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Abstract

This	paper	will	explore	how	an	early	career	researcher	has	used	a
convergent	social	justice	mixed	methodology	(Creswell,	2015)	using
a	critical	race	theory	and	‘QuantCrit’	framework	(Gillborn	et	al,	2018)
to	expose	the	impact	race	and	gender	has	had	on	the	graduate
employment	success	in	final	year	nursing	students.	

Research	aim:	The	purpose	of	the	study	is	to	analyse	how	student
nurse	employability	and	post-qualification	employment	are	mediated
through	structures	of	gender	and	race.	

Research	questions:

1.	How	do	gender	and	race	mediate	employability	processes	of
student	nurses?

2.	How	do	gender	and	race	mediate	the	employment	outcomes	of
nursing	graduates?

3.	What	influence	has	Covid-19	had	on	gender	and	race	in	all	student
nurse	experiences	in	relation	to	employment	and	attrition?

The	use	of	mixed	methods	will	be	strengthened	and	enhanced
further	by	the	use	of	‘QuantCrit’	to	explore	hidden	inequalities	within
institutions	such	as	the	NHS.	
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Nursing	itself	is	historically	a	white	female	dominated	profession	as
identified	by	many	researchers	over	the	last	decade	(Puzan	2003,
Blackford	2003,	Scammell	and	Olumide	2012).	This	ingrained
institutionalised	racism	and	discrimination	in	the	NHS	persists
despite	policies	and	procedures	being	implemented	with	minimum
impact	and	has	been	evidenced	in	abundance.	(West,	Dawson	and
Kaur,	2015;	Priest	et	al	2015;	Batnitzky,	McDowell,	2011).	The
COVID-19	pandemic	has	raised	again	how	institutional	racism	is	a
major	concern	globally	and	the	NHS	was	once	again	put	under	close
scrutiny	when	racial	inequalities	were	further	highlighted	during	the
pandemic	in	many	social	contexts	(Biddy,	Everest	and	Abbs	2020).
The	lack	of	diversity	in	the	NHS	workforce	and	in	leadership	positions
in	the	NHS	has	been	highlighted	in	several	studies	and	reports	since
the	introduction	of	the	Race	Equality	Action	Plan	(Kline,	2014;	NHS
Confederation,	2019;	NHS	WRES,	2019;	West,	Dawson	and	Kaur,
2015).	The	lack	of	role	models	and	opportunities	has	an	impact	on
student	nurse	recruitment	and	retention	and	the	global	shortages	of
nurses	reflects	the	ongoing	battle	of	the	global	nursing	workforce.
Ensuring	that	student	nurses	gain	employment	after	graduation	is
essential	for	students	to	transition	into	the	workforce	as	staff	nurses’
and	consolidate	their	training.	However,	this	journey	is	not	smooth
for	minority	student	nurses	as	they	face	many	obstacles	and



challenges	that	white	student	nurses	don’t	face	to	gain	their	first
post	as	a	staff	nurse	(Harris	et	al	2012).	Universities	therefore	play	a
key	role	in	this	and	need	to	work	with	employers	to	tackle	issues
together	to	ensure	students	are	prepared	for	employment	and	have
a	smooth	transition	into	the	workforce	of	the	future	(Yorke	2006).	In
order	to	explore	these	issues,	I	need	both	a	strong	methodology	and
methods	to	unpick	complex	underpinning	issues	to	challenge	both
practice	and	policies	that	impact	on	both	Higher	Education	Institutes
(HEI)	and	NHS	recruitment	that	perpetuate	racism	and	sexism.	

This	convergent	social	justice	mixed	methods	research	will	be	using
critical	race	theory	and	‘QuantCrit’	theoretical	frameworks	to	carry
out	an	in-depth	analysis	of	the	impact	that	race	and	gender	has	on
graduate	employment	success	within	final	year	nursing	students.
The	study	will	involve	quantitative	surveys	and	qualitative	interviews
/	focus	group	interviews	to	explore	individual	experiences	of	racism
and	sexism	within	the	recruitment	processes	into	the	NHS	workforce.
	

In	reviewing	my	progress	so	far	3	clear	gaps	were	identified	where
my	thesis	will	bring	its	own	originality	and	create	my	own	niche
within	the	widening	research	communities	of	education,	nursing,
employment	and	critical	race	theory.	These	gaps	include	knowledge,
theoretical	and	methodological	gaps	across	the	4	key	strands.

A	clear	knowledge	gap	was	identified	when	researching	for	my	thesis
as	the	desired	research	findings	don’t	exist	so	far	when	combining
the	key	words	such	as	gender,	race,	graduate	employment	and
nursing	in	the	UK.	Limited	literature	and	research	came	to	light
including	limited	research	in	the	UK	using	critical	race	theory	as	a
theoretical	method	as	most	is	based	in	the	USA.	This	knowledge	gap
will	give	a	new	and	unique	perspective	and	draw	all	4	fields	of
research	together.	

A	clear	theoretical	gap	was	also	identified	when	it	was	discovered
there	is	limited	or	no	research	using	critical	race	theory	in	the	UK
looking	at	graduate	employment	using	critical	race	theory	and
’QuantCrit	so	there	is	a	large	theoretical	gap,	and	this	research	will
generate	new	insights	and	new	research	strands	to	add	to	existing
knowledge	in	many	fields.	



The	methodological	gap	within	the	literature	review	was	research	on
student	nurses	graduate	employment	and	the	impact	of	race	and
gender	which	is	limited	and	under-researched	within	the	UK	using
critical	race	theory	and	mixed	methods.	There	is	no	research	to	date
on	student	nurse	graduate	employment	using	‘QuantCrit’.	These
gaps	will	form	the	basis	of	how	my	research	thesis	will	contribute	to
the	wider	research	community,	fill	the	niche	and	where	my	research
will	fit	into	the	current	literature	surrounding	both	‘QuantCrit’	and	a
mixed	methods	approach	within	my	own	field	of	employability.	

References

Batnitzky,	A.,	&	McDowell,	L.	(2011).	Migration,	nursing,	institutional
discrimination	and	emotional/affective	labour:	ethnicity	and	labour
stratification	in	the	UK	National	Health	Service.	Social	&	Cultural
Geography,	12	(2),	181–201.	DOI:	10.1080/14649365.2011.545142.

Bibby,	J.	Everest,	G.,	&	Abbs,	I.	(2020)	Will	COVID-19	be	a	watershed
moment	for	health	inequalities?	(Report	for	The	Health	foundation)
Retrieved	from	https://www.health.org.uk/publications/long-
reads/will-covid-19-be-a-watershed-moment-for-health-inequalities

Blackford,	J.	(2003).	Cultural	frameworks	of	nursing	practice:
exposing	an	exclusionary	healthcare	culture.	Nursing	Inquiry,	10	(4)
236-244.	

Gillborn,	D.,	Warmington,	P.,	&	Demack,	S.	(2018).	QuantCrit:
education,	policy,	‘Big	Data’	and	principles	for	a	critical	race	theory
of	statistics.	Race	Ethnicity	and	Education,	21(2),	158–179.
https://doi.org/10.1080/13613324.2017.1377417

Harris,	R.,	Ooms,	A.,	Grant,	R.,	Marshall-Lucette,	S.,	Chu,	C.S.F,
Sayer,	J.,	&	Burke,	L.	(2013).	Equality	of	employment	opportunities
for	nurses	at	the	point	of	qualification:	an	exploratory	study.
International	Journal	of	Nursing	Studies,	50	(3),	303–313.	DOI:
10.1016/j.ijnurstu.2012.10.008.

Kline,	R.	(2014).	“The	snowy	white	peaks	of	the	NHS:	a	survey	of
discrimination	in	governance	and	leadership	and	the	potential



impact	on	patient	care	in	London	and	England”.	(Project	Report.
Middlesex	University,	London).	Retrieved	from
http://eprints.mdx.ac.uk/13201/.

NHS	Confederation	(2019).	Chairs	and	non-executives	in	the	NHS.
The	need	for	diverse	leadership.	(NHS	Diversity	Report).	Retrieved
from	https://www.nhsconfed.org/resources/2019/06/chairs-and-non-
executives-in-the-nhs

NHS	England	WRES	(2019).	A	Workforce	Equality	Standard.	An
overview	of	workforce	data	for	nurses,	midwifes	and	health	visitors
in	the	NHS.	NHS	Workforce	Race	Equality	Standard	(WRES).	(NHS
Report).	Retrieved	from	https://www.england.nhs.uk/wp-
content/uploads/2019/03/wres-nursing-strategy.pdf

Priest,	N.,	Esmail,	A.,	Kline,	R.,	Rao,	M.,	Coghill,	Y.,	&	Williams,	D.	R.
(2015).	Promoting	equality	for	ethnic	minority	NHS	staff--what
works?	BMJ	(Clinical	research	ed.),	351,	h3297.	DOI:
10.1136/bmj.h3297.

Puzan,	E.	(2003).	The	unbearable	whiteness	of	being	(in	nursing).
Nursing	Inquiry,	10	(3),	193-200.

Scammell,	J.	M.	E.,	&	Olumide,	G.	(2012).	Racism	and	the	mentor-
student	relationship:	nurse	education	through	a	white	lens.	Nurse
Education	Today,	32	(5),	545–550.	DOI:	10.1016/j.nedt.2011.06.012.

West,	M.,	Dawson,	J.,	&	Kaur,	M.	(2015).	Making	the	difference:
diversity	and	inclusion	in	the	NHS.	(Report	For	NHS	England)
Retrieved	from	https://www.kingsfund.org.uk/publications/making-
difference-diversity-inclusion-nhs

Yorke,	M.	(2006).	Employability	in	higher	education:	what	it	is	–	what
it	is	not.	Learning	and	Employability	Series.	(Higher	Education
Academy)	Retrieved	from	https://www.ed.ac.uk/files/atoms/files/hea-
learning-employability_series_

	


