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Employee Recruitment and Retention 

Cornwall Council’s People Management, Development and Wellbeing service is 

proud to have established a Resourcing Team with a ‘can do’ attitude and a 

record of impressive achievements that demonstrate cost effective and added 

value service delivery driven by the diverse needs of its numerous clients. 

We deliver a strategic and operational resourcing function to the Council, its 

arm’s length delivery organisations, schools and other agencies.  Our activities 

include recruitment, redeployment, safeguarding and agency and interim 

procurement and expenditure management 

This submission focusses on four key improvement areas. 

 

Reduction in agency worker and interim expenditure 

All agency and interim assignments are sourced via a vendor neutral managed 

service provider. We are responsible for the strategic and operational 

management of the contract, which covers the full spectrum of roles within the 

Council.  Against a backdrop of financial austerity and workforce cost reductions 

we examined the potential for securing reductions in annual agency 

expenditure which was running at around £12million. 

We identified that the majority of agency and interim expenditure was 

generated from long term assignments.  Whilst there were robust controls in 

place for the authorisation of permanent recruitment the same oversight and 

scrutiny did not exist for agency worker and interim assignments.  By placing 

agency spend reduction in the forefront of the Council’s agenda we managed to 

secure the commitment of the corporate leadership team to tackle the situation. 

We implemented a restriction on the initial term of assignments to 12 

weeks and introduced more robust authorisation procedures in respect of 

assignment extensions. 

This initiative, coupled with robust contract management, delivered savings of 

£7 million last year and reduced agency and interim expenditure to under 

£5million without impacting on service delivery. This year expenditure is 

expected to reduce to £3.4 million.  

 

Promoting Cornwall Council as an employer of choice 

The current financial climate means that Cornwall Council is making tough 

choices about the scope and content of service delivery.  The outcome is a 



reduction in workforce numbers but the need for a sustained recruitment effort 

in occupations where demand continues to outstrip supply. 

Cornwall’s geographical isolation presents particular challenges in a 

competitive national recruitment market. Potential candidates need to be 

committed to relocation and for those with families this is a major decision if job 

opportunities for a partner and potential disruption to children’s education is 

taken into account.  These considerations can mean that Cornwall can be 

overlooked as a career choice. 

Our shop window for potential applicants is our website.  We collated feedback 

from applicants and managers and used this to develop and implement 

changes to the careers pages on our website 

We have improved the scope of the information available about what it is like to 

live and work in our beautiful county. As well as more details about the 

benefits of working for the Council we now provide more information 

about housing, schools and transport. Feedback from candidates has directly 

shaped these developments.  We know that this more detailed information may 

put off as many potential applicants as it attracts but we consider this will mean 

better and more sustainable and successful recruitment decisions in the 

long run. 

We have developed microsites dedicated to particular roles where there 

have been particular recruitment challenges and worked hard to bring those 

roles to life through the use of career snapshots and videos featuring 

existing employees. 

We have used feedback from candidate surveys to improve candidates’ 

experience of the application process by using different communication 

methods and a variety of mediums to guide applicants through the process.  We 

have developed a new suite of training in recruitment and selection for 

managers so that they are better placed to ensure that applicants’ experience 

of the recruitment process is positive. 

Our careers pages attract more visits than any other pages on our 

website.  In the last six months there were around 280,000 visits to our careers 

pages and 16,500 visits to our application support pages.  In the same period 

around 5,000 visits were made to our social worker microsite. 

You can view the results by following this link http://www.cornwall.gov.uk/jobs-

and-careers/ 

 

Delivering better recruitment and retention outcomes 

We have implemented several initiatives to deliver a more effective service and 

improve recruitment and retention. 

http://www.cornwall.gov.uk/jobs-and-careers/
http://www.cornwall.gov.uk/jobs-and-careers/


We have a high volume of casual and seasonal roles (around 300 annually).  

More than half the recruits in a single year return the following year.  We have 

reviewed the process for recruiting casuals and seasonal returners. 

Revised arrangements have improved the candidate experience, delivered 

a swifter outcome and improved capacity to meet service obligations. 

We responded to poor fill rates in customer service roles by recommending 

moving away from the reliance on casual and zero hours contracts to a new 

resourcing strategy which combines annual hours’ contracts for the core 

workforce with fixed term contracts for seasonal peaks.  This has 

improved retention and workforce capacity and improved service 

delivery.  

In 2014 we reduced time to hire (from campaign live to hire date) from 

120 to 90 days and fill rates increased from 80-90% across the Council.  

Local knowledge and candidate feedback was used to shape the improvement 

agenda which included the following: 

• coaching, practical support and training for recruiting managers to 

improve proactive management of the recruitment process 

• structured campaigns for similar roles resulting in fewer 

advertisements but without diminishing candidate attraction and 

successful recruitment.  

 

• combined children’s and adults’ social worker campaigns using 

external advertising, microsites, banner advertising and building a brand 

through increased use of social media resulting in almost double the 

hires of the previous year  

 
Income  

We have successfully delivered a more cost effective service by generating 

income amounting to £125k in the last year through numerous initiatives 

including advertising vacancies on our website for a growing list of clients; 

supporting other organisations through their recruitment process (including 

advertising, selection and advice) and through the 215 safeguarding service 

level agreements with schools and 102 Umbrella organisations signed up to our 

online DBS service.  

 
 


