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Executive summary 

This research report has been prepared for the Senior Management Team at Dyfed-Powys Police to review and develop the induction process to ensure employee engagement.
The methodology included the collection of secondary and primary data.  The secondary data included the literature review and the collection of force system data including the employee names and start dates along with the current induction process programme information.  The primary data was collected by issuing a questionnaire to new employees that started at Dyfed Powys Police from 1st November 2019, which is a quantitative approach, along with research literature on best practice induction processes. 
The questionnaire sample size was 76 new employees who started between Nov 2019 and Nov 2020, and the information was identified from our force systems Trent and Oleeo.
Primary research identified that the induction process was being carried out infrequently which meant that some employees had been in their posts for a significant period before receiving any induction process.  This research will outline whether the induction process impacts engagement levels within the organisation.
The report identifies that the current induction process needs revision and standards and recommendations need to be established to improve the current process including:
· Frequent induction sessions
· Review content of current induction programme
· Investigate online induction delivery
The report also identifies that the research does have limitations due to the low return on questionnaire responses, and as such the data collection should be viewed as indicative rather than conclusive.  
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1.	Introduction

Dyfed Powys Police is an emergency service covering the largest geographical police area in England and Wales and currently employs over 2000 staff and officers. Our employee retention rates are high with the police service continuing to hold the highest retention rates in the public sector (ONS, 2019).  An effective induction programme will result in an employee gaining a positive first experience and opinion of organisations and (CIPD, 2020) surveys show that 42% of organisations are reviewing and improving induction processes to increase retention rates.  The induction process enhances engagement from the moment an employee enters an organisation and should be linked to the strategic objectives which will help the organisation reach its goals.  New employees are most susceptible during the first few weeks of employment according to (Henricks and Louw-Potgieter, 2012) and it is, therefore, important that they receive an effective induction as a poor induction elevates the possibility of poor performance.

Aim
This research aims to critically analyse the current induction process identifying the links between induction and employee engagement, to improve the process at Dyfed Powys Police.

Objectives
To identify and critically analyse the effectiveness of the induction process at Dyfed Powys Police
To examine the link between the induction process and employee engagement
To highlight improvements that could be implemented into the current induction process at Dyfed Powys Police

2.	Literature Review
Induction is defined as ‘a process of receiving and welcoming employees when they first join an organisation, to give them the basic information that they need to settle down quickly and happily and to start work’ (Armstrong, 2006, p. 471), and is one of the most common training programmes within organisations. (Klein & Weaver, 2000). The induction process ensures that the employees are receiving the knowledge and support to perform their role successfully (CIPD, 2020), whilst also allowing them to get to know the people they will be working with, become familiar with their surroundings, learn about their job and the surroundings they will be working in”. (Edwards & Scullion, 1982, pp.273).  
2.1 The importance of Induction Programmes
The induction process should apply to all new employees including staff and officers, and also staff returning from career breaks, or long periods of leave.  There is no set format for induction training and the process is unique to each organisation (Meighan, 2000), with the process varying depending on the size and type of organisation. (CIPD, 2020) Research carried out by (Rogers, 2019) identifies that companies with structured induction processes achieve levels of engagement that are twice as high as organisations without. (Hunt, 1992, pp. 207) explains that by the employer ‘telling’ the recruit what is expected of them, and when and how it should be undertaken they will win the new employee’s loyalty and commitment, therefore creating greater employee engagement and productivity.  Effective induction training will enable new employees to get ‘a good feel for the organisation and they should continue to feel that they made the right decision in joining the organisation. (ACAS, 2009) 
As employees are more likely to resign within the first few months of employment rather than at any other time (Fowler, 1990) it is important to spend time, effort and resources on the induction process, as the return will outweigh the investment many times over.
2.2 Timing of Induction Programmes
Timing of the induction process varies within organisations but rarely pays any regard to the employee's previous experience, as is seen in most of the literature researched. By carrying out the induction at an early stage the new employee is more likely to be willing to conform and comply –  ‘a major mistake is to wait... by then the recruit has linked to the informal structure and the ‘other’ view... and it will be harder for the recruit to unlearn and pick up the ‘official’ story...” (Hunt, 1992, pp. 207) 
Induction training gives employees an understanding of the strategic goals and objectives of the organisation (Marchington and Wilkinson, 2012), and 54% are delivered within the first four weeks of employment (Waunous & Reichers, 2000).   If carried out promptly, organisations are more likely to retain employees. (Forbes, 2015) Induction can start before an employee’s first day of employment by the use of e-learning guides but face-to-face inductions are important, as they allow opportunities for networking and can help new employees to meet their peers and integrate into their new organisation (Personnel Today, 2010).  Inductions can also reduce any stress and anxiety relating to starting a new role (Conrad and Lashley, 2002) 
2.3 Structure of Induction Programme
Effective induction programmes can improve retention and employee satisfaction (Snell, 2006), and should be considered as part of the recruitment process. Research by (IRS, 2009) highlighted that the programme should be clearly defined and regularly evaluated. (Meighan, 2000) suggests that induction training, appraisals and exit interviews, can allow organisations to identify where they went wrong when employees decide to leave and the information can be used to design future induction training.  Many organisations use ‘pre-induction training where E-learning information is provided to the new employee before their start with the organisation, increasing their understanding of the organisation (Robson, 2009). Online training does not always suit the individual and (IES, 2009) found that there were risks connected with the training including not suiting all learners, low rates of interaction and the lack of creating networks and relationships.
It is important to create an effective induction program, avoiding providing too much information or overselling the job as outlined by (CIPD, 2016), as this could lead to the employee having a negative perception when the expectations of the role are not reached, therefore creating a negative employer brand.
The induction programme content should include general work routines, organisational history and details on how employees will be expected to contribute to organisational goals and objectives (Mestre et al., 1997) They can also include health and safety procedures, standards, colleague introductions and a brief overview of company policies and procedures (Snell, 2006), including health benefits and employee discounts. (Butler, 2008)
Getting the induction programme right is important (CIPD podcast, 2014) and due to the Covid pandemic organisations have changed their induction processes, as employees are increasingly working part-time and homeworking and technology is being used to unify the process.  The podcast tells us about processes that different organisations use, including UCC who send out ‘culture packs’ to new employees which include an initial verbal offer of employment from HR, sample coffee and biscuits, USB with welcome starter information, and also a phone call the day before the employee starts from their new Manager.  BBC and HR company Mercer have moved away from the traditional approach and are using multimedia and visual representations, to avoid information overload by using interactive, discovery and conversation approaches to make the induction feel like more of a community.
The induction process at Dyfed Powys Police is very traditional as can be seen by the training agenda. (Appendix 1)
2.4 Link to employee engagement
Engaged employees are described as reliable, proactive and dedicated workers who believe in the vision of the organisation. (Smith, 2016) whilst (Mowday, Steers and Porter, 1974) details them as having a willingness to go above and beyond their duties with a desire to remain long term within the organisation.  Research carried out by (O’Reilly & Chapman, 1986) showed that high employee engagement indicated low turnover and feelings of belonging. (Derven, 2008) Following an induction programme, employees are often able to collaborate more effectively as they have engaged with fellow employees. (Johnson, 2005)
Induction programmes help employees to feel an integral part of organisations (Dodds & Verest, 2002), leading to increased satisfaction levels (Sussman, 2005).  Research carried out at a UK energy provider showed that employee engagement ratings doubled after undertaking induction programmes. (Pollitt, 2007). 
Follow-up induction programmes can also be introduced to assess progress early in their careers (D’Aurizio, 2007), keep employees committed and also use the feedback to further develop induction programmes.  Research shows that 19% of new employees leave the organisation within the first six months (CIPD, 2009), therefore emphasising the importance of new employee engagement starting at an early stage, to create enriched, enabled and engaged employees. (Kahn, 2018). However, research carried out by UCC showed an increase of 69% in employee engagement following an effective induction programme, compared to the industry average of 36%. (CIPD podcast, 2014)
(Meighan, 2000) tells us that low engagement levels ultimately lead to employee resignations, which cost the organisation - not only financially but can be harmful to the employer brand.  Exit questionnaires can be used to establish reasons why the employees are leaving and the data used to redesign the induction programme. (Meighan, 2000)
There is widespread literature on how induction processes can improve employee loyalty and commitment (Iles et al, 1990) however, there is also evidence that it can be dependent on organisational reward systems and promotion (Ogilvie, 1986).
3.	Methodology
Primary research was carried out using a quantitative questionnaire with a positivistic approach with no personal values or bias. (Anderson, 2011). (Appendix 2) The questionnaire was designed to avoid any ethical implications. (Anderson, 2011). (Appendix 3)
A multiple-choice questionnaire was issued to 76 employees of varying levels including Managers to gain a greater insight from differing grade employees (Perkins & Woodhams, 2016).  Force systems prevented the use of Survey Monkey or Google Forms so traditional analysis methods were required. Information was provided to ensure participants were aware their responses were confidential and anonymous, could decline to respond, and could end participation at any point during the questionnaire.  (Appendix 4) By allowing participants to remain anonymous it was hoped to obtain a larger response rate.  The data collection method was reliable although low responses reduced validity. 
4.	Findings

Questionnaires were analysed (Appendix 5) to identify areas that needed development and although response rates were low some definite patterns were identified with the key points shown below:

	80% of respondents identified that they had received a review but only 10% had received it within the first 6 months and 40% within 1-6 months

	20% of respondents that had not received an induction were retired Police Officers that had returned as police staff.

	100% of respondents claimed the induction made them feel settled into their role although comments included remote delivery not allowing them to form connections and relationships.


											

Key patterns were evident as is shown below:

	Most respondents felt that the induction was informative but felt that they would benefit from a tour of the workplace, structure and rankings within the organisation and HR input on payroll and performance review system.

	100% of respondents said that they had received adequate joining instructions and explanation of policies and procedures from Line Managers

	100% of respondents could see themselves working for Dyfed Powys Police in 5 years which shows excellent employee engagement.


											


By including a free text box respondents were able to suggest recommendations for inclusion in the induction programme.  Some of the comments included:
· Information to carry out your role and to know your surroundings
· Information to force systems
· Guide to departments and their role within Dyfed Powys Police
· Induction closer to starting date
· Smaller groups to allow for more interaction
· More inputs including payroll and DAP


Findings indicated that inductions are taking place too late after employees commence their employment, therefore not allowing employees to interact with other new or existing employees, which is one of the main requirements for integration. (Adam, 2010)
Adding a rating table for the department inputs identified that there are some areas, particularly the trade union input, that participants felt were not beneficial.  All participants found the Professional Standards and Health and Safety inputs ‘very useful’ therefore corroborating the findings of (Rutaiwa, 2013) that induction training helps employees to discover the standards and what is required of them within organisations.
37.5% of participants had undertaken a remote induction and results from these participants were aligned to participants that had undertaken face-to-face apart from the ‘did the induction help you settle into your role’ – responses from the free text box showed that employees that had undertaken face-to-face inductions felt more socialised through forming informal groups and associations following the induction.  This does not happen after remote inductions as participants are not even required to turn on cameras.  Findings by (Brewster, 2017) claimed that effective induction training influences employee integration, and gives employees a sense of ownership especially when they can see new senior managers attending the training.
ready to share and turn challenges into opportunities”  
 
5.	Conclusions

Results from my research indicate that the induction training programme at Dyfed Powys Police is of great value to staff as it informs them of the important areas connected to their new employment environment which will help improve their performance.  The structure of the induction training could however be improved and it is clear that a re-assessment of the departmental inputs that are included in the training is required to ensure that participants are benefitting from the training.  

Due to the Covid pandemic induction moved to remote delivery, and this will hopefully return to the traditional face-to-face delivery as the research shows that the benefits of this are evident.  Staff retention at Dyfed Powys Police is high and with an improved induction training programme, this will hopefully improve even further.
6.	Recommendations

The research identifies that more frequent induction training sessions need to be introduced.  I would recommend monthly sessions with smaller numbers which would allow new employees to socialise, network and build relationships. (CIPD, 2020)
Input from one of the Chief Officers would make the new employees feel part of the organisation and would be an impressive welcome to Dyfed Powys Police.
To evaluate the induction process feedback could be collated to establish whether the training programme was effective and to allow the new employees to highlight areas for improvement (CIPD, 2020) and also to identify key measures of success by including turnover statistics and exit questionnaires, especially from leavers within the first 12 months of employment.
Recommendations around the length of the induction training would be that it could be phased rather than condensed into a five-hour intensive input. This supports the findings of (Derven, 2008) who recommended phased induction rather than the traditional one-off approach, therefore keeping the employees engaged by ensuring ongoing commitment.
Departmental inputs need to be reviewed and inputs included from various departments including HR on payroll, pension and expenses and the performance review system (DAP) which would reinforce the support available to employees from their Line Managers and the training available if required.


7.	Limitations

Research responses were lower than hoped for and despite extending the return and sending a reminder the number of responses did not increase.  The impact of being unable to utilise Survey Monkey or Google Forms may have had an impact on how many employees completed the form as they were no longer anonymous and were more time-consuming. However, the information provided was found to be of a high standard and was detailed enough to be relied on.
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APPENDICES

APPENDIX 1 – Induction Timetable

Thank you for your recent responses regarding Police Staff Induction.
 
I can confirm that RMU have assisted in rostering Police Staff for their induction course on either the 24th February or the 10thMarch.
 
In light of the current restrictions, all those ‘attending’ and guest speakers will be sent an outlook Skype meeting invite.
 
The following is the proposed timetable for both days:
 
	Time
	Subject
	Guest Speaker

	0930-1030
	Code of Ethics
	Lynne Davies or CI Jolene Mann

	1030-1100
	GDPR
	PC Angela Williams

	1100-1115
	Break
	 

	1115-1145 
	Unison
	Phil Williams

	1145-1245 
	Professional Standards
	DS Richard Davies

	1245-1330
	Lunch Break
	 

	1330-1500
	Equality, Diversity and Welsh Language Standards
	Kylie Daniels & Teleri Williams


 
I suggest that inputs are recorded on Skype which could then be forwarded to any staff who are unable to attend due to unforeseen or operational commitments.
 
I would be grateful if you could confirm your availability.
 
 
APPENDIX 2 – Screenshot of questionnaire
[image: ]
APPENDIX 3 – Ethics Form
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APPENDIX 4 – Survey invite

Good Afternoon
I am currently completing my CIPD Level 5 qualification in Human Resource Management and as part of my course I am carrying out research on the current induction training programme at Dyfed Powys Police.  I have prepared a survey which can be completed by following the below google forms link:
 
https://forms.gle/BxJR1qboPsm7UVUb6

There is no obligation to complete the questionnaire but if you have a few minutes to complete the survey I would really appreciate it, and it would allow me to use your feedback as part of my review which may mean that we change and improve the way we do things, depending on the feedback received.
Just to reassure you all of your answers are anonymous so you won’t be identifiable, there are no questions relating to any personal data and all data will be treated confidentially.
By completing and submitting the questionnaire you will be giving your consent for the information to be used in my research.
Any questions please contact me at any time.
Thank you for your time!
 
Apologies Google Forms is no longer supported by Force systems – can you please complete the attached form.

Kind Regards
Catherine Evans
HR Officer – Recruitment
Recriwtio Swyddog Adnoddau Dynol
                                                                              
 
 

APPENDIX 5 – Analysis of data
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Have you attended an induction course?	Yes	No	16	4	



How soon after your employment start was your induction training?	Less than 1 month	1-6 months	6-12 months	Over 12 months	2	8	4	2	



How was your induction held?	Face-to-face	Remote	10	6	



Do you feel the induction training helped you settle into your role?	Yes	No	16	


Induction Input ratings

Very Useful	Code of Ethics	GDPR	Unison	Professional Standards	Equality, Diversity and Welsh Language	8	8	10	8	Useful	Code of Ethics	GDPR	Unison	Professional Standards	Equality, Diversity and Welsh Language	8	8	6	6	8	Not Useful	Code of Ethics	GDPR	Unison	Professional Standards	Equality, Diversity and Welsh Language	8	




Did you receive adequate joining instructions prior to your start date? (ie. Line Manager contact details, where to report to and what time)	Yes	No	20	



Did your Line Manager explain the policies and procedures important to your role during your first week? (ie. Health and Safety regulations, work processes)	Yes	No	20	



Do you see yourself working in DPP in 5 years time?	Yes	No	20	
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Dyfed Powys Police Induction Survey

1. Have you attended an induction course at Dyfed Powys Police? If no, please go
question 6.
OYes ONo
2. How 500 after your employment start was your induction training?
O Less than 1 month
0 1-6 months
0 6-12 months
0 Over 12 months
3. How was your induction held?
O Face-to-face
O Remote
4. Do you feel that the induction training helped you settle into your role?
OYes ONo
5. Please rate the induction inputs:
Very Useful |_Useful | Not Useful | N/A
Code of Ethics =] 5] 0 5]
GDPR 5] 5] 5] 5]
UNISON 0 0 0 0
Professional Standards 5] 5] 5] 5]
Equality, Diversity & Welsh Language 5] 5] 5] 5]

What would you like to see as part of the induction process at Dyfed Powys Police?

Did you receive adequate joining instructions prior to your start date? (ig, Line
Manager contact details, where to report to and what time)
OYes ONo

Did your Line Manager explain the policies and procedures important to your role
during your first week? (ig, Health and Safety regulations, work processes)

Oes ONo

Do you see yourself working in Dyfed Powys Police in five year's time?

O Yes ONo
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RPPLICATION FOR ETHICAL APPROVAL

In order for research to result in benefit and minimise risk of harm, it must be conducted
ethically. A researcher may not be covered by the University's insurance if ethical approval
has not been obtained prior to commencement.

‘The University follows the OECD Frascati manual definition of research activity: “creative work
undertaken on a systematic basis in order to increase the stock of knowledge, including
knowledge of man, culture and society, and the use of this stock of knowledge to devise new
applications”. As such this covers aciivities undertaken by members of staff, postgraduate
research students, and both taught postgraduate and undergraduate students working on

dissertations/projects.
‘The individual undertaking the research activity is known as the “principal researcher’.

Ethical approval is not required for routine audits, performance reviews, quality assurance studies,
testing within normal educational requirements, and literary or artistic criticism.

Please read the notes for guidance before completing ALL sections of the form.

‘This form must be completed and approved prior to undertaking any research activity. Please
see Checkist for details of process for different categories of application.

SECTION A: About You (Principal Researcher)

Ful Name: [ Catierine A Evans
Tick a boves which apply:
Memberofstaff: | O | Student | B | Honorary researchfelow: | O
Faculty/SchoolCentre:
Campus:
E-mall addre:
Contact Telephone Number:
For students:
Student Number: 1919841 Undergraduate [ 01
Programme of Study: cPD Pegggma‘e [a]
Director of Studies/Supervisor: | Julie Thomas. Research | ®

SECTION B: Approval for Research Activity

Has the research activty received approval in principle?
(please check the Guidance Notes as to the appropriate approval process | YES [ ® | NOf O
for different levels of research by different categories of individual)

Date
¥ Yes, please indicate Source of —
approval (and cate where known): |- ~ccoroh Degrees Comiteo a

Facully Research Commitiee =]

Other (wrte In) Course Tutor — Rachael

Jones | w2

R nle st be ohtained from the relevant scurce orior 1o seeking ethical aooroval
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