Research Overview: Evaluating the Effectiveness of the Staff Induction Process at Sancta Maria Hospital
Underpinned by the supplementary notes, this poster sets out an overview of the research report conducted at Sancta Maria Hospital.
Introduction
The research project was conducted within Sancta Maria Hospital who in 2021 opened their purpose-built hospital in Swansea. Operating within a healthcare sector that is experiencing significant clinical staff shortages and increasing turnover rates across the UK (CareQuality Commission, 2022), a primary focus of the HR strategy has been to review their people practices and processes to ensure sufficient staffing provisions are met as recommended by the Health and Social Care Committee (2022). 
Walker-Schmidt, Kaul, and Papadakis (2022) vigorously claim that the induction experience is essential to employee engagement which in turn drives staff retention. With this considered, the aim of the research report is to: 
Analyse the overall effectiveness of the staff induction process at Sancta Maria Hospital.
Literature Review 
To provide a benchmark in which to assess the ‘effectiveness’ of Sancta Maria’s induction process, a literature review was first undertaken (Birnbaum and Greenberg, 2017). 
The Purpose of Inductions:  In order to analyse effectiveness, the purpose was first considered for which conflicting views were identified with ACAS (2015) describing it as a compliance tool, whilst others promoted employee experience to drive staff engagement and a positive organisational culture (Gray, 2023). 
The importance of Socialisation: Summarised as a fundamental human need, it was proposed that poor socialisation can lead to feelings of isolation, lower organisational commitment, and increased staff turnover, all of which are therefore essential to experience during inductions (Carr, 2019). 
Consequences of Poor Inductions: Further supporting the need to review the induction process, Maurer (2018) cites poor performance, low staff engagement, and increased staff turnover as a consequences and indicator of a poor induction.
Methodology 
To ensure validity and a comprehensive review of the data, a mixed methodology approach was chosen (Creswell, 2023). In reviewing the various primary research methods available, focus groups were identified as the appropriate data collection method. 
In reviewing the various primary research methods available, focus groups were identified as the appropriate data collection method (Flick, 2018). 
Quantitative data was obtained from a review of exit interviews undertaken to add vigor to the analysis (Yin, 2018).  
Number of Participants: Two focus groups consisting of ten people each. 
Participant Selection: Request for each department to have a participant attend each focus group.  
Analysis Method: Thematic Analysis set out in report. 	
Ethical Considerations: Consent, Confidentiality, & Risk of Harm 

Findings 
In considering the research aim, the following themes were identified in analysing the focus group and exit interview data to evaluate the effectiveness of the induction process. 
Positive Socialisation
Positive socialisation was reported demonstrating a positive induction experience in this area (McCartney, 2022). 
“Staff are friendly, welcoming, and supportive”.
“Everyone you did meet was friendly and welcoming”.
“Wider team are really supportive and friendly.”
Time Constraints of Mentors
A significant theme identified throughout was the time constraints on mentors preventing them from ensuring a vigorous induction process. 
“It Can be difficult to get dedicated time with managers after the initial week”.
“Difficulty in guaranteeing time with new starters”.
“Mentors do not have the time to spend weeks with a new member of staff”.
This subsequently led to themes of isolation and low engagement which could be determined to be a poor induction in terms of promoting a positive workplace culture (Nedelko, 2017).
Poor Induction Structure
Whilst staff responded positively to the compliance elements of the induction process including HR forms and checklists, a negative perception of the overall structure or lack of structure was demonstrated underpinned by feelings of low engagement. 
“The initial HR checklist is good but after this, there is no clear structure or feedback on your role until the 13-week review”.
 “More structure needed once initial forms are completed”. 
“Starting blocks are great, but the following structure is lacking after the first week”.
This was supported by Exit Interview data in which 48% of staff did not agree that the process was organised or engaging and is again not indicative of an effective process. 

Staff Turnover
In analysing whether the induction programme has a significant impact on staff turnover, it was identified that a disproportionate number of leavers had under one years’ service.

In exploring the induction experience of leavers, it was significant that 47% did not agree that they had an effective induction. Whilst the quantitative data was unable to ascertain whether this directly linked to their leaving the organisation, Gupta. et al. (2018) provides empirical evidence that staff turnover can be derived from a negative induction experience which would correlate to a third of Sancta Maria leavers. 

Conclusions
In considering the overall effectiveness of Sancta Maria’s induction process there is evidence to suggest that the compliance and socialisation element of the process is conducted effectively. However, to drive employee engagement, an induction should incorporate wider objects to support the overall HR and organisational strategy to ensure sufficient staffing at Sancta Maria. The evidence therefore suggests there are failings in the current structure that require improvements before it can be deemed effective in this regard. 
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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 Leavers



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
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Did Leavers Experience an Effective Induction? 
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