Summary of Small Working Group Notes – Inaugural Recruitment and Retention Meeting. Wed. 28th Nov 2007. 
Participants formed 5 small working groups. Each included people from organisations of varying size, location, service type etc. Groups were asked to identify 3 key issues, and then work on strategies (informed by the morning’s presentations and discussion) that could be developed to address each issue. Groups were also asked to consider the implications for their organisations of these strategies i.e. what does it take - what needs to change or happen - to implement these strategies?

The following table notes points recorded on each group’s butcher’s paper. Please use link to “write board” to: (see example in red)
· Edit or add to explain the precise problem or issue – some points appear to require further or clearer explanation. 
· Provide detail in strategies and give examples where known?
· Record thoughts/experience of the implementation implications i.e. the ‘how-to’ part of the strategy.
As previously agreed, implementation of strategies is up to practitioners and their particular organisations. However this is also a valuable source of information in the group learning process and it would be useful for practitioners to:

1. Document (as briefly and efficiently as possible) the actual implementation of strategies attempted, and 

2. The impact - both the process and outcome successes and difficulties i.e. what worked, what didn’t, why/ what could be done differently?
	Key Issue
	Possible Strategies
	Implementation implications

	1. Carer compatibility with client (Is the problem isolated/known pockets of high turnover because some clients regularly ‘dismiss’ their carers after about 3 months? This is what I think I heard discussed???) 
	· Build trust between case manager and client

· How about creating a defined pool of 3 month rotational staff? 
· Are there other ‘compromise options’ that could be negotiated with this client set – are they part of the solution?

	· Invest in relationship building between client and case manager – how is trust earned, built and retained?

· Investigate why’ – Why 3 months, why is ‘sacking’ the answer? Are there other options to these? 
· A ‘rotational pool’- is this feasible? Cost/training/client satisfaction wise?
· What are the cost/savings of such a pool?
· Would this ‘pool’ be attractive to some employees?

· Do the direct support workers have strategy ideas? 

	2. Conflict between government compliance and a quality service
	· Training in time management

· Understanding needs of clients
	

	3. Need more money for recruitment and training 
	· Have appropriate person to recruit and train
	

	4. Lack of Parity

5. Strategy with NGO’s to deal with agencies

6. Lack of organisations working together eg sharing staff, PD’s, resources, Strategic Marketing

7. Current Labour crisis

8. Hidden structural damage to NGO’s – eg termite damage in a wooden house

9. Hypocrisy of funding structure between DHS and NGO’s 

10. Retention is one issue but addressing it alone won’t address future employment issues

11. No-one speaks to workers about their career options/interests.

12. Lack of understanding by some others in the workplace of the need to keep workers (get rid of them attitude) 

13. support workers not valued

14. workers with low skill – managers not treating workers well

15. recruiting just anyone
	· Working together / sharing resources eg DK Net

· Join together as an industry

· Salary packaging

· Financial incentives eg health insurance discounts

· Getting disability into the public arena

· Publicity campaign about industry linking it to workforce recruitment

· Use mentoring as part of L&D and support.

· Develop strategies about retention for generation Y, X etc

· Job titles that value the role of the support worker

· Developing digital stories to use in open days, recruitment etc

· Linking quality systems to performance

· Advertising: showing potential earnings/ benefits/ flexibility/  packaging

· Telling that it’s FUN in the sector – especially for attracting young people.

· Group workers / link workers with other workers with similar interests, skills etc
	· Getting the message about change across all areas of the workplace.

	16. Gap in timing between training finishing and agency recruitment
	· Better coordination of events and administration processes
· Advertising/networking at end of course
	

	17.  Marketing for younger people and diversity 
	· Specific branding and ‘sexiness’
	

	18. Consumer skills VS worker skills
	· Communication and literacy issues
· Discrimination
	

	19. Maintaining casual pools; on-going problem – turnover, keeping numbers up.

20. Maintaining competency levels for staff (casual)

21. Geographical issues: 

· communication across organisation; 

· isolation of job

22.  Wages: 

· salary & conditions:

· corporate sector competition

23. Recruiting Senior Staff ; shortage of senior staff

24. Attracting people to the sector

25. Planning for the future
	· Overseas recruitment

· Provide training /  assistance with gaining qualifications

· Networking

· Employment conditions – attracting people to the role in the first instance

· Offering salary packaging to casual staff

· Improving communication
	

	26. Female/male ratio of staff

27. Staff retention

28. Delivered on the promise of flexibility?
	· Supervisor is equipped to do his/her role?
· TL (team leader) to be rewarded in line with role

· KSC to be generic

· Change style of ad

· On the job (RTO) training for people to join an organisation without “like”
	


* A ‘Glossary’ of terms and abbreviations has been requested – a page will be set up for R&R community of practice participants to build this glossary  i.e. participants write the terms and abbreviations they want defined, and participants fill out / have a go at defining these.

Beyond My Organisation – Sector-Wide Issues & Strategies:

· Gender Bias and how to address it (look at other sectors’ strategies eg education) 

· NDS – DEWR

· Resources and total resources to people with disabilities

· Salary and remuneration 

· Parity between government and non-government

· Time between interview and employment (processing issues?)

· Fit between consumer and worker  
