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[bookmark: _Toc146453368]Introduction 
To drive organisational development, ongoing systemic improvements should continually be reviewed to ensure an organisations people practices fit their cultural and operational requirements (Bosley, 2023). With this being considered, this research report focuses on the induction process, an area widely recognised as an influential component in driving engagement and reducing staff turnover (Torrington, et al. 2020). 
The research will be conducted at Sancta Maria, a private hospital located in South Wales operating within the healthcare sector that is facing significant challenges to recruitment and retention of clinical staff (Health and Social Care Committee, 2022). 
The importance of an organisational induction process as a tool to drive compliance and cultural assimilation is widely acknowledged (Bratton and Gold, 2017). There is however an argument put forward by Personio (2023) that inductions are underutilised and that there is limited research into the practical consequences of an inadequate induction process within organisations.
Whilst an induction process is currently undertaken at Sancta Maria, it has not been formally reviewed to assess its effectiveness which alongside dwindling completion rates, supports the need for a formal review of the process (Wilkinson et al. 2019). 
[bookmark: _Hlk145250797]This research report therefore aims to analyse the overall effectiveness of the staff induction process at Sancta Maria Hospital and provides an opportunity to explore the organisational impact of the current process in relation to retention, engagement, and overall organisational performance. 
In ensuring an appropriate methodology is adopted, focus groups were selected as the appropriate method of collecting detailed qualitative data. To improve validity a mixed-methodology approach is taken to measure qualitative data alongside quantitative data collated from exit interview data obtained for this research project.
[bookmark: _Toc146453369]Literature Review 
In support of the research project objectives, the review of wider literature supports my subsequent research framework and enables the critical analysis of my own research (Leite, Padilha, and Cecatti, 2019). In reviewing current research into the induction process, several themes have been identified as set out below. 
[bookmark: _Toc146453370]Purpose of Inductions
Current literature indicates two overall purposes of the induction process. The first traditional view promoted by ACAS (2015), sets out the legal requirements and general formalities required to ensure new staff are adequately prepared to undertake their role. Taylor and Woodhams (2022) have however more recently recognised that whilst many organisations still conduct routine and repetitive inductions to meet administrative needs, an increasingly more meaningful purpose of inductions is to utilise it as a tool to drive engagement and organisational performance. 
Wilkinson, Armstrong, and Lounsbury (2017) builds on this view establishing that socialisation during onboarding is a significant tool in integrating new staff into workplaces that can promote engagement. It is apparent that the design of an organisation’s induction process can determine whether its purpose is derived from necessary administrative purposes, or with the intention to creating a positive experience (Godinho et al. 2023). This supports the need to identify the perception Sancta staff have of the onboarding strategy to determine whether a shift of design is required (Wilkinson et al. 2019).
[bookmark: _Toc146453371]Consequences of Poor Inductions
In reviewing the purpose, a significant proportion of literature focuses only on the benefits of a positive induction process, however a growing number of recent sources discuss the adverse organisational effects of a poor induction process. One of the prevalent trends identified is a clear link between onboarding and employee retention (Moss, 2017). Green (2018) further establishes that it is especially prevalent in the healthcare sector where it is suggested as many as 86 percent of new starters decide their future in an organisation within six months of employment. 
Many existing published studies on employee retention fail to recognise any links between staff onboarding and retention. Crucially however, Kossivi, Xu and Kalgora (2016) determine that further research is required to draw any direct correlation between the induction process and employee retention. With challenges to staffing within the UK healthcare sector well documented and frequently acknowledged (Office for National Statistics, 2023), it would be pertinent to explore any correlation between onboarding and staff retention within Sancta Maria Hospital.
[bookmark: _Toc146453372]Benefits of Socialisation
It is suggested throughout various literary sources explore the benefits of dedicating time to connect new staff to an organisations culture and values can have on encouraging engagement and even promote equality and diversity (Prince, 2022). Multiple studies advocate the organisational benefits of encouraging positive socialisation during induction as it supports staff social development and helps assimilate them into their new environment creating positive engagement and in turn, better organisational performance (Klinghoffer, Young, Haspas 2019; Marchington, 2021). 
Previously published studies are limited however as they fail to consider wider impacts on socialisation that falls outside of the scope of the induction process but can influence new staff (Gardner, et al. 2022).

With this being considered, the extent to which Sancta Maria induction programme support’s the socialisation and engagement of new staff should be considered in assessing effectiveness. 
[bookmark: _Toc146453373]Assessing Effectiveness
	Significant to the research aim, Gray (2023) establishes criteria in which to assess the effectiveness of an organisations onboarding process. Metrics therefore considered at Sancta Maria include an analysis of retention rates, engagement, and staff satisfaction. 
Much of the research until now has however been descriptive in nature and fail to demonstrate quantifiable metrics in which to clearly determine an ‘effective’ programme. Davila and Ramirez (2018) suggesting the subjective nature of engagement and satisfaction can be measured by combining quantitative and qualitative metrics to gain an extensive view of the induction process against organisational metrics such as staff turnover and completion rates.  
[bookmark: _Toc146453374]Methodology 
In ensuring the quality, integrity and validity of the research, Efron and Ravid (2019) advocate a thoroughly planned design, and analysis methodology for the report as set out below. 
[bookmark: _Toc146453375]Research Report Aim and Objectives
The aim of the research is to Analyse the effectiveness of Sancta Maria’s onboarding process. To achieve the research aim, the following objectives underpin the report:
1. Conduct primary research to identify any organisational trends or barriers faced in undertaking the staff induction programme. 
2. Examine the organisational impact of poor induction rates by reviewing organisational data to determine whether there is a correlation between induction completions and staff turnover. 
3. Identify improvements that can be made to the induction completion rates, effectiveness, and to overall maximise its benefit as an onboarding tool. 
4. Critically analyse various literary sources to help understand any significant trends identified in the research and whether is supports the requirements to change in the induction programme. 
[bookmark: _Toc146453376]Chosen Research Methodology  
The study design incorporates both qualitative and quantitative data in a mixed methodology approach to support validity (Hammond and Wellington, 2021). Collecting multiple episodes of data is evidenced to help enable a detailed understanding of the research topic whilst simultaneously reducing the risk of confirmation bias across the objectives (Creswell, 2022).
[bookmark: _Hlk144030211]Focus groups were chosen to gain detailed qualitative data to understand the topic more vigorously (Gov.uk, 2020a). Focus groups enable a detailed understanding of people perceptions as opposed to direct interviews or questionnaires which can provide limited opportunity for participants to express honest views which could negatively affect the reliability and validity of the responses (Nyumba et al, 2018).
Consideration was given to alternative research methods such as staff surveys or questionnaires. Evidence suggests however that whilst they are inexpensive to administer, they can offer bias sampling dependant on accessibility, lack detailed answers, and ultimately lead to lower reliability and validity (Management Library, 2022).
Further data was also collated from exit interview survey data for this project to support any themes identified with Peters (2023) promotes the analysis of quantitative data to vigorously challenge any qualitative data obtained. 
[bookmark: _Toc146453377]How your research participants were chosen
Considering the bearing on validity, ensuring adequate representation across all staff groups was prioritised (Department for Education, 2021). Two focus groups were therefore conducted to gain the views of mentors, and then general staff who had mixed experiences of the induction process. 
Whilst a purposive approach was taken overall in selecting participants, this only extended to a request for representation from each of Sancta Maria’s ten departments to ensure a proportionate representation whilst avoiding the potential for sampling bias (Vazquez, 2021). 
[bookmark: _Toc146453378]Reliability, validity, and research limitations
In selecting the number of focus groups, Guest, Namey and McKenna (2016) revealed that 80% of all themes are identifiable from two -three focus groups. Hennick, and Kaiser (2022) further identified that four to eight discussions would reach information saturation. In this circumstance, facilitating more than two focus groups offered a disproportionate improvement in the quality of results compared to the additional resource cost and time to conduct however these limitations are considered in the analysis of the data. 
Ethical challenges are also acknowledged when selecting the focus group methodology as it has the potential to impact the validity of the data if not considered. Sim and Waterfield (2019) identify common concerns of open information sharing whereby concerns around consent and confidentiality exist. In considering this, the invite (Appendix A) and consent form (Appendix B) outline the purpose, nature, and data reporting methods to mitigate any concerns. 
[bookmark: _Toc146453379]How the research data was analysed
After the focus groups were transcribed fully, the pertinent themes were collated in Appendix C. To ensure confidentiality, comments were anonymised whilst pertinent discussion points were recorded for analysis. A thematic analysis was then undertaken to examine the data and identify common themes or patterns (Caulfield, 2019).  
Gupta, Shaheem and Prathap (2019) credit the thematic approach with reducing confirmation bias in formulating the analysis and appropriate for qualitative research. 
[bookmark: _Toc144034099][bookmark: _Toc146282641]Figure 1: A diagrammatical view of the research process undertaken. 























[bookmark: _Toc146453380]
Research Findings
In considering the report objectives, the findings below set out the results and analysis of the overall effectiveness of Sancta Maria’s induction process with the key themes identified in the subheadings below. The qualitative data obtained from the focus groups is set out in Appendix C alongside quantitative data obtained from Sancta Maria Exit Interview Report set out in Appendix D. 
[bookmark: _Toc146453381]Positive Socialisation 
As identified in the literature review, Frogeli, Jenner, and Gustavsson (2023) advocate the organisational benefits of positive socialisation. It was therefore encouraging that staff respondents reported positive socialisation and initial staff interactions at Santa Maria: 
	Q2:	“Staff are friendly, welcoming, and supportive”
	Q4. 	“Everyone you did meet was friendly and welcoming”.
Q10. 	“Wider team are really supportive and friendly.”
Q12. 	“Anxieties of being a new member of staff put to ease after meeting colleagues”.
These comments are indicative of a positive induction experience explored by Nunn (2019) as enabling social adaptation can subsequently improve knowledge sharing and performance. 
This was further supported in the exit interview data which revealed that 61% of leavers agreed that their induction had helped their integration into their teams. In the healthcare sector specifically, Skills for Health (2021) report that improved integration can lead to improved care, build a culture of shared learning, and better communication. This would ultimately be a strategic aim of Sancta Maria and would be an indicator of a positive induction.
Time Constraints of Mentors
Throughout the focus groups several barriers to the completion of the induction programme were shared, with a predominant trend being the time constraints mentors face preventing the completion of thorough inductions. Time constraints were mentioned several times highlighting a significant issue across both groups: 
Q3. 	“It Can be difficult to get dedicated time with managers after the initial week”.
Q3. 	“Difficulty in guaranteeing time with new starters”.
Q7.	“Mentors do not have the time to spend weeks with a new member of staff”.
Q11. 	“Most required improvements relate to the alleviation of time constraints”.
This predominantly focused on mentors not having sufficient time to spend with the new starters due to staffing issues or high workloads. Whilst not uncommon in the healthcare sector (RCN, 2019), it does not suggest a thorough process is followed (McCartney, 2022). Whilst this directly identifies a key barrier to undertaking the staff induction programme, King, Roed, and Wilson (2018) explain that this can also lead to feelings of abandonment which was unfortunately evidenced in focus group responses:
Q2.	“New starters can feel like they are chucked in the deep end”
Q7.	“Staff can feel isolated without a mentor”.
Q9. 	“If you have queries, it can be hard to know who to speak to when you’re new without a mentor.”

Without formal direction from a mentor, learning osmosis, can also occur whereby new staff learn behaviours from existing staff (Jones, 2021). A recent workplace learning report by LinkedIn (2020) warns that without appropriate support, it can lead to undesirable traits being developed which would overall affect long term performance of staff within Sancta Maria. 
[bookmark: _Toc146453382]Unclear Structure
Alongside time being a barrier in completing inductions, a further trend affecting its effectiveness is the induction structure perceived by staff and mentors. In reviewing the mandatory forms requiring completion, both the form and supplementary documents provided by HR received positive feedback in achieving their purpose of capturing the completion of an induction:
Q2. 	“HR and Compliance requirements are structured”.
Q3.	“The initial HR checklist is good but after this, there is no clear structure or feedback on your role until the 13-week review”.
Q10.	“Structured HR forms are easy to follow”.
Whilst it is positive that staff perceive the mandatory forms as sufficient, Taylor and Woodhams (2022) demonstrates that a modern induction requires more than mandatory compliance initiatives to be met and therefore is not evidence alone of a positive induction. 
Whilst checklists and initial orientation can be completed in the first weeks, the full induction process can take months to ensure the new employee to be fully engaged at an organisation (Robert Half, 2016). This demonstrates a disparity between the expectation of staff and the provision offered by mentors which could lead to a less effective induction for starters. 
The lack of consistent reviews following the initial weeks’ induction highlights concerns in the ongoing engagement of new starters:
Q9. 	“No challenges with the induction forms, but no clarity on the expectations after this”
Q11. 	“More structure needed once initial forms are completed”. 
Q13.	“Starting blocks are great, but the following structure is lacking after the first week”.
This is further under pinned by exit interview data whereby a significant proportion of respondents disagree that the induction process was engaging.
[bookmark: _Toc144034100][bookmark: _Toc146282642]Figure 2: Percentage of staff who agree the induction process was organised and engaging. 

[bookmark: _Toc146453383]Leaver Trends
As the Focus group data as obtained from existing staff, it was difficult to ascertain from those groups whether the induction process has an impact on staff turnover. 
[bookmark: _Toc144034101]






[bookmark: _Toc146282643]Figure 3: Length of Service of Leavers 

With 41% of leavers having under one years’ service, a disproportionately high percentage of staff left Sancta Maria within their first year of employment. In considering the leavers perception of inductions, it was interesting to note that 53% of leavers did however feel that they had an effective induction. 
Figure 4: Leavers Experience of the Induction Process 

In the context of assessing whether the induction process has any bearing on staff turnover, this consequently highlights that 47% of staff didn’t agree that they had a positive induction which is still a significant proportion. Whilst this data doesn’t directly link the induction process to staff turnover at Sancta Maria, Tatum (2023) argues that high levels of turnover within new staff groups is synonymous with an inadequate induction process.
[bookmark: _Toc146453384]Conclusion
Through the research project, the aim has been to analyse the effectiveness of Sancta Maria’s induction process and identify any affect this has on completion rates. 
The findings of the primary research aligned to themes explored in the literary review in supporting an analysis of the objectives of the research project. In identify any barriers to the completion of inductions at Sancta Maria, mentor time and an unclear structure were two predominant themes analysed. 
There is clear evidence of time constraints on mentors is having a detrimental impact on their ability to provide a thorough and detailed induction process. These challenges are compounded by an unclear induction process whereby new staff require an extended process for socialisation and job familiarisation to facilitate and promote engagement in their new role which is unobtainable based on the current time constraints (Chillakuri, 2020). 
In examine the organisational impact of the induction process on staff turnover in line with exit interview survey data, issues of staff retention were clearly brought to light. Whilst there was no direct link drawn to a lack of induction specifically, significant trends of low engagement in the current induction process were identified which is integral to the employee’s induction experience and could ultimately drive higher staff turnover (Sibisi and Kappers, 2022). 
Overall, the evidence suggests that Sancta Marias induction process is effective in addressing administrative and compliance requirements of the induction process set out by ACAS (2015). High levels of positive socialisation are also an indication of a positive and effective induction however, considering Gray (2023) metrics to assess induction effectiveness, there is a disproportionately high staff turnover in relation to leavers with under a years’ service who directly report low engagement. 
In the strategic organisational context, whilst compliance is essential, staff turnover and engagement are critical in enabling sufficient staffing levels at Sancta Maria to ensure continued service provisions and organisational sustainability. As the research reveals inefficiencies in promoting staff engagement, it must therefore be considered ineffective overall as a tool to support Sancta Maria in their strategic aims. 
It would be useful for Sancta Maria to implement changes to the induction process based on an improved engagement strategy and then repeat this study to see if any improvement in staff turnover is demonstrated as this could significantly save reoccurring recruitment costs and ultimately promote better performance with continuity of staff. 
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[bookmark: _Toc146453387]Appendix A: Focus group email invites sent to participants. 
Dear Colleagues.
Thank you volunteering to participate in our focus group to review the induction and onboarding process here at Sancta Maria Hospital. The session will be held on 7th July at 11.45am in the Sancta Maria meeting room. 
By participating in this focus group, you will provide us with a valuable insight into your experience of our induction process and provide us with an opportunity to review our process for our future new starters.  Your responses are voluntary and no personally identifiable information will be reported. The responses to questions, discussion and comments will be summarised to remove any identifiable data for reporting purposes. 
As discussed, your views will not only be important to supporting the future of the Induction process at Sancta Maria but will also be valuable to my current research project for which the results will be anonymised on reported for academic purposes. 
In having representatives from both clinical and non-clinical areas I’m hoping it will encourage a collaborative review of our induction process. If you have any queries prior to the meeting, please don’t hesitate to let me know. I’m hopeful that the discussion will help us in establishing areas of improvement for our inductions to make it a more engaging and positive experience overall going forward. 
Enclosed is a consent form that will be required to be completed and returned to confirm your attendance. 
Kind Regards
Grahame 
Grahame Chapman| People Relations Associate
Sancta Maria Hospital | Lamberts Road | Swansea | SA1 8FD
tel: 01792 989133| ext: 1303
email: Gchapman@hmt-uk.org






[bookmark: _Toc146453388]Appendix B: Focus group consent form provided to every participant. 

FOCUS GROUP CONSENT FORM
Research Project: 		Sancta Maria Hospital Induction Review
Conducted by:		Grahame Chapman (People Relations Associate 
Date of Focus Group:	7th July 2023
I agree to participate in the Induction Review Focus Group conducted by Grahame Chapman to aid with the research of the induction process at Sancta Maria Hospital. 
The aims and purpose of the project have clearly been set out and are understood.
I am aware and understand the topic to be discussed in the Focus Group
I am aware that no personally identifiable information will be reported and responses to questions, discussion and comments will be summarised. 
Data collected will be stored securely and safely in accordance with the Data Collection Act (1998)
I am fully aware that my participation is voluntary, and I can withdraw from the focus group at any point without reason or consequence. 

Name		…………………………………………….	
Signature	……………………………………………
Date 		…………………………………………….
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	Focus Group Feedback
Staff who have Undertaken the Induction Process
Line Managers Responsible for Conducting the Induction Process


	Facilitator: Grahame Chapman

	Date: 7th July 2023


	· Introductory Points and Principles of the Focus Group:
· Inform participants of the purpose of the focus group discussion.
· Confirm voluntary nature and consent from participants to attend.
· Personal information of participants will be kept confidential. Notes will be taken of feedback received for the purpose of reporting but no reference to personal data will be reported on.
· Explain the benefit of an open discussion to promote discussion, idea sharing, and debate.


	Rules & Housekeeping
Request that one person speaks at a time to ensure everyone has an opportunity to share their views.
Respecting the opinion of others and those speaking as everyone’s views are important to consider.
It is important to hear everyone’s ideas and there are no right or wrong answers.
If anyone has any questions on any separate topics, we can discuss them at the end as the focus in this forum is the induction process.
Whilst everyone should be familiar with each other, ask participants to introduce themselves to build confidence in the setting.





	Focus Group Questions & Participant Response Themes

	Q1. What do you think is the purpose of the Induction Process?

	Welcome new staff to the team.
Opportunity to meet colleagues and introductions to key staff. 
Give them time to familiarize themselves with Sancta Maria processes and facilities.
Get to understand the work environment, the people, the basics of the role.
Health and Safety requirements, training, fire safety etc. 
Overall ease new starters into the team in a supportive manner

Tick box exercises such as accessing policies, complete mandatory forms.
Set out requirements and expectations of the role.
Welcome staff to the team and create a positive experience for them.
Support new starters to settle into their new environment. 


	Q2. How was your personal experience of the induction process?

	
Staff are friendly, welcoming, and supportive.
Isolating when spending a few days completing mandatory E-learning
Allocated a mentor however they are not always available so have to ask other colleagues with queries which can be daunting when you are new.
A quick process going through the induction checklist but not much structure after that in terms of goal setting or reviews periods for new staff.
Staff are helpful, but lack of consistency as no dedicated buddy meant you have to pick things up as you go along.
Not very structured and new starters can feel like they are “chucked in the deep end.”

Hard to keep on top of it due to time constraints.
HR and compliance requirements are structured, but personal development is dependent on time.
Feeling of information overload in trying to get through all the requirements in a week. 
Hard to ensure staff are supernumerary for the first month due to staffing level. 



	Q3. Are the requirements/expectations of the induction process clearly conveyed?

	
100% clear initially as the managers go through the induction forms and ensure everything is set out and understood. 
The initial HR checklist is good but after this there is no clear structure or feedback on your role until the 13-week review. 
Can be difficult to get dedicated time with managers after the initial week.

HR and compliance requirements clearly set out.
Difficulty in guaranteeing time with new starters if short staffed to go through requirements in more detail. 
Can be hard to define the role expectations as it can take a longer period to cover everything and there is a fear of overwhelming staff. 
Further support documents would be useful from HR as a succinct overview of all requirements e.g., Staff Handbook


	Q4. What was your experience of meeting colleagues and key staff

	
No structure to meeting people, just introduced as you come across people but no format.
Introduced to everyone on shift in the department, but wider staff can be missed and if you do not meet them on your first day you may not be introduced to them.
Everyone you did meet was friendly and welcoming, which was reassuring. 
Can be nerve-racking meeting senior managers as there is no direct introductions made. 

Staff are introduced to all colleagues in the team. 
Usually shown around the wider hospital to meet other colleagues, however if a shift starts at 7.30am, it may be before most staff start so they may miss the opportunity to meet key staff outside the department.
Do not always have the time to go back around to make introductions that were missed. 


	Q5. Was a tour of the building and key areas included in your induction?

	
Was shown around all departments and areas of the hospital on the first day. 
Full overview of your specific area and key areas such as canteen etc. 
Was not shown around again after this, so if you are required to go to another department, it can be daunting. 
Did not feel it was a very structured tour. 

Staff are shown all areas of the hospital and key facilities.
Only shown around the once though and focus is on their specific department after that. 



	Q6. What are your thoughts on the induction checklist currently used? 

	
Like that seen in other organisations.
Covers the main administrative points.
General checklist and not department specific. 

Does a job in covering the HR and compliance requirements.
Perceived as a box-ticking exercise.
Hard to spend time to complete all points in practice.
Only covers first week and not further development of staff.


	Q7. To what extend did you have someone the shadow during your induction?

	
Did not have anyone dedicated to shadow which would have been beneficial.
Had to learn duties on the job without someone to shadow.
Sometimes mentors are highlighted, but just one and if they are on different shifts, you may not see them for a while.
Can feel isolated without a mentor.

Usually up to whoever is on hand to help new starters. 
In circumstances where a mentor is arranged, staffing levels can dictate their availability and level of support available.
Not always practical because of skill mixes and mentors do not have the time to spend weeks with a new member of staff. 



	Q8. Did you receive the Welcome email from HR- What are your thoughts on it? 

	
Nice email to receive welcoming new staff to the team.
No one went through it though, just left to go through in their own time but no time dedicated to it. 
No input from managers on it. 
Included lots of helpful emails and forms but can easily be forgotten about. 
Managers only quickly show you how to get onto computers so up to staff to find time to go through it. 

Never go through it with new staff, just ask them to go through it in their own time. 
Do not know what is on it, never looked at it.
Do not follow up with staff to ensure they have been through it.



	Q9. Did you face any challenges when completing the induction process?

	
No challenges with the induction’s forms, but no clarity on the expectations after this.
If you did not meet someone on your first few days, it could be awkward having to speak to them when required.
Can feel chucked in the deep end after the initial checklist completed.
No review periods set so felt unsure of expectations. 
If you have queries, it can be hard to know who to speak to when you are new without a mentor. 
Spending first days doing online forms is not overly beneficial initially, would be more valuable to understand the role and job duties rather than go through online resources. 

Straightforward, no challenges 
Just time constraints especially during busy periods. 


	Q10. Any elements of the induction process that you think do work well?

	
Being shown around first thing was helpful for familiarization.
Everything was set up ready, IT access, uniform.
Having one-one time throughout the first day
Introductory email does have a lot of useful information.
Wider team are supportive and friendly. 

Structured forms are easy to follow.
HR and compliance are completed within first few weeks.


	Q11. Are there any suggestions on any improvements that we can make to improve the process?

	More structure for the process once initial forms completed. 
Role/department specific induction plan would be useful and more engaging.
Having more than one opportunity to meet key staff. 

Going paperless and more electronic resources as it would be more efficient. 
Setting up a meeting every few weeks with all managers to meet new starters. 
Less E-learning on irrelevant topics. 
Most improvements relate to alleviation of time constraints which are difficult to resolve without additional resourcing. 
Automatic enrollment onto department specific training would be beneficial. 


	Q12. Did you find the process overall beneficial? 

	
Yes, had most of my questions answered during first week.
Anxieties of being a new member of staff put to ease after meeting colleagues.
Starting blocks are great, but it is the following structure is lacking after the first week. 
Reflecting on it, the induction was positive.
Whilst overall positive, a lack of reviews or formal development plan can cause uncertainty in the role. 

Whilst laborious, it covers all the main points and ensures their complaint in their role. 
Yes, but challenges to complete the forms to demonstrate they have completed their induction due to time. As soon as they get into the role the induction forms are forgotten about even though they have completed it. 


	Q13. Anything that we have not touched on today that you think would be valuable? 

	
Group inductions for new starters might help them meet wider colleagues and reduce any feeling of anxiety. 

See that some organizations use more online induction programmes that could be more efficient to reduce reliance on staff time. 


	Summarize and Conclusion

	Summarize some of the key points discussed. Thank the participants for attending and confirm the next steps in that the Focus Group notes will be collated, reviewed, and report put together.
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Collated results of exit interview feedback conducted at Sancta Maria Hospital for the Research Report. This highlights the key figures obtained in relation to the induction process alongside general trends in staff turnover within the organization.
Staff Leaver Overview
Overview of contracted leavers and exit interview participants:
	Contracted Staff Turnover

	Number of Contracted Leavers
	35

	Staff Turnover Rate
	20.5%

	Exit Interview’s Conducted
	28

	Exit Interview Response Rate
	80%



Length of Service of Leavers
[image: ]

To ensure an accurate review of any trends in the length of service of leavers, the below series reviews the number of leavers proportionate to the total number of staff within each length of service parameter. Without considering the number of leavers from each staff group, unfair assumptions could be made in comparing the length of service of leavers alone. Whilst the above graph highlights that the largest proportion of leavers had between 1-3 years’ service, it fails to consider that 40% of Sancta Maria staffing fall within this length of service. Therefore, considerations have been given to include the proportion of staff that left from the total number of staff within each parameter:
	Length of Service
	Percentage of Leavers from Total Staff Group

	1 - 6 Months
	23%

	7-12 Months
	33%

	1 - 3 Years
	13%

	3 - 5 Years
	13%

	5 Years +
	15%



[image: ]
In contrast to the initial graph, this highlights that a disproportionate number of staff are leaving with under one years’ service. 
Leave Reason
	Leave Reason
	Number of Leavers

	Career Progression
	9

	No Reason Given 
	5

	Personal Circumstances
	5

	Reduced Duties
	4

	Relocation
	2

	Salary & Benefits
	4

	Salary & Progression
	6



Review of Induction & Development Questions
Breakdown of results from ‘Induction’ section of Exit Interview results. “To what extent do you agree or disagree with the following statements?”
Three leavers with 10+ years’ service selected Neither Agree nor Disagree based on their inability to recall any pertinent points. 
	Question
	Strongly Agree
	Agree
	Neither Agree nor Disagree
	Disagree
	Strongly disagree

	Q1. I feel I had an effective Induction Process
	21%
	32%
	14%
	25%
	7%

	Q2. The induction helped my integration into the team
	25%
	36%
	21%
	14%
	4%

	Q3. My induction was done in a timely manner
	14%
	29%
	18%
	21%
	18%

	Q4. The induction process was organised and structured
	7%
	21%
	25%
	29%
	18%


	Q5. During my induction process, I… 
	Yes
	No
	Not Applicable

	Went through the HMT Welcome email
	39%
	50%
	11%

	Had a tour of the premises and departments
	78%
	11%
	11%

	Met key team members and colleagues
	78%
	11%
	11%

	Had a dedicated mentor/ 'buddy' to shadow
	61%
	29%
	11%

	Received an overview of HMT and our values
	36%
	54%
	11%

	Completed an induction checklist
	54%
	36%
	11%

	Had the opportunity to raise any queries
	86%
	4%
	11%

	Met regularly with my line manager
	68%
	21%
	11%

	Timesheets explained
	89%
	0%
	11%

	Had access to E-Learning and Mandatory Training 
	89%
	0%
	11%







The Induction Process was Organised and Engaging?


Strongly Agree	Agree	Neither Agree or Disagree	Disagree	Strongly disagree	7.1428571428571425E-2	0.21428571428571427	0.25	0.2857142857142857	0.17857142857142858	To What Extend do you agree


Percentage of Respondants



Length of Service of Leavers

Percentage of Leavers	
1 - 6 Months	7-12 Months	1 - 3 Years	3 - 5 Years	5 Years +	0.18	0.23	0.28499999999999998	0.08	0.22500000000000001	Length of Service


Percentage of Leavers



Did Leavers Experience an Effective Induction? 


Strongly Agree	Agree	Neither Agree or Disagree	Disagree	Strongly disagree	0.21428571428571427	0.32142857142857145	0.14285714285714285	0.25	7.1428571428571425E-2	To What Extend do you agree


Percentage of LEavers
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