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The ‘art’ of recruitment

Subjective Recruitment
“Do I know you?”

“Does your face fit?”

(No rigour)

Strength-Based Recruitment
“Do you have the right

strengths and motivators?”
“Are you right for the job?”

Scientific Recruitment
Competency based
“Do you tick all the 
competency boxes?”

(The person is lost)
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Competencies

Competence 
assessment 

+
Strengths 

assessment 
=

Great selection
decisions 

Strengths

What you find out about 
someone:

•Whether they can do the job 
•What technical skills and 
knowledge they need’

What you find out about 
someone:

•Whether they really want to 
do the job
•Their natural strengths 
•The key things that motivate 
them

Underpinned by organisational values 



“Your work is going to fill a large part
of your life, and the only way to be truly 
satisfied is to do what you believe
is great work. And the only
way to do great work is to
love what you do.”

Steve Jobs

A strength is something that a 
person:

◦ Loves doing

◦ Is good at 

◦ Is energised by

People who play to their strengths

tend to:

◦ Be happy

◦ Be satisfied with life

◦ Be productive and successful

◦ Have the greatest growth potential



 Attraction
 25% increase in applications for hard-to-fill position

 Interviewee experience
 85% of candidates said “the interviewer really got to know me”

 Interviewer experience
 97% of trained interviewers say SBR will help them find the right people

 Attrition
 50% drop in first three months
 Rates dropped from 48% to 20% in ten months

 Performance
 20% increase in productivity after three months
 6% drop in sickness absence after three months

 Customer satisfaction
 12% increase in customer satisfaction
 80% reduction in customer complaints

Impact of strengths-based recruitment



• Commissioned Ward Sister profiling, changed selection process and 
SBR training – not just a change in recruitment process, it’s a mind-
set shift

10 Trusts visited
Observations: 60+ hours

Interviews: 30+ hours 



 Ward sisters/charge nurses are key leadership 
roles

 Intuitively we know that great ward sisters 
create great ward performance 

 Being capable (competency assessment) or 
aligned to the organisation (values) doesn’t 
give us the full picture of potential performance 

 Strengths is the missing piece of 
the puzzle



Integrity
It’s really important to them to do the right thing

They are very honest

It’s very important to them to make a difference

Ownership
They love to be in charge
They have a lot of drive

They have very high standards

Relating
They get a buzz out of 

developing others

They pick up on other people’s needs

They are good at explaining

things to others

Great Ward 
Sisters 

Delivery
They love to be on top of things

They like to be ‘hands on’

They thrive on having lots going on

They keep going when things are tough





Ward Sister/Charge Nurse Advert = Strengths Style

Is providing excellent nursing care and getting the basics right one of your key drivers? 
Do you love developing others to become excellent at what they do? Is making a 
difference and doing the right thing fundamental to you? If your answer to these 
questions is yes, the Ward Sister/Charge Nurse role may be right for you.

Great Ward Sisters and Charge Nurses have a strong sense of ownership of their 
wards and love to be in charge. They’re honest and straightforward and they have high 
standards. They thrive on the busy nature of the role, they love being on top of things, 
they have a lot of drive and they keep going when things are tough.

The job isn’t for everyone but for those who have the right strengths and motivators it’s 
energising, rewarding and they love it.

If the above description sounds like you then please contact xxxx for an informal 
discussion about the vacancy. We’d love to hear from you.



3 questions for each strength

 1 you have said x strength is much / not much like 
you – tell me about it…

 Give me an example…
 What does it feel like?

the interviewers are specially trained to 
observe 'how' a person answers as well as 

'what' they say. 



 3 levels of evaluation 

Subjective evaluation of those people 
using the profile 

An objective evaluation of nursing outcomes on wards where 
the ward sister meets the strengths profile 

A robust academic evaluation  
3

2
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Interviewer
“The SBR model has allowed us 

to identify a less experience 
candidate who would have 

otherwise not been an obvious 
choice”

Candidate
“It was a fantastic interview, I 

got to understand my strengths 
and why I wasn’t offered the 

job”

Nursing Staff
“Staff have provided me with very 
positive spontaneous feedback on 
the appointment of the new sister”

Trainer
“Though most managers / 

senior clinicians are initially 
sceptic their feedback is 

always positive following their 
training and first SBR 

interview”

Matron
“After the secondment of one of my 
most experience sisters this model 
has allowed me to identify a good 

internal candidate who has already 
shown her strengths in post”

“This has 
potential
to transform the 
NHS” – Ward 
Sister



• Selecting the right people with the right 
strengths, values and motivators will:
• Improve patient care and patient experience
• Give us confidence in our service delivery
• Reduce:

• Mistakes
• Complaints
• Time spent addressing problems

• Ultimately improve the public experience and perception 
of the NHS
• Position the NHS as amongst the pioneering organisations
first to adopt this common-sense approach!



 Ward sister profile has been developed 
and being used in all Shelford Trusts and 
is available to all

 Health Education England are funding the 
development of a profile for Nursing 
Assistants 

 NHS England are funding the development 
of a profile for a Staff Nurse 

 Imperial are developing profiles for 
consultant medical staff and front line 
admin staff 

 Not limited to nursing – this approach can 
be applied to any post




