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Introduction and Context
The researcher currently works for the local University Health Board (UHB). The basis of the research is to review the Health Care Support Worker (HCSW) Community Induction training that started in October 2022, following the success of a similar project, the All-Wales Induction Framework (AWIF). The researcher managed AWIF until October 2022. The AWIF was developed by Social Care Wales (SCW) in collaboration with the (UHB), the researcher had responsibility to design the programme outline and coordinate the training delivery to staff working in the healthcare sector. The inception of the current induction based its recommendations from the AWIF evaluations. The induction is mainly for those in employment and differs from AWIF in that no job seekers are included as there is another project specifically for that. The induction is targeted at those working in every sector of care be it; reablement, residential care homes, private carers, adult services, community HCSW, domiciliary and day centre staff. The (UHB) offers corporate and Skills2Care training to any new staff, but the community induction is specific to those working in the communities. 

According to, (Best and Kahn, 1999), we develop results that lead to the answers to certain questions and deeper understanding to the problems, therefore for us to solve emerging problems as researchers we should find and choose suitable methods to seek the information. The main purpose of the research is to investigate the impact that the new HCSW induction has had on the staff who have attended training, their managers and mentors. A critical analysis of the impact aims to reveal that the effects of the induction can significantly differ between those who have completed and those who have not. Henceforth, the analysis aims to delve into the various factors contributing to these discrepancies and assess the potential implications. The researcher based their investigation on the fact that Welsh Government promote the development of accredited training programmes as well as career frameworks that would support the HCSW workforce. These programmes would give HCSW recognition for the huge role they play in delivering a high standard of evidence-based care to their patients (NHS Wales 2015). The induction forms a key part of the careers’ framework more so with the requirement for SCW registration. 
According to (Mathias, 1994), induction is the planned introduction of new employees to their jobs, their co-workers, and culture of the organisation. Work-based learning is a critical learning approach that bridges the gap between what is learnt in a classroom and on the job. This research proposal aims to investigate and enhance the effectiveness of work-based learning programs in providing staff with the practical skills and competencies required to succeed in their chosen career paths. As well as the aims discussed the researcher will review the delivery of the programme and make recommendations for future delivery. 

The researcher will design, conduct and assess priorities, evaluate interventions, and detect and manage threats to HCSW induction training. (Klein, and Weaver, 2000), concur that induction training forms part of many organisational programmes. Prior research suggests that most organisations implement some form of induction to help new employees familiarise themselves with their jobs (Wesson and Gogus, 2005). It was noted during a literature review of the induction programmes, that the literature appeared in popular publications and that the benefits were affirmed but not empirically proven. This research aims to investigate the impact of healthcare induction on staff performance, job satisfaction, retention rates, and overall organisational outcomes. The researcher will critically analyse and evaluate the impact that the HCSW induction has had and compare the differences between staff confidence for those who have completed the induction than those who have not. This will give a benchmark which will help to shape future HCSW training. 

Intended impact
To gauge staff confidence in the knowledge and practical skills gained after the training in comparison to those who are new but have not accessed the training. The proposal lays the groundwork for a transformative initiative that aligns with the evolving demands of the sector. The wider ramifications would be realising that staff are not benefiting from the induction, that their confidence levels are unchanged. Other implications could be inclusivity against exclusivity, whereby, those that have completed the induction develop a sense of entitlement making non-completers feel like they do not belong. This might lead to decreased participation and confidence from non-completers, ultimately inhibiting the inductions’ objectives and inclusivity. 

Outlined intention
To transform the programme from a traditional format to one that is interactive, engaging, inspiring and meaningful for participants’ job roles making sure new staff become confident in their roles. The researcher noted that there is little research to evaluate whether or not the activities of an induction programme will lead to the intended outcomes, therefore emphasis will be placed on this exploration. The outlined intention is to undertake a mixed methods approach for this study, this approach recognises that the world is neither qualitative nor quantitative, but a mixed world, (Cohen et al, 2018). By using multiple means of collecting data for the same topic triangulation of data will enhance the validity and credibility of findings. The basic assumption of mixed methods research is utilising multiple data sources to ensure a holistic understanding of the research problem rather than depending on a single research design- qualitative or quantitative, (Creswell, 2014). 

The methodology to be used in collecting the research data would be a survey design, which uses a random sampling technique by distributing questionnaires. The questionnaires will be distributed via email, using Microsoft Forms, by the 8th of September 2023. A cover letter will be sent seeking consent from the participants, dates for the planned focus group meeting, a deadline for submission will also be included. The choice to use MS Forms has cost-effectiveness, wider reach, convenience, time efficiency, anonymity and privacy benefits. To ensure validity and reliability, the researcher will carefully survey design, sampling strategies and data analysis. Due to the scale of the project, the intention will be to interview participants who have attended the induction and some who are new but have not accessed the training. The distribution will be as follows: -
25 participants in each county that attended the community induction (75)
15 participants in each county that have not attended the induction (45)
15 managers of the candidates in each county (45)
10 tutors that delivered on the programme including specialist trainers (10) 
The number of staff surveyed will be n=175. The sample size was calculated based on 10% of the population with a +/- 5%-degree room for error and a 95% degree of confidence.
It is important to note that these interviews be conducted from each region in order to monitor any differences of opinion and discrepancies, this will ensure standardisation can be implemented. (Creswell, 2009), describes interviews as an effective model that occurs in a natural setting and enables the researcher to develop a level of detail from high involvement in the actual experiences. Online virtual interviews, hosting focused groups will be done through Microsoft Teams medium of communication as it is easier to cover the large geographical area in the region. Planned dates would be communicated with the sampled areas. 

Transformational change is defined as the emergence of an entirely new state, 
prompted by a shift in what is considered possible or necessary, which results in
a profoundly different structure, culture or level of performance, (Ackerman, 1997). 
The healthcare sector is a dynamic environment, presenting with opportunities, challenges, new ways of thinking, and rich insights from the past. But almost universally those operating within it recognise the ongoing need to transform ways of working. It has been said that ‘radical change is needed to transform the delivery of health and care services to meet the challenges of the future’ (Ham, 2014).

The project will follow the requirements detailed in the ethics document and will pay due diligence to analysing insider and outsider researcher implications. Both researches can contribute some valuable insights when conducted ethically and with some consideration of the unique challenges and implications associated with each approach. Insider researcher implications could be bias and objectivity, power dynamics and maintaining confidentiality. The researcher will crucially consider ethical implications and address these by being transparent in their communication, obtaining consent that clearly outlines the purpose of the research, potential risks and participants rights.

Expected Outcomes
To be able to present a comprehensive assessment of the current state of our HCSW induction and its impact, benefits, to highlight strengths, weaknesses, and potential areas for improvement. Personally, the researcher, would like to apply the mixed method to a real-life project as they have always read from other researchers. The researcher hopes to get insights into the relationship between effective healthcare induction, job satisfaction, engagement, and if this contributes to staff retention. To be able to offer practical recommendations for the department so they can enhance our induction programs and achieve better staff and organisational outcomes. According to McClintock, et. al, (2003) research should give various positive impacts to the researchers in terms of values and self-development.
Aims and Objectives of the work-based project
· to demonstrate and outline the impact and benefits of completing the HCSW induction, how this is evidenced in the confidence levels between those who have and those who have not completed the training
· Sample the candidates that undertook the community induction and evaluate the benefits and confidence level whilst partaking their roles
· Reflect on the lessons learned within this work-based learning module and identify next areas of development, recommend a plan for the continuation and implementation of a future induction
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