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Executive summary 

This research report analyses and identifies positive recruitment and retention strategies. Secondary and primary research has been included within the report, with the findings of the primary research (employee satisfaction survey) presented within a ‘table of findings’ and pie charts. The findings from the primary research prove that there are areas that can be improved within CDA Care’s recruitment and retention strategy. Particularly, findings show that a very low percentage of employees feel valued, and feel rewarded for the work that they complete. By identifying these ‘gaps’, recommendations have been made and can be found in section six of this report.

The research within this report is reliable, replicable, and valid (Perkins and Woodhams 2016). However, there are limitations, due to Covid-19 the employee satisfaction survey was only carried out on twenty employees, which is much less than originally planned before the pandemic. Another limitation is that unfortunately there are no previous surveys to be able to carry out a comparison to previous strategies used. 
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1. [bookmark: _Toc454819895]Introduction (terms of reference)

The purpose of this report is to outline factors influencing recruitment and retention rates using secondary and primary research. The end-goal of this report will likely have a positive effect on all stakeholders of CDA Care Ltd. 
CDA Care Ltd provides domiciliary care for older people and younger adults with physical disabilities and/or sensory impairment, throughout South and West Wales (CDA Care, 2020).
The stakeholders of CDA Care Ltd: service users, employees, company directors, and local authorities. 
Using the findings from the research I will be making recommendations to improve recruitment and retention rates within CDA Care, which will in-turn reduce the cost of replacing staff, improve company culture and morale, and increase productivity, all of which will have a positive impact on the identified stakeholders.
Aim
The aim of this research is to identify better ways for CDA Care Ltd to recruit and retain staff. Research will be reviewed in an attempt to compare CDA Care’s recruitment and retention strategies to other like-minded organisations. Where the research identifies gaps / concerns, recommendations for improvement will become apparent and new protocols will be implemented. 

Objectives 

· To identify factors influencing recruitment and retention
· To improve recruitment and retention within CDA Care Ltd
· To Improve the prospects of retaining a reliable, skilled, and invested workforce
· To be able to promote CDA Care Ltd as a credible organisation
[bookmark: _Toc454819896]2. Literature Review

[bookmark: _GoBack]2.1 An introduction to recruitment and retention
Recruitment and retention in the social care industry has proved difficult, but Quality Compliance Systems (2017) believe that the three main techniques required to maintain an effective recruitment and retention process are: building your brand (see point 2.4 for more information on employer branding); be motivated by seeking new applicants, rather than waiting for them to come to you; and prioritising recruitment by being quick off the mark when receiving an application, not keeping the applicant waiting for a response.   
Social Care Wales (2020) have developed a ‘WeCare jobs portal’ to support organisations with recruitment during the Covid-19 crisis. 
2.2 Definition of recruitment
A definition of recruitment includes finding and employing an individual for a specific role/job in an organisation. An employer will use a recruitment strategy in an attempt to improve their chances of finding the right person for the role. As with most organisations, an employer desires a workforce that is reliable, motivated and a valuable contributor to the business. Previously an employer mainly focused on what skills a new recruit may possess. However, to keep up with constant changes and greater expectations of both employer and employees, attitudes and behaviours are a key factor when considering whether an individual will fulfil the desired or essential criteria of a job description. Therefore, if the recruitment process has been heavily invested in, there is a higher chance of potential recruits choosing to remain with the organisation. A credible organisation will have tried to embed a culture within its workforce to encourage employees to be proactive in the recruitment and retention of staff (CIPD, 2020).
2.3 Factors influencing recruitment 
To ensure an efficient recruitment process, employers must be sure to include key information in job advertisements, and advertise them where they are easily accessible to potential candidates. Employee referral schemes (where a member of staff recommends the employer to a friend) have been found to be a useful method to attract new employees, however, this method would only benefit an employer where the organisation has high staff morale and a good reputation. In companies with a good reputation, this could largely reduce the costs of advertising job vacancies with online jobs boards and recruitment agencies (XpertHR, 2020).
There is also now a focus to engage employers in working towards supporting individuals from disadvantaged groups to gain employment. With this in mind employers must be seen to treat all employees fairly including promoting their progression as well as retention of these staff members (Human resource management journal, 2017).
(Welsh Government, 2016)
2.4 Employer Branding
One element of a recruitment strategy is known as employer branding – this is a way for a business to showcase their organisation in the employment market in a positive light and compete against like-minded organisations in that specific field of employment. Employers will review a variety of frameworks in order to identify what the best way to promote their business is to potential new recruits. These useful frameworks reveal the main things that make them look attractive and different to other organisations (ResearchGate, 2016). According to Lievens and Slaughter (2016) these main features are broken down into five categories including; sincerity, whereby the business has good integrity; excitement – being different from other employers; competence - where the organisation can evidence their success; sophistication – showing respect and finally, being a robust business or organisation.    
Employer branding has increased in popularity in recent years, with many organisations focusing on ensuring that they are promoting their business with integrity, i.e. not claiming they will do or provide something that they cannot fulfil. False claims and advertising will in turn result in any new employees becoming disappointed, feeling let down and leave the business to pursue other lines of employment. The organisations reputation can also be damaged as a result (Wilkinson and Taylor, 2016). Therefore, by giving careful consideration to how an employer tries to promote their business in an attempt to recruit the right individual may have a positive and long lasting impact on recruitment.
2.5 Definition of retention
The definition of employee retention is where the employer manages to keep employees that they value and are beneficial to the company. This will keep costs of replacing staff down and promote a good impression of the company making the organisation an attractive prospect for future candidates (CIPD, 2019).
2.6 Factors influencing the retention of employees
Science for Work (2018) carried out a study including data from 669,000 people, and considered 57 factors influencing employee turnover. The study found that employees are much more likely to leave their job if their job role is in high demand, if they feel they are not treated fairly at work, or if the organisation has not delivered on promises they made. The study also found that salary has only a small-moderate impact on an employee’s decision to leave an organisation, whilst incentives such as career progression opportunities and employee benefits have a greater impact. 
(Caan, 2020) 
According to Xperthr (2020), the first step for improving staff retention is ensuring that the organisation recruits the right people. Employers should provide training opportunities and career progression opportunities to their staff to ensure they feel valued as an employee. Other important factors to consider to improve staff retention are: flexible working; the professional relationship between an employee and their line manager; employee benefits; the culture of an organisation; business communication strategies; health and wellbeing incentives. In order for an organisation to improve their attrition rates it’s important that all of these factors are taken into account as each employee will have their own individual needs.
(Skillsforcare, 2017)
2.7 Exit Interviews

Another strategy introduced to look at ways to recruit and retain staff includes performing exit interviews. This is a way for an organisation to identify why it is losing its staff. This will be an opportunity for the employee to give their opinion about their job and discuss aspects that they consider to have been a bad or good experience. Questions and opinions raised in exit interviews can reveal similar themes or complaints raised by an employee. Feedback from the employee can guide an employer on the direction they need to take to retain their staff. Should a particular trend be identified an employer will have an opportunity to plan for change in order to make improvements and fulfil their obligations to their employees where needed (Spain and Groysberg, 2016). 
3. [bookmark: _Toc454819898]Methodology 

I used a positivist approach when considering what type of research I would use. I justified this decision as I have used empirical evidence (Lo, 2020). Quantitative research methods were used including the use of staff questionnaires. This is a quick and effective way to gather a big volume of data from a sample of employees (Perkins and Woodhams, 2016). Consideration was given in respect of ethical concerns when targeting staff to complete research, including confidentiality, anonymity and informed consent was obtained. The questionnaire sample group consisted of twenty present employees, a small number was considered due to the low levels of staffing during the Covid-19 pandemic. The results of the questionnaires have been converted into a table of findings and pie charts and are included within the findings section of this report. The sample group chosen are front line workers providing care for vulnerable adults in the community setting. The information fed-back from this group of staff could be considered reliable and valid, especially when data collected showed similar themes and trends emerging.
[bookmark: _Toc454819899]
4. Findings/Discussion

As part of my research, I decided to undertake an ‘employee satisfaction survey’ to gain a better understanding of employee satisfaction within CDA Care Ltd (see appendices one, page number 13). The survey consisted of eleven questions, which were designed based on the secondary research that was carried out, found within the literature review.  This survey was piloted before carrying out the final research study. The findings from the survey are presented in the table and pie charts below, identifying themes and patterns that have emerged. 
	
	Agree
	Neither agree or disagree
	Disagree

	I feel valued within my place of work
	60%
	20%
	20%

	Work-life balance is important to me
	90%
	10%
	0%

	Being rewarded for the work that I do gives me job satisfaction
	100%
	0%
	0%

	Management encourage and support my personal development 
	70%
	20%
	10%

	I am involved in decision making within my organisation
	45%
	30%
	25%

	I am able to bring new ideas to the table
	50%
	35%
	15%

	I have a clear career plan that I am working towards
	80%
	0%
	20%

	I am rewarded for the work that I complete
	50%
	30%
	20%

	The organisation has delivered the promises made at the recruitment stage (e.g. training opportunities, honesty, being a reliable employer)
	70%
	15%
	15%



This table confirms that only 45% of the employees surveyed feel that they are involved in decision making within the organisations, and only 50% of the employees surveyed are able to bring new ideas to the table. By finding ways to increase these figures, this would hopefully increase the amount of employees that feel valued and rewarded, therefore contributing to employee retention rates. 




These pie charts conclude that the most preferred method of searching for job vacancies is by using online job sites such as indeed, with competitive salary and career progression opportunities being the most attractive features for job seekers. 

[bookmark: _Toc454819900]5. Conclusions 

In conclusion this review identified the factors influencing recruitment and retention rates using secondary and primary research. A positivist approach was used underpinning empirical evidence. Definitions of recruitment and retention have been explained and strategies that influence these have been utilised. Quantitative research methods were used utilising staff questionnaires and the results have been converted into a table and pie charts. Recommendations will be made on the findings of the research to improve recruitment and retention rates of staff; reduce costs; improve company culture and morale, increase productivity, which will have a positive impact on stakeholders of CDA Care. Overall, the research shows that employee engagement is a key factor to consider when trying to identify areas for improvement to retention and recruitment within CDA Care ltd.	
[bookmark: _Toc454819901]6. Recommendations for change

Based on my findings from the primary and secondary research, I have concluded that the following recommendations will have a positive impact on recruitment and retention rates within CDA Care Ltd:

· Be more proactive in seeking new job applicants by approaching recruitment agencies and job centres. Currently we await applications through Indeed. 
· Advertise job vacancies on ‘WeCare jobs portal’ (Social Care Wales, 2020)
· Advertise our refer-a-friend scheme on job advertisements and social media
· Carry out regular ‘employee satisfaction’ surveys, to monitor the effectiveness of CDA Care’s recruitment and retention strategies
· Create a survey to gain feedback on employee relationships with their line managers
· Look into new staff perks/incentives (this would hopefully increase the percentage of staff who feel valued and rewarded)
· Regularly review the feedback received from ‘exit questionnaires’
· Allow employees to have more input with decision-making and bring new ideas to the table (to increase the percentage of staff who feel valued)
· Better advertise CDA Care’s career progression opportunities
· Compare CDA Care’s turnover rates to the domiciliary care industry average
· Benchmark the outcomes of new implementations, to see if they are working

[bookmark: _Toc454819902]

Limitations

Due to the current Covid-19 Pandemic, the primary research was only carried out on twenty employees, as there is only a minimal amount of staff permitted in the offices at any one time, to adhere to social distancing regulations.
Another limitation is that there are no previous survey’s to carry out a comparison of strategies used within CDA Care Ltd. 
[bookmark: _Toc454819903]References
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Appendices 

· Employee satisfaction survey 





























Employee satisfaction survey


	
	Agree
	Neither agree or disagree
	Disagree

	I feel valued within my place of work
	
	
	

	Work-life balance is important to me
	
	
	

	Being rewarded for the work that I do gives me job satisfaction 
	
	
	

	Management encourage and support my personal development
	
	
	

	I am involved in decision making within my organisation
	
	
	

	I am able to bring new ideas to the table 
	
	
	

	I have a clear career plan that I am working towards 
	
	
	

	I am rewarded for the work that I complete
	
	
	

	The organisation has delivered the promises made at the recruitment stage (e.g. training opportunities, honesty, being a reliable employer)
	
	
	



When seeking employment, I am most attracted by:
(Please select one)

· Competitive salary
· Annual leave allowance
· Career progression opportunities
· On-going training and development
· Company culture
· Flexible working
· Staff perks (shop discounts, etc.)
· Good company reputation
· Staff incentives (sickness incentives)
· Other (please state):


My preferred method to access job vacancies is:
(Please select one)

· Online job sites (indeed, monster, reed, etc.)
· Employment & recruitment agencies
· Social media (Facebook, LinkedIn, Twitter, etc.)
· Word-of-mouth 
· Job fairs
· Newspapers 
· Other (please state): 



My preferred method to access job vacancies is: 
Sales	Online job sites	Employment 	&	 recruitment agencies	Social media	Word-of-mouth	Job fairs	Newspapers	Other	14.0	2.0	1.0	1.0	2.0	When seeking employment, I am most attracted by: 
Sales	Competitive salary	Annual leave allowance	Career progression opportunities	On-going training and development	Company culture	Flexible working	Staff perks (shop discounts, etc.)	Good company reputation	Staff incentives (sickness incentives, etc.)	Other	6.0	0.0	4.0	2.0	1.0	2.0	3.0	2.0	0.0	2

