiring of the right individuals with the right skills at the right time for the right salary (Brown, 2011).  Equipping the organisation with the right employees can increase organisational performance and ultimately to its success (CIPD, 2019).
Various organisations follow various recruitment processes, however, most usually include defining the job role needing to be filled, using methods of attracting individuals, managing the selection process and finalising the new appointment of the successful new employee (CIPD, 2019). Recruitment is influenced by many internal and external elements, both positively and negatively, including the organisation’s recruitment strategy and the external labour market (CIPD, 2019).  While there have been many studies into the wider issues of recruitment and selection, the number of studies into male nurse recruitment appears to be considerably lower.    
NHS Employers have been looking into the issues surrounding nurse recruitment and how various routes could assist in solving this issue (NHS Employers, 2018).  However, no study has been done on how to resolve the issue of why this issue exists. 
Although it has had media coverage, there are only a small number of studies out there that look directly at the issue of a lack of male nurses.  It is suggested that there exists a stereotype that nursing is a woman’s job (S.C., 2018).  There may be many reasons for this: historically it’s been a woman’s job; the Royal College of Nursing would not accept men until 1960; the media have often portrayed nurses as being the female assistant to the male heroic doctor.  Also, what may shock people, is that 60% parents admit that they would not be proud if their son became a nurse (S.C., 2018).  These influences could produce a negative perception on male nurses.   One reason that the nursing may still perceived as a feminine profession could also be due to the role titles ‘matron’ and ‘sister’, with caring viewed as being ‘unmanly’ (Wood & Souter, 2018). Though it is important to note that these claims appear anecdotal as they have not released evidence to support this.  
As well as a negative perception external to the Health Board, studies suggest that one could also exist from within the organisation, from the time during training and working with colleagues.  At Sheffield Hallam University a support group ‘MINT’ (Men In Nursing Together) to support their male students through, what has been claimed to be an “isolating” time within the programme (Wood & Souter, 2018).  However, this does not answer the question of why they should feel isolated; why are there so few men on that programme?  Sheffield Hallam are not alone. 
Williams & Heikes have shown to suggest that there may be a cultural sexist attitude between doctors and nurses that exists within health care organisations, while others claim that a number of professionals within the Midwifery Services don’t feel that men should be midwives at all (though this cannot be substantiated) (Williams & Heikes, 1993; RCN, 2018; Triggle, 2018).  
While there have been no studies on the gender bias in the hiring process specifically on male nurses, studies suggest that bias can arise from judgements of characteristics made about the job role and the person applying, and the NHS process are not immune to this either (Wietrak, 2018).  
From the studies and articles researched, it appears that there is a prevalent attitude towards men in the nursing profession that seems to be historical.  However, there is limited tangible evidence of this, presumably as it’s a relatively new issue due to various equality issues now coming to the fore.   Many questions do arise from this, including, how far reaching are these negative attitudes?  Is it contextual – relating to specific services only?  Is this just a recruitment and selection issue, or a discrimination issue?  
The themes brought out in the literature review are wide ranging and require different studies to test different themes.  This study will not be able to focus in on all themes brought out, but will cover a broad overview.

Research methodology                                         
It was planned that data would be obtained in the form of questionnaires and interviews with current male nurses; however, due to the timing of the research nurses did not have the release time for interviews.  Therefore, the qualitative data was obtained in the form of questionnaires only, where male nurses could answer as and when they had time. The quantitative data was obtained in the form of statistics.  It was important to gain evidence to show how many male nurses HDda has in comparison to Wales as a whole, to explore whether the issue does exist in this health board also.  To ascertain viewpoints of current male nurses in practice and students who could be classed as potential nurses of the future, it was appropriate to ask questions.  The questions asked to the male nurses were uniform to ensure a comparable response (appendix A).   The nurses were questioned to gauge what the culture and environment was currently like for male nurses; whilst the students were asked to gauge what the culture and influences were held in society on male nurses.  The surveys were sent out to a sample of 10% of the current male nurse workforce, across all services.  Of these, 50% were returned having been completed, meaning that the data collected was valid. 

Findings       
 Statistics were gained from our Employee Self-service Record (ESR) on the number of nurses that were employed – male and female to compare – by the health board and overall in Wales.  The data showed that Wales’ numbers follows the UK average at 10% of male nurses, which is in line with the secondary data obtained (RCN, 2018). Hywel Dda’s data are lower than average at 8.99%.
                                                             
	 
	Female
	Male
	

	Wales
	20,623.20
	2,174.90
	10.50%

	Hywel Dda
	2,468.90
	222.1
	8.99%


	Hywel Dda
	Female
	Male

	Full time
	1,498.00
	189

	Part time
	949.11
	31.95

	
	63.36%
	16.90%






Of the 222 male nurses employed by the health board, 10% across all secondary services were asked whether they would like to contribute to the research project.  Only seven consented, and five completed and returned questionnaires.  From the questionnaires obtained

There was limited data available to show how many men applied for nurse positions as applications are processed anonymously for the first part, and names/gender are provided upon interview selection.
     
Discussion                                                           
From the questionnaires completed and returned two themes transpired – negative staff attitudes do exist and the point at which men decided to become nurses.  Of the surveys return, ALL male nurses stated that they decided to become nurses later in life, after gaining experience in an unregistered caring role first, and not when they were a child or teenager.  This is consistent with the results of the limited studies carried out so far (S.C., 2018).  A number of the male nurses who returned their claimed they had faced negative attitudes and comments about being male nurses from colleagues, either whilst training or after having become a registered nurse.  This is also in line with Williams and Heikes’ study (1993).   

Conclusions 
The primary research has shown that the limited findings tell only a small part of a wider story and has produced more questions than answers.  It suggests that the male nurses, in the three counties of the Health Board, have only thought about becoming a nurse in their adult years.  That suggests that there is a negative perception in the public eye on male nurses, as studies in the literature review have also suggested.  Though, the questions that come from that are: Why? Why do men decide as an adult only?  Why not as a child?  Why not as a teenager?  What are the influences that impact on that perception?  If one of the reasons for the lack of male nurses is that there exists a negative perception of men being nurses that influence young individuals, this is could have a significant on the future workforce.  
More needs to be done in schools to change the way society views the nursing role, and universities need to adopt different strategies to recruit more male students.  More research needs to be carried out on the perceptions of the young on male nurses to try and answer the questions already mentioned.  There could be limitations to a Health Board staff member carrying out this research as there would need to be access to children of different ages in schools, and not internally within the Health Board.  

Recommendations 
Further research needs to be conducted to a broader sample – reaching a greater number of male nurses, in a greater number of services – to ensure that a richer data is obtained.  The primary research conducted should also be carried out during the late Spring/early Summer months, when the Winter issues have relaxed but before the peak Summer issues arise.  This may provide more time and opportunities for more nurses to contribute to the research.  Thirdly, it would be beneficial to obtain feedback from those currently studying to what influenced them into nursing and what the challenges are.  
It would be helpful to develop a method of acquiring data on the numbers of men that apply for nursing jobs within the Health Board and how many are shortlisted to interview.  Realistically, this is not something I feel we could develop at this stage as it would require the buy-in from the Board of Executives, all Health Boards in Wales as well as the Government.  What is possible, however, is bringing forward to recommendation to the Director of Workforce and Organisational Development.

Limitations     
The timing of the research meant that data was required during the winter months, which coincided with high levels of staff sickness and shortages, whilst patient admissions was at its highest.  This meant that nurses did not have the time to be released for interviews, therefore were asked to complete surveys instead.  The interviews may have provided richer and/or broader data to that obtained from the surveys.  This could also explain the reason for the lower than anticipated number of completed surveys returned.   Whilst there was a valid number of responses from the surveys, interestingly, they were only from male nurses from within the Mental Health service.   There is currently no explanation as to why this was the case, but it is something that can be explored.
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Appendix A		
Male Nurse Interview 2018/19
Name: …………………………………………………………………………………………………………
Ward/Area: …………………………………………………………………………………………………
Hospital/Site: ………………………………………………………………………………………………
Years in Service: ……………………………………………………………………………………………
1)  Why did you become a nurse?Please type answer in the box


2) How old were you when you decided you wanted to be a nurse?
Please type answer in the box



3) What influenced you to into the nursing profession?

Please type answer in the box




4) What positive and negative influences are out there on men becoming nurses?

Please type answer in the box






5) What encouragement did you have either before or during training?

Please type answer in the box




6) What do you think would encourage/influence more men to become nurses?
Please type answer in the box

Number of Nurses Employed

Wales	Female	Male	20623.2	2174.9	Hywel Dda	Female	Male	2468.9	222.1	
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