
A. RETENTION

42% of staff had not considered leaving their care post due to job 
satisfaction *CSAC 2006 Retention Survey

Those that had considered leaving gave the following reasons:

1 Undervalued 
2 Stress
3 Communication 
4 Worklife balance
5 Opportunities to learn
7 Training/Personal development
8 Pay & Conditions*
9 Job Security
10 Promotion opportunities
11 Supervision/Appraisal issues
12 Lack of support

* Pay is often cited at exit interviews and may be used to avoid more confrontational 
reasons. Conditions inc things like sick pay, holiday entitlement, OT requests etc

TO DISCUSS / ACTION PLAN
- Any additional points your company could add to above list
- Ways your organisation currently counteracts above 12 points

before they become retention issues.
- Barriers to improving points 1 -12 within your organisation
- Discuss new ideas to counteract 1 -12.
- Action plan/timescale for agreed ideas.

B.  RETENTION DANGER POINTS & WARNING SIGNALS
1 Appraisal - points and promises not actioned
2 Sickness record
3 Apathy 
4 Working time - commitment
5 Reluctance to take on tasks
7 Normal contributory in meetings to withdrawn
8 Working to rule
9 Requests for 1 to 1s

- Additional points your company could add to list.
- How does your company currently manage danger 

points and warning signs.
- Discuss ideas to counteract 1 - 9.
- Action plan/timescale for agreed ideas.

5 Methods to avoid the exit ie probe employee, resolve by 
relocation, restructuring 

6 Follow up- do you keep in touch with the leaver?
7 Discuss exit process and how to promote other care 

positions within the employer pool if adamant leaving you.

- List your companies past and current recruitment issues. 
- What staff benefits do you currently offer/don’t offer/

plan to offer
- Possible future issues ie personalisation, increasing 

fuel costs etc
- How has/does your company counteract recruitment 

issues
- Discuss ideas to overcome recruitment issues
- Action plan/timescale for agreed ideas.

D.  RECRUITMENT - ISSUES TO OVERCOME
1 List known recruitment issues within your organisation ie rural 

area - staff unwilling to drive long distances, lack of transport, 
petrol costs, poor image for your particular field or your 
company or the care sector, lack of awareness,  salary 
competition in your area, unsociable hours, lack of career 
development opportunities,  low unemployment, loosing 
interest during application stages, can’t cope with the training, 
misconceptions, CRB delays, personnel issues etc etc

C.  EXIT
1 Who carries out exit interview ie HR, line manager, both etc
2 How ie face to face, questionnaire sent home, both, other
3 How are records maintained
4 Any exit patterns ie seasonality, leaving for another sector, 

certain team, team leader, location etc

Procedures
Appraisal of HR and management 
recruitment strategy procedures ie

What are your current recruitment 
procedures? (ASDA model - application
online and national/local press ads for
management, generic local press adverts
and application in Job Centre plus 
application forms in store for other
grades. Invited to group workshop, 1 2 1 
discussion,shop floor half hour trial).  
What data can you currently record?
(number of people contacting your 
company for details, no. of applicants,
how applied, no. of returned 
applications, no. of people not suitable
- why, no. of refusals, reasons etc). 
What new data capture procedures
need to be put in place?
What new advertising procedures
need to be put in place? - Job
Centre Plus, Care Sector Alliance
Employer Pool, Company website, etc
Revisit job profile and update 
Re visit person spec
Should there be separate 
procedures for management versus
lower grade posts? 
Checks - how to minimise CRB, POVA, 
references etc procedure problems
Clarify the need before advertising 
Check off against any issues above

Candidate Attraction
inc advertising

What is your message?

What tone do you use?

Who is your target market?

Where do you currently  advertise?
Where else could you advertise?

Past advert designs and response
information if gathered

Advert content, job title, description

Benefits

Point of contact and service level 
procedures for managing 
applications 

Application pack - how does it look to
the applicant?- ask for outside opinion

Employee pack - what do you send to
successful candidates?

How do you keep in touch with 
applicants throughout the process?

Interview declined/job offer refusals -
how are they dealt with?

How do you record feedback,
responses etc?

Application form and content, big,
small or not at all?

Media management/PR

Who is your marketing lead person?

Selection
Depending on what application proce-
dure:

How does your company select 
successful candidates? eg open
door policy - will offer interview to any-
one who is interested at contact point,
info on application form and work trial,
invite to come in for a chat, essential
criteria points scoring within applica-
tion form, their performance at 
selection events/intro days, telephone 
interview, mixture of the above etc

How do you promote equal opps?
What selection techniques have you
used in the past?
Is there any common feedback? 
Staff feedback from past selection
events regarding selection stage?
Are your selection techniques 
different depending on post grade?
How do you measure candidate
response within your current 
selection process?
How do you follow up drop outs
after selection stage?
How do you manage mood for 
selection process?
If more than 1 excellent candidate?
How to avoid delay fallout from
offer to start?

Induction, Training,
Development, Retention

Do you provide new starters with
induction packs and set induction
stages ie by first week, 2nd week, 3rd
week, 4th week, by 3rd month, by 6
month end of first year?
What do they receive after induction?
What is the structure of your 
current induction process from 
successful candidate start day?
How do you monitor the new 
employees induction process?
Have you recorded any staff 
feedback re the induction process?
Training - how is the training process
communicated to the employee and
man managed?
Apart from initial training what other
training opportunities available?
What do they receive after training?
What are the developmental goals
employees can aspire to?
What development support do you
have in place ie 1 to 1’s/supervisions,
team meetings, appraisals (1 or 2 a
year) and how often?
Do you record staff feedback re 
induction and training?
Are there retention issue patterns
linked to induction/training stages?

New Recruitment Strategy

Post Recruitment   Track Employees    Buddy System    Induction Process Monitoring    Emotional Management    Personal Development Plan

Recruitment 
and Retention 

Before you can start to
plan your company's R&R
strategy, research your 
current policies, procedures
and standard practices.

This flow chart will help 
you streamline information
during discussion stages.


