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INTRODUCTION 

Directors will be aware of the work programme which has been progressing over the past 12 – 18 

months both within the RSSC and across the wider HR family to improve the area of Recruitment 

& Selection across the HSC. In providing this month’s report I thought it might be appropriate to 

review the progress achieved during 2017/18 and consider the high level plans for ongoing 

improvements in 2018/19. 

 

REVIEW OF ACTIVITY & PERFORMANCE WITHIN RSSC 

 

In reviewing the activity within the RSSC during 2017/18, the following can be noted: 

 

• Requisitions Received – 10,529, an increase of 2232 from the previous year. This 

was the result of SET completing deployment to RSSC in early 2017 and both 

NIAS and Western Trusts completing deployment in year. 

 

• Requisitions Closed – 8,5601, no data for the previous year is available for 

comparison purposes. 

 

• Requisitions remaining open with RSSC at 31st March 2018 – 4888. The open 

requisitions with RSSC can be subdivided into two categories, Active and On Hold.  

 

Active requisitions (2364) are those which are progressing through the Recruitment 

& Selection process and are at a stage between Advertisement and Start Date 

confirmed. During 2017/18 a key focus was to reduce the age of active requisitions. 

The following table provides evidence of progress in this regard: 

 

By contrast those classed as ‘on hold’ (2524) have a range of sub categories to 

reflect their status including: 

 

 No Interest / Match from waiting list or recruitment exercise  

 Pending creation / replenishment of Waiting list / Re-advertisement  

 Held by Manager / Organisation  

                                                           
1
 This is an approximate figure based on a logic calculation – reporting on date closed is not currently available although is an active 

CR to improve this element of reporting. 

Requisitions still in the R&S Process which have been with RSSC for 3 months or more 

Date 

Active 

Requisitions 

older than 3 

months 

On Hold 

Requisitions 

older than 3 

months 

Total 

requisitions 

older than 3 

months 

% of all 

Activity 

% of Active 

Requisitions 

in the R&S 

Process 

Baseline   

18 Aug 2017 
1703 719 2422 52.65% 50.68% 

16 Mar 2018 555 584 1139 23.10% 20.83% 
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 Held due to incorrect/insufficient data / Banding / Criteria Queries  

 Candidate on Maternity Leave  

 Candidate Pending Qualification/Prof Registration  
 

During March / April 2018, RSSC have been focusing on ensuring the 

categorisation of requisitions in the ‘on hold’ group were held against the correct 

sub category to allow further analysis to be undertaken. A breakdown of 

information as at 27th April 2018 is provided at Appendix 1.  

 

Performance during 2017/18 was closely monitored with a range of service improvements 

progressed. Whilst performance continues to fall short of the 95% target, the % within KPI 

has improved and importantly the average time to fill in days has dropped for both types of 

recruitment activity. This is summarised below: 
 

Month 
Bespoke Waiting List 

% in KPI 
Average Days to 

fill 
% in KPI 

Average Days to 
fill 

April 2017 62% 70 40% 47 

March 2018 73% 62 43% 43 

 

The service improvements to support performance have been wide ranging and have 

been reported in detail during the year. The high level summary of key actions taken is as 

follows: 

 

Use of Management Information 

 Review and refinement of the structure and content of the monthly Customer 

Forum report has facilitated monitoring of performance at organisational level and 

across the HSC on a monthly basis. 

 Introduction of internal weekly reporting for use by RSSC Management team to 

monitor activity, identify blockages and develop solutions.  

 Development of Fortnightly Nurse Reports issued to Trusts by central reporting 

team reducing manual collation of reports and driving information from the system. 

This also facilitated the standardisation of information provided with inclusion of 

detail on the progress of Pre-employment Checks for all those at this stage in the 

process. 

 

Workload Alignment in RSSC / Streamlining of Actions  

 Review of workflows resulted in the introduction of two new teams, Requisition 

Pathway Team for receipt, assessment and initial actions of requisitions on arrival 

and a Data Transfer Team to streamline the processing of paperwork to the 

employing authority following final offer.  
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 Piloting a new way of working where some staff concentrate on processing of pre-

employment checks arising from waiting list offers; whilst others focus on the 

processing of posts advertised.  

 Streamlined Pre-employment checks process introduced in collaboration with 

Southern Trust as a ‘proof of concept’ and following evaluation, implemented 

service wide.   

 

Process Developments 

At the start of 2017/18 a review of process within the RSSC was undertaken leading to: 

 Development of: 

o Records Retention Procedures 

o Advertising Procedures 

o Procedure for managing DPA_FOI Requests 

o Procedure for Managing Access NI Disclosures 

o Procedure for Management and Storage of Disclosure Information 

o Data Transfer Procedure 

o Regional Children’s Band 5 Nurse Recruitment Allocations Process 

o Procedure for managing Pre-employment checks where Appointee is an 

Internal Organisational Mover. 

o Procedure for Creation of Waiting lists. 

 

 Introduction of: 

o A standard template to ensure all process documents were in an agreed 

format. 

o Waiting list Management arrangements within RSSC, with development of 

waiting list libraries, protocols for offer management and cyclical recruitment 

planning. 

o ‘Triggers’ for use by RSSC staff to prompt action in a systematic manner.   

 

 

Stakeholder Engagement 

 Introduction of Regular updates to the service incorporating reminder of key roles & 

responsibilities alongside key contact information for staff in RSSC. 

 Participation in a number of ‘Roadshow’ type events with managers to ensure 

clarity of responsibilities and understanding of the process. 

 Matrix of Access NI ‘rules’ developed and shared to create consistency of 

understanding across the service about which posts are eligible for disclosure 

checks. 
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Staff Engagement 

 ‘In Our Shoes’ listening initiative conducted with staff, the overall aim of which was 

to ‘Listen, Inspire, and Respond’ to staff taking account of the perspectives of all 

stakeholders. 

 Introduction of Involvement & Participation Team where staff at all levels participate 

in the operational change management process. 

 Standardisation of communications for sharing operational changes with staff 

including an agreed timetable for such.  

 Introduction of face to face training sessions to operationalise change. 

 Task & Finish groups established to undertake specific pieces of work such as set 

up of RSSC SharePoint site for internal use; and introduction of call monitoring to 

understand the reason for calls to RSSC with a view to informing actions for 

outward communications. 

 

RSSC Priorities for 2018/19 

Off course, the service improvements continue to require further development. In this 

regard the following provides a high level summary of the RSSC internal plan for 2018/19: 

 

Theme Priorities 

Management 

Information 

 

 Drilling into weekly reports to better understand challenges in 

meeting KPI’s with a view to creating an appropriate action plan. 

This will include: 

o Analysis of active posts by type (waiting list / bespoke) to 

reduce time to fill; 

o Further review of ‘on hold’ posts with a view to reducing the 

volume of such; 

o Identification of Hard to fill posts. 

 Mapping of the requisitions journey on the E-recruitment system to 

ensure consistency of coding and activities by RSSC staff. 

 Progression of ‘Live Boards’ to electronic status with current weekly 

reports moved to twice weekly / daily reports. 

 Identification of mechanisms to highlight multiple appointees to 

reduce ‘wastage’ created as a result of appointees holding more 

than one offer simultaneously. 

 

Quality 

Improvement 

 

 Plan for reduction in time to fill requisitions / identification of hard to 

fill posts with action plan for managing same. This will include 

further refinement of process flows to improve resulting KPI’s. 

 Review of all communications used throughout the Recruitment 

Process both with applicants and Managers. 
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Theme Priorities 

 Review of all information shared with applicants in relation to 

Waiting list management. 

 Exploration of options for documentation supporting pre-

employment checks to be uploaded to the E-recruitment system to 

streamline information flows. 

 Refinement of Waiting list Management approaches and protocols 

 Review of existing guidance for Recruiters on Management of the 

Pre-employment Checks Process. 

 Protocol for Handover / Cover arrangements during periods of 

planned and unplanned absence. 

 

Process 

Development 

 

 Withdrawal of Offers due to unsatisfactory pre-employment checks 

 Review of process areas which are unique to specific Trusts and 

require standardisation. 

 RSSC Privacy Notice / Data Protection Arrangements in light of 

GDPR 

 Use of Partial Booking Approaches – when and how to use. 

 Implementation of CR’s – Customer and RSSC communications 

process. 

 Use of Rolling Advertisements – when and how to use. 

 Evaluation of Streamlined Pre-employment checks process and 

exploration of options for further expansion of the principles therein. 

 RSSC General Complaints Process 

 Applicant Complaints Process 

 Use of Random Selection as a shortlisting tool. 

 

Stakeholder 

Engagement 

 Review of Customer Forum platform / approach with consideration 

of benefits of HSC wide Forum. 

 Further Development of ‘Roadshow’ type events  

 Continued use of bi-monthly updates on RSSC services and key 

contacts 

 

Staff 

Engagement / 

Training 

 

 Introduction of central induction programme of training for new staff. 

 Maintenance of Mandatory Training for all staff. 

 Maintenance of ‘live’ PDP’s for all staff. 

 Identification of opportunities for relationship building with customers 

/ site visits to improve understanding of the wider service 
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Regional / SRIF Progress 

Alongside the service improvement work undertaken within the RSSC, regionally 

collaborative working has continued to develop during 2017/18, specifically with the 

establishment of the Strategic Resourcing Innovation Forum (SRIF) under the leadership 

of Noeleen McCreanor, ADHR, South Eastern HSC Trust and the participation of ADHR’s, 

RSSC Head of Service and Retained Recruitment leads from across the province. 

 

Structured into 4 main work streams, each co-sponsored by two members of the core 

SRIF group significant progress has been achieved. At the start of our journey, having 

engaged in advice from the Innovation Centre, SRIF members participated in their 

recommended ‘Greenhouse Service Design’ training programme. The learning gained has 

greatly influenced much of our work particularly in terms of stakeholder engagement.  The 

following provides a high level summary of achievements to date and the work plan for 

2018/19. 

 

Stakeholder Engagement 

 In the spirit of co-production / co-design two separate stakeholder engagement events 

were held involving managers from across a range of professions, representatives 

from Department of Health, and Trade Unions to understand the range of views and 

experiences of the Recruitment & Selection process within the HSC. Our first event in 

June 2017, sought views against a series of questions about the process to help set 

the direction for activity and priorities. This was followed by an event in January 2018 

when the first suite of outputs from SRIF were available for discussion / comment to 

inform the final products. 

  

 Trade Union engagement was progressed through direct discussions with TU 

colleagues both collectively and at work stream level. This has greatly supported a 

partnership approach with TU’s also represented on the main SRIF group. 

 

 As part of the first stakeholder engagement event a suggested approach to such was 

the use of a virtual tool. This led to the launch of ‘Vetter’ on 1st April 2018. This allows 

for ‘challenges’ to be put out to those stakeholders engaged in this process for ideas / 

views on how services can be improved. 

 

Alongside the stakeholder engagement and taking account of the principles of the HSC 

Leadership Strategy, each of the Work streams progressed a programme of work.  

 

Performance Improvement Work stream  

 A HSC Recruitment & Selection Framework has been developed and is at an 

advanced stage of consultation with the expectation of being launched during June 

2018. This framework will be underpinned by a series of Managers guides and 

template documents to support them during the R&S Process as well as the 
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introduction of a new region wide training programme using both e-learning and face to 

face options.    

 

 A review of pre-employment checks process and standards was undertaken using 

NHS standards as a key benchmark. This report was previously shared with Directors 

and has resulted in a streamlined approach to checks for internal organisational 

movers, going live from 12th March 2018. 

 

 A revised approach for management of ‘bank’ activity was agreed and implemented 

across the HSC in the final quarter of 2017/18. 

 

System work stream  

 A range of CR’s have been identified and prioritised for progression which would bring 

benefits to all stakeholders. 

 

 A survey of both appointees and applicants who abandoned applications was 

undertaken to gather some intelligence on the applicant experience. This informed a 

range of actions from simple ‘fixes’ on the system to make the application process 

smoother to proposals for the upgrade of the landing page. The delivery of this 

upgrade will be realised in the first quarter of 2018/19. 

 

 A regional workshop was held to identify the key issues and challenges with the 

system from a manager’s perspective. Reporting ability was highlighted as a key issue 

which led to a series of user reporting guides were developed and implemented for 

use by individual organisations to facilitate more localised reporting activity.  

 

 A stakeholder engagement tool, Vetter was introduced in April 2018. 

 

Attraction & Retention Work Stream   

 This work stream commenced with the ‘attraction’ element and took the opportunity to 

identify the available careers events which the HSC might benefit from attending 

collectively. This led to collaborative working to attend events during the year both for 

university graduates as well as school leavers and was very much used as a 

mechanism for promoting the HSC as a viable ‘employer of choice’.  

 

 In support of the careers events, the HSC advertising Agent ASG was engaged to 

develop some options for Branding the HSC and this led to the development of HSC 

pull up stands and flyers for use at the identified careers events.  

 

 In the final quarter of the year, an advertising / marketing strategy was considered with 

the expectation of this being delivered in 2018/19. 
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Selection Work Stream  

 Recognising the need to have a range of Selection Methods available for differing staff 

group / professional needs, A Managers Guide to Selection Methods – A Menu of 

options was developed. This is now at an advanced stage with the expectation this will 

be available to launch alongside the Framework in the first quarter of 2018/19. 

 

 Having identified that Occupational Based Testing was an essential option to support 

effective recruitment in the HSC, research into this approach was conducted engaging 

a number of experts in this field. This resulted in a proposal to Directors to commence 

a procurement process for the development of Occupational Testing tools bespoke to 

HSC. This is currently being planned with colleagues from Procurement & Logistics. A 

timetable and Contract Adjudication Team are expected to be progressed during May 

2018. 

 

Operational Group 

 As part of the SRIF work programme, one lead from each HSC organisation also 

participates in a monthly operational meeting. Through this group a number of areas 

for further standardisation have been identified with proposals progressed on a 

monthly basis. Achievements in the current year have included: 

 

 Agreement to discuss options with local Universities responsible for Nurse 

Training as to alternative means of obtaining References during the Pre-

employment process with the aim of streamlining this for speedier returns. 

 Streamlined arrangements for Trust Dom Care Recruitment to ensure that each 

organisation is supported by RSSC in a structured manner. 

 Arrangements for implementation of the streamlined approach to pre-

employment checks for internal organisational movers. 

 Agreement on the process when an appointee withdraws post data transfer but 

prior to their start date. 

 Updates to the Personal Declaration form. 

 Development of an Applicant Complaints process due for implementation in the 

first quarter of 2018/19. 

 Development of an agreed approach to managing pre-employment checks 

which may lead to withdrawal of offers due for implementation in the first quarter 

of 2018/19. 

 

SRIF Priorities for 2018/19 

Whilst significant progress has been made during the past 12 months, it is important that 

we continue on this journey with clear priorities for the incoming year. At the time of writing 

the priorities for the incoming year are continuing in development, particularly as we aim 
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to compliment the HSC Workforce Strategy due for release in the coming weeks, however 

the following provides a high level overview: 

 

Lead Work 

stream 

Priorities 

Performance 

Improvement 

 Launch of HSC R&S Framework with supporting manager guides 

and training programme. 

 

 Evaluation of the impact of streamlining Pre-employment Checks 

with a view to considering options for expanding this concept from 

internal organizational movement to HSC cross organizational 

movement. 

 Develop further Manager Guides to support them in the 

Recruitment & Selection Process. 

 

Performance 

Improvement / 

Selection 

 Exploration / development of collaborative approaches to 

recruitment for a range of staff groups. As part of the preparation for 

this work this will incorporate options for development of a library of 

Personnel Specifications by job family by Band. 

 

Selection  To establish the procurement process incorporating a CAG group to 

deliver occupational assessments within HSC. 

 

 To scope feasibility of alternative approaches to selection of post 

graduate students with a view to potential roll out across the HSC 

System  To develop the HSCrecruit 'landing page' in line with feedback from 

stakeholders and consistent with overall HSC advertising strategy 

and branding, including development and placement of innovative 

content such as promotional / job summary video clips. 

 

 Ensure the use of Vetter system is maximized by all SRIF work 

streams to gather, use and report on stakeholder feedback 

 Regularly review the centrally collated list of all E-Rec system-

related Infras to establish key themes and inform system 

developments (CRs) or user guidance. 

 

 Consider and scope potential system enhancements within and 

beyond the remit of the current HRPTS contract, in conjunction with 

BST colleagues, making use of research into best practice and 

new/emerging technologies, including benchmarking with other 

sectors/employers 
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Lead Work 

stream 

Priorities 

Attraction & 

Retention 

 To develop a marketing strategy which will ensure the HSC is 

promoted as a viable ‘Employer of Choice’ with opportunities for a 

wide range of people. 

 

 To develop the HSC approach to attendance at Careers Fairs to 

ensure this is collaborative and impacts on the potential applicant 

pool. 

 

 

 

Summary 

Directors are asked to note this review of progress during 2017/18 and plans for 2018/19. 

 

 

 
_____________________________ 

KARYN PATTERSON (Mrs) 

Head of HSC Recruitment & Selection Services 

4
th
 May 2018 
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Appendix 1 Requisitions in RSSC and Categorised as ‘On Hold’ as at 27th April 2018 

 

Reason for being ‘On Hold’ 
Total in 

Category 

% of total 

Posts on Hold 
Action Being Taken 

No interest/match from Waiting List or 

Recruitment Exercise 
1585 56.65% 

62.27% of this group are Nursing & Midwifery with the vast 

majority being Band 5 Nurse posts with a smaller number being 

Band 5 / 6 midwife positions. These posts remain on rolling 

advertisements interspersed with Recruitment Days organised by 

the Trusts. Many of these are run as ‘one stop shops’ which 

RSSC provide support for in terms of completion of Pre-

employment checks on the day. 

 

28.02% of this group are with our Requisition Pathway Team and 

solutions are being pursued. Typically these are posts in support 

services where perhaps working patterns, hours or locations have 

presented issues in having posts accepted. On a day to day 

management level these posts are being discussed with 

Managers and in some cases HR teams to seek solutions, with 

many going to re-advertisements. These are a group which I am 

identifying through my current review to pick up with senior HR 

Colleagues in terms of the general themes being raised. 

 

9.72% of this group are Domiciliary Care / Home Help posts 

where the RSSC hold requisitions in advance of available 

appointees. Again a number of Trusts run rolling advertisements 

interspersed with Recruitment Days. 
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Reason for being ‘On Hold’ 
Total in 

Category 

% of total 

Posts on Hold 
Action Being Taken 

Pending Creation/replenishment of W/L / 

Re-advertisement 
771 27.56% 

This is a group we have been reviewing in detail over the past 

month. Approximately 10% of this group require re-categorisation 

to ‘No interest/match from Waiting List or Recruitment Exercise’ 

as they are Band 5 Nurse post or Trust Dom Care / Home Helps. 

This is expected to be completed during May 2018. 

 

Thereafter this group are all linked to a ‘Lead / Parent’ requisition 

currently in the recruitment process. For example approximately 

250 are linked to one exercise for summer relief in one particular 

organisation. The mapping of this to date has been held manually 

as the E-recruitment system cannot facilitate this. However my 

team are currently in the process of developing a spreadsheet 

mapping of this which will allow for improved reporting on the 

status of the ‘Lead / Parent’ requisition.  This mapping is expected 

to be completed during May 2018. 

Held by Manager / Organisation 231 8.26% 

RSSC are in contact with the respective managers with a view to 

obtaining instruction to proceed or to close the requisition. 

Agreement has previously been obtained with HR Colleagues to 

close such requisitions after 8 weeks of being held in this status. 

This has not been well managed to date however mechanisms 

are now in place to manage this going forward. 
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Reason for being ‘On Hold’ 
Total in 

Category 

% of total 

Posts on Hold 
Action Being Taken 

Held due to incorrect/insufficient data / 

Banding / Criteria Queries 
70 2.50% 

These are requisitions typically held at the point of receipt which 

have been unable to progress due to missing information or a 

query arising about the information provided. RSSC is in contact 

with the hiring manager to resolve. 

Candidate on Maternity Leave 67 2.39% 

The appointee is currently unavailable due to maternity 

requirements. The requisitions are monitored on an ongoing basis 

for the return date of the appointee. 

Candidate Pending Qualification/Prof Reg 74 2.64% 

The appointee is currently unavailable to commence due to 

pending registration. The requisitions are monitored on an 

ongoing basis for the registration date of the appointee. 

Grand Total 2798   

 

 

 


