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Executive Summary

This research report aims to contribute to the development of the induction process for professional service department employees within their initial six months of employment at Xxxorgxxx. 

The methodology included the gathering of secondary and primary data.  Secondary data was captured in the literature review and through accessing current information held on employee start dates and current induction processes within the Welsh Higher Education Sector. It identifies elements of best practice within the Welsh Higher Education sector from primary research data, along with a critical analysis of research literature informing what should be included in an induction programme.    Primary data was collected through a survey to a selection of Xxxorgxxx new starters from 1st January 2014 within professional service departments and Academic Institutes. 

The survey sample size presented 54 new starters between the 1st January 2014 and 1st July 2014.  The 54 new starters were identified from running a staff report on the Xxxorgxxx Human Resources database.  The 54 new starters met the research criteria of holding a non-academic contract and holding a contract between the parameters of the research project.

The results of the investigation revealed whilst those who did experience an induction, 35.29%, mostly felt that it was informative, and assisted them in being prepared for their role and assisted with orientation within the ORG TYPRE X. However 35.29% of the survey respondents who commenced work between the 1st January and 1st July 2014 felt they did not receive what can be identified as an adequate induction programme of events.

Of some of the key ideas for improvement expressed by research participants, it was identified that employees at Xxxorgxxx would like to receive their contract of employment prior to their first day in work; have their e-mail access activated in readiness for their first day; contact from the Head of Department or Institute Director in the format of a welcome, and receive additional information on the service and benefits of working at Xxxorgxxx.

Following this report recommendations will be made to the ORG TYPRE X Executive Committee to provide a framework for Heads of Departments to establish and maximise the success of their induction programme. 

1. Further research and evaluation into the current induction process for non-academic employees located in professional and service departments.
2. A working group is set up to review the induction process
3. Further research into the use of technology within the induction process
4. A collaborative working group of Human Resources Departments within Higher Education establishments in Wales to develop best practice.
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1. Introduction and Rationale. 

This research report is a critical evaluation of the current induction process for new employees, from the recruitment stage to completion of the first six months of employment at Xxxorgxxx, focusing in on the experiences of staff in professional service departments and Academic Institutes. Induction impacts on staff at all levels within Xxxorgxxx, but for the purpose of this research report non-academic staff were chosen as they make up 40% of the workforce (Swales, 2014) with regular day to day contact with the ORG TYPRE X customers, the students.
 
1.1 Research Focus

Consequently the research is based on 54 employees from 7 professional service departments and 7 Academic Institutions within Xxxorgxxx.  It does not include the academic staff as aforementioned. Currently, Xxxorgxxx does have minimum set criteria for the purpose of departmental induction which is based on a tick box approach and a bi-annual corporate induction.

1.2 Drivers behind the Research Report

Previous research has identified that a “good induction programme makes business sense, whatever the size of the organisation, and whatever the job” (ACAS, 2014, p. 23).  Within the academic sector, a number of studies into the effectiveness of teaching and learning inductions have taken place (Scheckle, 2014).  However, previous research studies have not addressed the importance professional services and support staff plays in a ORG TYPRE X.   40% of Xxxorgxxx employees are categorised as professional and support staff (Swales, 2014). Additional support and structures should be implemented to ensure their adjustment to the ORG TYPRE X community is a smooth transition.

It would be seen as a key investment by the ORG TYPRE X to research further and develop its programme of induction. Investment also needs to ensure any adopted programme is fit for purpose, if not the financial impact of re-recruiting and staff costs could be significant to the Institution if new staff leave within the initial six months.  Research by Thomas (2008) has indicated that UK industry could be losing up to £2billion a year as a result of “inefficient staff induction processes” (Thomas, 2008). This is further supported by the CIPD who state that “13% of leavers have less than 6 months employment service” (Personnel Today, 2006).


1.3 Research Aims

The research intends to critically evaluate the current practices of induction for staff within the professional service departments and academic institutions at Xxxorgxxx, and to benchmark against ‘best practice’ within the HE sector in Wales.  With the intention that it may inform future design and impact upon the wider new employee base at Xxxorgxxx. Recommendations to the ORG TYPRE X Executive Committee for comment and implementation will be one of the significant outcomes of this research report.
1.4 Intended Methodology

There are 2 strands to the methodology – 2 surveys.

Strand 1.
To identify and target those employees who have recently started employment at Xxxorgxxx.  Employees who started between the 01.01.2014 up to 01.07.2014 within a professional service department or administrative role in an academic institute will be invited to participate in a confidential survey to gather their view on their induction experience.  

Strand 2
A survey distributed to collate and benchmark current practices against best practice within the HE sector in Wales. This will be conducted via a survey to human resources departments within the HE sector in Wales. 

1.5 Personal Drivers for the research

My particular interest in this research comes from joining the ORG TYPRE X as an employee, and appreciating the importance of ensuring the period leading up to the first day and the initial three months are key to ensuring that appropriate information is provided, all key areas of the induction are covered and to ensure the employee is provided with the tools and skills to adapt to the ORG TYPRE X. 

1.6 Report Organisation

This report is divided into the 6 sections; section 1 provides an introduction, section 2 is a review of the current literature on induction; section 3 is on research design and methodology; section 4 is an analysis of the results, whereby the author seeks to compare and critically analyse what is being currently adopted by Xxxorgxxx against the academic literature; section 5 is a conclusion and section 6 is recommendations.
 




















2. Literature Review 

Through the process of researching induction processes within Higher Education, it has come to light that there are a number of academic studies linked to the subject.  A pioneer into this research area is Dunkin, in his study he focused “upon the early experiences of lecturers in the institutions” (Dunkin, 1990, p. 2) and the evaluation of their induction experience.  However, there has been limited research conducted into the induction process of administrative or professional services staff within the Higher Education Institutions.

The research has highlighted pockets of excellence in relation to induction programmes where it is evident that Higher Education Institutions have tailored induction programs to specific job families.  In particular the ORG TYPRE X of St Andrews (ORG TYPRE X of St Andrews, 2008).  

2.1 Key terminology

Induction is defined by ACAS as a process of “introducing the newcomer not only to their immediate colleagues, but to other workers with whom they may have day to day contact” (ACAS, 2014, p. 23).

The CIPD expand on this definition further by breaking down the term ‘Induction’ into three defined areas; induction, being the “whole process whereby employees adjust or acclimatise to their job”; ‘Orientation’,  which they define as a “specific course or training event and Socialisation, which they define as the way in which “employees build up working relationships”(CIPD, 2013).

Both of the above definitions are supported by Scheckle whose theory supports both the CIPD and ACAS by stating that the role of induction is “to make new employees feel at home in their new position and working environment as quickly as possible so as to allow them to contribute effectively as soon as possible” (Scheckle, 2014, p. 77).

A more modern term used for the induction programme is that of ‘onboarding’.  However, both terms refer to the process of “combining people, processes and technology to optimise business outcomes” (Snell, 2006).

2.2 Recruitment to Induction

The point raised by Scheckle (2014) on ‘contributing effectively’ and as ‘soon as possible’ are key to the induction process.  An organisation, through the recruitment process has already invested a considerable amount of finance and staff resource. Charles Gould, CEO of learning consultancy Brightwave recently reported that the “cost of losing a graduate is £30,000, so it is vital firms encourage them to feel part of the organisation”   (Pollitt, 2013).  The induction process is seen as the link between the completion of the recruitment phase and the start of the process of obtaining commitment, which in turn leads to effective contribution.  This is supported by White, Bloomfield and Le Cornu (2010, p. 181).  Rees and French (2013) refer to this as the resourcing cycle.  The cycle includes induction, in addition to post selection and early phase employment.

2.3 Induction planning

The planning of the induction programme should be in conjunction with trade unions and those responsible for the delivery of the programme for it to be effective.  It is vital that this is achieved to capture the enthusiasm and positive attitude of the successful candidate.  ACAS (2014) identified that however keen a new recruit will be they will also experience anxieties. These may include:

· Interaction with new colleagues,
· Understanding rules and procedures,
· Fear of making a poor impression,
· Not being able to perform the job.

This is why Scheckle (2014) views that induction is key to the transition between preparing, developing and retaining new staff.

When considering the nature of the induction programme careful thought should be given to the delivery mode.  Again this may be determined by the organisation as a whole or devolved to the Department for delivery.

2.4 Topics covered in induction programmes

In Figure 1, the broad topics covered by an induction programme as developed by Williams (2009) include the following:  

Figure 1 Topics covered by an induction programme, source, Williams (2009) 






2.5 Induction checklist

It is reassuring that these are areas that are currently included in the Xxxorgxxx departmental induction checklist, see appendix 1.  ACAS refer to an ‘Induction timetable’ which prepares the new employee for what they refer to as “mental preparedness” (ACAS, 2014, p. 23). This process involves consideration by the organisation on the welcome provided on the first day and a written checklist of activities, an example of which is in appendix 2.  Research by Bitzer and Kapp (1998) is that the induction process is the ideal opportunity to familiarise individuals with “institutional interests, processes and procedures, horizontal and vertical structures” (Scheckle, 2014 p. 78) in addition to training opportunities.

2.6 Consideration of the demographic profile of new starters

In addition, careful consideration must be given to the individual and the role they are undertaking.  In particular, school leavers, or those entering employment for the first time, may require additional support due to a declared disability. This may not have been disclosed to the person conducting the induction; this practice is also recommended by ACAS (ACAS, 2014). 

How these areas are delivered and the effectiveness of the delivery can, according to Williams (2009) enhance the ‘psychological contract’, which for the organisation will lead to a lower turnover of staff, increased employee engagement and a better corporate reputation.

Scheckle (2014) highlighted that consideration must be taken by the organisation on the delivery of the induction programme; this may be through the form of workshops, formal or informal programmes or e-learning.  Again this would be considered in conjunction to grouping induction or providing one to one sessions.  The benefits of a group induction as researched by Smith (2009), is that it provides an added benefit of being viewed by the employee as a social act as a result of interaction with fellow new starters. These are viewed more as informal learning environments that encourage self-regulated learning. As a result the investment in making the induction process a social activity has merit.

2.7 Strategic benefits of an effective induction programme

Throughout the review of literature several researchers and organisations have highlighted the strategic benefit of an induction programme.  Butler (2008) states that an employee will be at their most venerable during the initial few weeks of employment and goes on to state that a poorly planned induction increases the risk of employee turnover.  Hendricks and Louwe-Potgieter (2012) support Butler’s theory that an organisation should have mechanisms in place to develop employee optimism and enthusiasm and use the induction process as an opportunity to imbed the culture of the organisation.  In addition, getting the process right, results in employees achieving the necessary performance sooner through working capacity.

In addition to performance, Hendricks and Louwe-Potgieter (2012) see the induction process as an indirect saving to the organisation due to reducing staff turnover as well as the perfect opportunity to reinforce the employee’s decision to join the organisation. This can be through a process of activities designed to reduce anxiety often through the process of allocating a mentor or buddy.  Sussman (2005) describes this process as one of building positive emotions that can lead to improved levels of satisfaction with the workforce. 
However, one of the key benefits of the induction process is that of gaining a competitive advantage over competitors.  Moscato (2005) states that an organisation that is able to integrate its employees to achieve maximum output will achieve a competitive advantage as a result of productivity, moral and organisation commitment.

Should an organisation not commit time and resource to developing an effective induction programme, it is likely to experience employees leaving the organisation within the first 12 months. Research by Crush (2014) states that 22% of staff turnover happens in the first 45 days with a staggering 45% of employees leaving full time roles in the hospitality industry.  

Crush indicates a number of reasons as to “why employees walk out in their first year” (Crush, 2014, p. 41) as represented in Figure 2.

Figure 2 – why employees walk out in their first year (Crush, 2014, p.41)



2.8 Summary of literature review

In summary, the key findings from the literature as identified by Scheckle (2014) are that induction is key to the transition between preparing, developing and retaining new staff; that induction is the link between recruitment and an employee integrating into the workforce;  induction is not the responsibility of one department, such as HR, but is a multi-department planning process; consideration should be given on the delivery of induction; the strategic benefit to the organisation of an induction programme include reduced staff turnover and gaining a competitive advantage over competitors as a result of integrated employees achieving maximum output, Moscato (2005).


3. Research Design - Methodology 

3.1 Research Report aim and objectives

This research report was instigated to critically evaluate the induction process for non-academic employees at Xxxorgxxx within professional service departments and academic institutes. In addition, to critically review the current practices adopted by the ORG TYPRE X at Departmental / Institute level. To achieve this a survey will be distributed to a pool of new employees at Xxxorgxxx, to obtain a critical understanding of their opinions of current Departmental Induction processes.

3.2 Research Methodology

Consideration was given to a number of research methodologies for both strand 1 and strand 2; these are shown in Table 1 below. The methodologies took into account the timescale of the report, the availability of staff to participate and the availability of the author to allocate time to the report in conjunction with working full time. It was decided that the following methods would be used in the two strands.  Strand 1, a survey to selected Xxxorgxxx employees and strand 2, a survey to Welsh Higher Education institutions.

Table 1 – Consideration of alternative research methods.

	Research methodology
	Strength
	Weakness
	Reason discounted

	Case study
	Cameron (2009) states that a case study “is an approach to research rather than a particular method” (Cameron, 2009, p 248).
	Difficult to allocate a time scale to when the data gathering should stop
	Due to the short time scale allocated to complete the research report this would not have been an appropriate method.

	Focus group
	Provides “collective exploration of themes and issues” (Cameron, (2009) p 254)
	Time consuming and difficult to coordinate a large number of people
	Time consuming process and due to the time scale of the report, discounted.

	Observation
	Provide qualitative and quantitative data.
	Time consuming approach as supported by Cameron (2009)
	Due to the fragmented times when inductions take place it would not have been practical to attend and observe inductions.

	Interviews
	Provide a rich source of data.
	Time consuming
	Due to the short time scale allocated to complete the research report this was not a practical method.



Consideration was given to ethical issues.  This included responsibility to the survey participants in strand 1 to ensure that confidentiality was maintained and the process adhered to Xxxorgxxx Data Protection Policy (Xxxorgxxx, 2011).  In addition the survey was bilingual to ensure it complied with Xxxorgxxx Bilingual Policy (Xxxorgxxx, 2013).

In relation to strand 2, ethical consideration was given to the release of the data from the Welsh Institutions in order to benchmark.  The information was kept confidential and Institute identities in the results were removed.


3.2.1 Strand 1 – Chosen research methodology

The first research methodology selected, was the survey to non-academic staff within professional services and academic institutes. A survey was selected as it provided an opportunity for the participants to remain anonymous, reflect positively and negatively on their experience during their induction and allowed them to complete the survey at a time convenient to themselves. This supports the theory that “the survey strategy is perceived as authoritative by people in general and is both comparatively easy to explain and understand” (Saunders, 2007, p.138). It also provided quantitative and qualitative data which could be analysed.  

Alternative approaches were considered to gather this data, such as focus groups and individual meetings as identified in Table 1.  However, due to the number of staff identified that may be eligible to participate in the study it would have been challenging within the time frame of the study to undertake these particular methods.

When designing the survey consideration was given to the data that was needed for analysis and this informed the question choices.  The survey was constructed into sections:

1: I received an induction programme of events
2: Departmental / Institution Induction evaluation
3: Interaction with my Department / Institute
4: Post Departmental / Institute induction
5: What information do you think employees would benefit from in their ORG TYPRE X Departmental / Institute induction?

This enabled a number of questions to be grouped together to produce the data.  Each question used the Likert-style rating scale to gather the respondents’ data with an opportunity of free text answers for further comment in sections. The survey questions are placed in Appendix 3.  Survey Monkey was chosen as a free tool to generate the survey as it enabled a Likert-style rating scale to be produced and assisted with analysis of data.

Prior to launching the survey, a pilot sample was conducted as advised by Saunders (2007) and Cameron (2009) to colleagues within the Human Resources Department at Xxxorgxxx to ensure the questions were clear and the survey links worked. 

3.2.2 Strand 1 – How your research participants were chosen

The sampling number identified 54 employees who met the criteria of being a new employee starting between 1st January 2014 and 1st July 2014.  The 54 non-academic employees were identified within professional service departments and academic institutions. The data was provided by Xxxorgxxx Human Resources Department via the Data Manager through the integrated HR Payroll system known as AberPeople.

It was anticipated that this sample of employees would provide an adequate pool for analysis.  The Induction should be fresh in their minds.


3.2.3 Strand 1 - Reliability, validity and research limitations.

Due to the nature of the survey and the option from the Likert-type responses there was a concern with the reliability of the data responses with participants choosing the “neither agree nor disagree” option over their true opinion.

The survey sample size was small at 54 employees from a workforce of 2000 employees.  Again, the parameters were constrained due to the nature of capturing a new employee within the timeframe and excluding the Academic Staff.

The final obstacle was linked to the time of the research being undertaken as directed by the research report deadline.  The survey was conducted in the month of August when the ORG TYPRE X experiences its highest level of absenteeism due to annual leave.

3.2.4 Strand 1- How the research data was analysed

The employees were invited to participate anonymously in the survey, with an option of not participating, should they chose.  The survey was sent via e-mail to their @aber.ac.uk e-mail address with a link to surveymonkey.com.  The Welsh and English survey can be viewed at the following website links:

https://www.surveymonkey.com/s/JZKDXPY  Welsh Survey

https://www.surveymonkey.com/s/6SCV2PM  English Survey

The survey was sent out on the following dates:

29.07.2014 - initial e-mail to participants
05.08.2014 - reminder 1
11.08.2014 - reminder 2

The survey closed on the 12th August 2014.

3.2.5 Strand 2 – Chosen research methodology

The second chosen methodology strand was the benchmarking survey. This process involved a survey distributed to all Higher Education Institutions in Wales. The following Human Resource Departments were contacted and asked to participate in a short survey which enquired if their non-academic staff in professional service Departments and Institutes delivered an induction programme. Again, a survey was selected supporting the theory of Saunders (2007) as it is a tool that enables to gather “who, what, where how much and how questions” (Saunders, 2007, pg. 138).



The Institutions asked to participate were:

· Xxxxxx
· Xxxxxxx
· removed

The survey asked the responding institutions to reply to 22 questions using a Likert-style rating scale.  The format used for this survey was an excel spreadsheet.  This method was chosen to enable the survey to be distributed and data analysed quickly. An example of the survey questions can be seen in Appendix 4.

3.2.6 Strand 2 – How your research participants were chosen
 
These Institutions were selected as they are established Higher Education providers in the same remit as Xxxorgxxx. Further Education and colleges were not considered.

3.2.7 Strand 2 - Reliability, validity and research limitations.

Due to the nature of the survey and the option from the Likert-type responses there was a concern with the reliability of the data responses with participants choosing the “neither agree nor disagree” option over their true opinion.

The survey sample size was small with only 7 Academic Institutions invited to participate.  The response rate was expected to be low due to a possible unwillingness to participate in the study or share data. 

The final obstacle was linked to the time of the research being undertaken as directed by the research report deadline.  The survey was conducted in the month of August when many Universities experience their highest level of absenteeism due to annual leave.  

3.2.8 Strand 2- How the research data was analysed

The information was manually collated from the respondents in excel format and transferred into a percentile against the 5 point Likert-style rating scale.















4. Results and Analysis.

The results will be discussed in terms of the main objectives of this study, namely the critical evaluation of the current induction process for new employees, from the recruitment stage to completion of the first six months of employment.  For the purpose of this research report the results and analysis will be split into the following sub-sections. 

Strand 1 - Results and analysis from the staff survey on the induction process currently offered within Xxxorgxxx:
Results of each of the following 5 sections of this survey will be documented in turn:

1: I received an induction programme of events
2: Departmental / Institution Induction evaluation
3: Interaction with my Department / Institute
4: Post Departmental / Institute induction
5: What information do you think employees would benefit from in their ORG TYPRE X Departmental / Institute induction?


Strand 2 - Results from the Benchmarking Survey with Higher Education Institutions within Wales.

4.1 Results and analysis from the Staff Survey on Induction process currently offered within Xxxorgxxx

The survey generated a response rate of 31.48% between the live response period 29.07.2014 and 12.08.2014.  With the analysis of the results undertaken through Survey Monkey.  Sampling bias needs to be considered when interoperating the results as the participants are a sample of new starters within the organisation and the validity of the results needs to be considered.



















4.1.1 Section 1 – “I received an induction programme of events”

From the results illustrated in Figure 3, it is clear that not every participant in the survey received or perceived to have gone through a formal induction process.

Figure 3 – “I received an Induction programme”



35.29% of participants stated in their response that they disagreed with the statement; therefore the assumption is that they did not receive or perceived not to have received an induction programme.  

17.65% neither agreed nor disagreed with the statement.

35.29% agreed that they had received an induction programme of events and a further 11.76% strongly agreed with the statement.

Departments are undertaking a process of induction that is recognised by the employee for that purpose. However, 35.29% state that they disagreed with the statement, and therefore have not received an induction process.  With reference to the ACAS guide (ACAS, 2014) and the minimum responsibilities of health and safety, this is an area that the organisation must address going forward.  

In addition the induction process is an ideal opportunity as Crush (2014) stated to integrate the new employee into the team and to enhance the psychological contract.










4.1.2 Section 2 – Departmental/Institute Induction evaluation.

This section asked the survey respondent to tick the response they felt was relevant to the following statements.  The responses are shown in Table 2 below:

Table 2 – “Departmental / Institute Induction evaluation”.

	
	Strongly Disagree
	Disagree
	Neither Disagree nor Agree
	Agree
	Strongly Agree

	Information, advice and guidance provided by the person delivering my induction was appropriate
	6.25%
	12.50%
	31.25%
	43.75%
	6.25%

	My Induction was informative
	6.25%
	12.50%
	43.75%
	31.25%
	6.25%

	My Induction helped me feel prepared for my job
	12.50%
	25.00%
	31.255
	31.25%
	0.00%

	My Induction helped me to feel geographically orientated to the ORG TYPRE X campus
	6.25%
	25.00%
	37.50%
	31.25%
	0.00%

	I received information on additional ORG TYPRE X services and facilities such as car parking, childcare, catering, sports and social facilities
	6.25%
	43.75%
	25.00%
	25.00%
	0.00%

	My Induction was relevant and organised
	6.25%
	31.25%
	31.25%
	31.25%
	0.00%

	In general I found my induction programme useful
	6.25%
	31.25%
	37.50%
	25.00%
	0.00%

	Overall I feel satisfied with my Induction 
	0.00%
	25.00%
	37.50%
	31.25%
	6.25%




With 43.75% of respondents agreeing that the information was appropriate demonstrates that the ORG TYPRE X has thought about the content of the induction programme and Departments are tailoring the induction to be relevant to the new employee, in addition, 31.25% agreed that their induction was informative.  This supports the research undertaken by Scheckle (2014). However, further research would be required to see the scope and level of variation between the different Departments / Institutes.

Xxxorgxxx is multi-site campus. This does present orientation difficulties, represented by 25% of the respondents stating that their induction did not assist with this aspect.  It is especially challenging for those employees who are in Institutes or Departments that are located in more than one location.  Currently, there is not structured orientation and this is an area that can be addressed in the recommendations.

The key purpose of induction is to assist the transition period for new employees. This process starts from the recruitment stage and not from the first day of employment.   Only 31.25% of participants in the study felt they agreed with the statement that the induction helped them feel prepared for their new job.  Responses in the survey included the need for more contact prior to the start date; this is supported by one response stating:

“More timely contract from HR” Respondent to survey

The ORG TYPRE X needs to consider the work undertaken by other sectors such as Retail, where the Co-operative group have undertaken an £18,000 investment in a new Induction process.  Pam Mosedale from the Co-operative has stated that the organisation “relooked at the whole induction process, from how we engaged with new employees immediately after they had accepted a job” (Pollitt, 2013).  This is also illustrated in the lack of pre-employment benefits the ORG TYPRE X has available to offer new employees with 43% of employees disagreeing that they had received information in relation to parking, childcare, catering and sport and social facilities and opportunities before they start.

There are mixed results from the final 3 statements in this section in relation to the induction being relevant, useful and satisfying the expectations of the employee.  This may be down to Departments and Institutes not being trained on what and how to deliver the information.  There is a risk of overloading the employee with information or being dismissive about information that is assumed not to be of relevance.




























4.1.3 Section 3 – Interaction with my Department/Institute

This section asked the survey respondent to tick the response they felt was relevant to the following statements.  The results are shown in Table 3 below:

Table 3 – Interaction with my Department and Institute

	
	Strongly Disagree
	Disagree
	Neither Disagree nor Agree
	Agree
	Strongly Agree

	I see myself as a key member of the Department / Institute
	0.00%
	26.67%
	20.00%
	46.67%
	6.67%

	I am pleased to be a member of the team in my Department  / Institute
	0.00%
	13.33%
	13.33%
	53.00%
	20.00%

	My Induction helped me to feel more at ease with my colleagues and peers
	0.00%
	20.00%
	40.00%
	26.67%
	13.33%

	My Induction helped me to interact with my colleagues and peers
	0.00%
	26.67%
	26.67%
	26.67%
	20.00%

	I feel strong ties with other members of my Department / Institute
	6.67%
	6.67%
	33.33%
	40.00%
	13.33%


	
In this section it is interesting to analyse that the results do support favourably that the induction process at Xxxorgxxx does succeed in the employee feeling engaged in their role and the culture of the organisation.  This is evident with 40% of the participants ‘strongly agreeing' with this statement.

It also supports the literature that the induction process is key to ‘Socialisation’ (CIPD, 2013) by being a tool that builds on the social relationships in the workplace that in turn embed the culture and develop employee engagement.




















4.1.4 Section 4 – Post Departmental / Institute Induction

The results from this section are shown in Table 4 below:

Table 4 – Post Departmental / Institute Induction

	
	Strongly Disagree
	Disagree
	Neither Disagree nor Agree
	Agree
	Strongly Agree

	I am aware of the Department / Institutes rules and policies
	6.67%
	13.33%
	20.00%
	53.33%
	6.67%

	I am aware of the ORG TYPRE X rules and Policies
	6.67%
	13.33%
	26.67%
	46.67%
	6.67%

	I know what is expected of me in my job role by my Department / Institute
	0.00%
	13.33%
	6.67%
	73.33%
	6.67%

	My Induction has prepared, developed and retained me as an employee at Xxxorgxxx
	0.00%
	13.33%
	46.67%
	33.33%
	6.67%



The results from this section support that many of the practices adopted by the Departments and Institutes in delivering their induction is effective.  Awareness of rules and policies is very much a paper based tick box exercise which is identified in the ACAS (2014) recommended induction checklist and the current ORG TYPRE X induction checklist (Xxxorgxxx, 2014).
However, the key result in this section is to the third and fourth questions.  “I know what is expected. . . “ and “ My Induction has prepared, developed and retained. . .”  73.3% of respondents agreed with the statement that their induction has given them confirmation of what is expected of them.  This is key to ensuring commitment from the employee, and as Crush (2014) presented in his research that the role does meet the employees expectation, and the Institution meets the expectation.   
With question four, 33% of the respondents confirmed that they strongly agreed that their induction has prepared, developed and retained them as an employee at Xxxorgxxx.   This is key to reducing staff turnover and ensuring that the employee is a productive member providing the organisation with it’s competitive edge.
One participant commented that their induction was:
“Organised and helped me feel part of my Department and team”.






4.1.5 Section 5 – What information do you think future employees would benefit from in their ORG TYPRE X Departmental / Institute Induction.

The results from this section are shown in Table 5 below:

Table 5. Pre-employment

	
	Percentage

	Employment contract
	80.00%

	ORG TYPRE X e-mail set up
	66.67%

	Pre first day contact from the Department / Institute
	66.67%

	Welcome message from Head of Dept.
	53.33%

	Information on additional services such as childcare, pensions, sport and social
	93.33%



4.2 Overall Analysis of Staff Survey to current Xxxorgxxx staff

It is clear from the results in this first section that additional support and benefits are key to new employees.  93% of the respondents in the survey agreed that the ‘fringe benefits’ of being an employee at Xxxorgxxx are important and these should be promoted more within the recruitment stage.

53.33% would also like to see a recorded message from the Head of Department / Institute Director.  This is an easy benefit for the Institution to undertake and will be explored further in the recommendations.  In addition 66.67% would like to receive contact from the Department / Institute prior to their first day. This is included in the current ORG TYPRE X Induction but is often overlooked with the new employee not being informed on where to go, whom to meet and what to bring.  This is supported by the comments in the survey:

“more contact from the HR”

“a complete lack of contact from HR post appointment. . . . .”














The next section looked at what the employee would like to receive as part of their on-going employment.  The results are shown in Table 6 below:

Table 6 – During the first 6 months

	
	Percentage

	Opportunity to discuss training
	80%

	Allocation of a mentor
	60%

	Regular contact with Line Manager
	80%

	Regular contact with Head of Department
	33.33%

	Training on key policies
	66.67%

	Introduction to SPDR
	60%



Contact with Line Manager and the opportunity to discuss training were the significant results.  Both of these support the theories presented by Moscato (2005) and Williams (2009) that integration via the opportunity to train and continued development of the psychological contract to enhance skills, lead to employee engagement which can enhance the corporate reputation of the ORG TYPRE X.

The survey has identified pockets of good practice taking place within the ORG TYPRE X. However, currently it does feel that there is a disjointed approach to the process with no one taking the lead. This is evident in the comments that were submitted by the respondents.

xxxxxxx






















4.3 Results from Survey on Benchmarking with other Universities in Wales

xxxxxxxxxx

The overall statistical research from the survey is shown in Table 7 below:

Table 7. Survey to HE Institutions in Wales regarding Induction

	
	Strongly Disagree
	Disagree
	Neither Disagree nor Agree
	Agree
	Strongly Agree

	All new employees receive an induction programme of events

	0.00%
	00.00%
	00.00%
	75.00%
	25.00%

	The induction programme is tailored to meet the requirements of the post

	0.00%
	00.00%
	25.00%
	75.00%
	00.00%

	Human Resources are actively involved in the creation and delivery of the induction programme

	0.00%
	25.00%
	00.00%
	25.00%
	50.00%

	Departments / Service Departments are responsible for the induction programme

	0.00%
	00.00%
	00.00%
	25.00%
	75.00%

	The induction programme is reviewed on a regular basis

	25.00%
	25.00%
	00.00%
	25.00%
	25.00%

	The induction programme assists with the employees ability to feel part of the Department

	00.00%
	00.00%
	00.00
	100%
	00.00%

	Induction is seen as a key tool in developing an employee’s commitment to the Institution

	00.00%
	00.00%
	25.00%
	50.00%
	25.00%

	The induction programme is used to relay important organisation information

	00.00%
	00.00%
	00.00%
	50.00%
	50.00%

	The induction programme is used as a tool to promote the organisations culture and beliefs

	00.00%
	00.00%
	25.00%
	50.00%
	25.00%

	Human Resources meet with every new member of staff

	25.00%
	50.00%
	00.00%
	25.00%
	00.00%

	All new employees have their documentation checked

	25.00%
	25.00%
	00.00%
	00.00%
	50.00%

	All new employees are briefed on the Institutions history

	50.00%
	25.00%
	00.00%
	00.00%
	25.00%

	All new employees are informed of the key individuals in the Institution

	25.00%
	00.00%
	00.00%
	50.00%
	25.00%

	All new employees are informed of the Institutions strategic plan and informed what role they play in the structure

	25.00%
	25.00%
	25.00%
	00.00%
	25.00%

	All new employees are given a summary of the main terms and conditions of employment

	25.00%
	00.00%
	00.00%
	75.00%
	00.00%

	All new employees are provided with an the necessary IT log in prior to starting their first day

	00.00%
	25.00%
	00.00%
	50.00%
	25.00%

	All new employees are informed of their probation period and review process

	25.00%
	00.00%
	25.00%
	25.00%
	25.00%

	All key policies are summarised at an appropriate level

	25.00%
	00.00%
	25.00%
	50.00%
	00.00%

	All benefits, such as gym membership, car parking  are explained in the Induction process

	25.00%
	25.00%
	25.00%
	00.00%
	25.00%

	Training opportunities are discussed during the induction process

	25.00%
	25.00%
	25.00%
	25.00%
	00.00%

	All new employees are briefed on Health and Safety

	25.00%
	00.00%
	25.00%
	50.00%
	00.00%

	All new employees are introduced to their work colleagues and line manager

	25.00%
	00.00%
	25.00%
	25.00%
	25.00%




All the Institutions that participated state that employees undertake an induction process,  with 75.00% agreeing that it is tailored to the staff member, however, what is expected and what is delivered can be different.

HR’s involvement in the induction process does vary from the survey results as does the element of a review of the current practice.  The institute that agreed with the review statement has recently undergone a merger therefore it would make sense that the induction policy or procedure has been reviewed.

All the Institutions agree that the Induction process provides the new employee with the ability to feel part of their Department. This supports the CIPD who see the induction process as an act of “Socialisation” (CIPD, 2013).

The provision of an e-mail log in does rank high on the agenda and supports the comments from the survey from Aberystwyth employees. This also ensures that an employee can access key information via the organisation’s internet.  In addition the adoption of e-recruitment by the participating Institutions allows for IT facilities to be integrated from the recruitment stage to the induction stage.

4.4 Analysis of the key elements in the benchmarking results

As illustrated in Table 7, 75% of Institutions agree that their induction programme is tailored to meet the requirements of the post.  This supports the proposal supported by ACAS (2014) that an induction programme should be in conjunction with those responsible for the delivery of the induction. This is supported further from the results in the survey with 50% strongly agreeing that HR should be actively involved in the creation and delivery. 

Table 7 also identifies that the participating Institutions view the induction programme as a tool for employees to feel part of the Department, with 100% of the respondents agreeing with the statement.  In addition, induction is a mechanism to develop new employees’ commitment to the organisation with 50% of the institutions agreeing with this.  This supports the theory presented by Williams (2009).

Research by Bitzer and Kapp (1988) referred to by Scheckle (2014) state that the induction process is a ideal opportunity to familiarise individuals with “institutional interests, processes and procedures, horizontal and vertical structures” (Scheckle, 2014, pg 78).  This is supported in the survey with 50% of respondents agreeing and 50% strongly agreeing that induction is a key process to relay important information and 50% of respondents agreeing that it is a key step in promoting an organisation’s culture and belief.  


There is a variation in the survey results for the process of checking documentation, this may be due to it being completed at the recruitment stage.  Further analysis would be required to confirm this.  In addition the amount of information provided in relation to the Institution’s history; strategic direction; terms and conditions of employment probation; key policies and additional benefits working with the Institution vary between strongly disagree and agree.  Again, further research would be required to establish a pattern of activity.

In summary, there is a degree in variation between the different Higher Education Institutions and their approach to induction. Further investigation would be required to see if this is a result of the survey design or adopted practice.  It is an opportunity for the Directors of HR within Wales to formulate a working group and pioneer a new approach to the induction process.













































5. Conclusion

The aim and objective of this research report was to critically evaluate the current Xxxorgxxx induction process for staff employed within non-academic roles with Departments and Institutes.

Following a review of the literature it has become evident that research into induction processes for Academic staff with a ORG TYPRE X environment has taken place, but, no research into professional or service roles with a ORG TYPRE X environment have.  However, the principles of induction through bodies such as ACAS and the CIPD do provide a generic framework of good practice that should be adopted by Xxxorgxxx.

The CIPD (CIPD, 2013) states the purpose of induction is to acclimatise, orientate and provide a social environment for new employees.  The results of this research study indicate that Xxxorgxxx is achieving the three key elements,  with 53% of the survey participants agreeing that their induction assisted with orientation and 26% agreeing with the benefit of being able to interact with colleagues.  This supports the research by Scheckle (2014) of the importance of making a new employee feel comfortable in their work environment in order to maximise the output, productivity and efficiency.

Xxxorgxxx does provide employees with an induction programme.  There is an opportunity for the ORG TYPRE X to develop a new strategy on how it presents the induction and how it trains those individuals within the Departments/Institutes to deliver it.  This would tie in to the Aberystwyth Universities strategic plan where employees are seen as the “greatest investment and most important asset” (Xxxorgxxx, 2012). Butler (2008) states that employees are at their most vulnerable during the first few weeks of employment and their perceptions and commitment can be influenced by those initial contact periods, hence it is important to develop induction delivery.

It is evident that the current induction process is disjointed.  This may well be due to the ORG TYPRE X only having adopted the new Department / Institute structure since August 2014. Those employees who participated in the survey would have gone through the process with staff who potentially are uncertain about their future.  In addition the comments linked to “lack of contact” from HR and the “whole IS access” experience is evident of this.  For the induction to be effective it has to be a joined up approach where HR, Information Services, key staff members with Institutes and Departments are involved to ensure that a high standard of induction is delivered, meeting the legal obligations of Health and Safety and delivered in a format that inspires the new employee.  

Further research from a wider selection of new starters in non-academic roles should be undertaken to ensure the results from this research report are accurate. In addition research into the number of employees who have left and their reasons should also be undertaken to identify if this is due to any of the reasons cited by Crush (2014).






6. Recommendations

The following recommendations will be presented as part of this research project into the evaluation of the current induction process for non-academic staff at Xxxorgxxx based in Departments and Institutes.  A summary of the recommendations are available in Appendix 5.

6.1 Recommendation 1

Further research and evaluation into the current induction process for staff located in Departments/Institutes who are non-academics.

This is being recommended to ensure that the information from this research project is validated.  It will also support that induction is key to providing the organisation with the competitive edge by getting  employees engaged and productive quickly.  This recommendation, as part of the report, is being made to the ORG TYPRE X Executive Committee in order to develop staff as part of the ORG TYPRE X Strategic Plan (Xxxorgxxx, 2012). It is anticipated that HR will lead on the recommendation.

This recommendation is targeted to all service departments and non-academic staff in Departments/Institutes.

This recommendation needs to be implemented over a 12 month period to take into account the seasonal fluctuation of staff.  A proposed start period for this research will be 1st January 2015 for a period of 12 months.

It is expected that this recommendation will be undertaken by an existing employee within HR taking up approximately 20% of an FTE at grade 6.  This is in the region of £5000.

6.2 Recommendation 2

It will be proposed to the ORG TYPRE X Executive Committee that a working group be set up to review the induction process.

This is being recommended as ACAS advise that Senior Management, Trade Unions and employees are involved in an induction process to ensure it is relevant, fit for purpose and effective.

This recommendation, as part of this research report will be presented to the Xxxorgxxx Executive and the Joint Union Consultative Committee which in turn will develop Xxxorgxxx Staff as identified in the Strategic Plan 2012 (Xxxorgxxx, 2012).

This recommendation is targeted to all service departments and non-academic staff in Departments/Institutes.

This recommendation needs to be implemented over a 12 month period to take into account the seasonal fluctuation of staff.  A proposed start period for this research will be 1st January 2015 for a period of 12 months.

This recommendation will be undertaken and driven forward by a HR Officer. It will be within the 20% of 1 FTE, in the region of £5000.  In addition the working group is likely to include a trade union representative from each of the recognised campus unions,  a Pro-Vice Chancellor and employee representatives.  It is anticipated that this cost will be in the region of £10,000.

6.3. Recommendation 3

The introduction of technology within the induction process.

This is being recommended as the research report highlighted that the employees experienced delays in contracts being issued, delays to computer and email access.  In addition the report highlighted that a welcome message from the Head of Department / Institute Director would be appreciated.  All of these developments will assist with ensuring that the employee feels engaged prior to and including their first few days of employment.

This recommendation, as part of this research report will be presented to the Xxxorgxxx Executive and the Joint Union Consultative Committee and links in to the recommendations from the Xxxorgxxx Strategic Plan (Xxxorgxxx, 2012).

This recommendation is targeted to all service departments and non-academic staff in Departments/Institutes.

The following recommendations can be implemented with immediate effect.  For example, the new e-recruiter package will ensure that employees receive their contract of employment prior to their first day of employment. In addition, as their contract of employment has been processed it will also trigger Information Services to activate an e-mail account and log in.  

The ORG TYPRE X already has a professional ‘new media’ department, staffed by a team of professionals. My recommendation is that over a period of 12 months from the 1st January 2015, the ‘new media’ team record a ‘Youtube’ style welcome message from the Heads of Department/ Institute Directors that can be electronically sent to the new employees.  It is anticipated that this will cost approximately £5000 – £10,000 to undertake including staff resource and technology.  In addition interactive learning and development should be investigated.




Recommendation 4

To set up a working group from members of Human Resources with Higher Education establishments within Wales.

This is being recommended to expand on the current collaboration between Xxxorgxxx and Bangor ORG TYPRE X to develop innovative ways to deliver effective inductions that build on the psychological contract and capture and drive forward the enthusiasm that new employees bring.

This recommendation, as part of this research report will be presented to the Xxxorgxxx Executive Committee and links to the development of collaborative working as identified in the Xxxorgxxx Strategic Plan (Xxxorgxxx, 2012).

This recommendation is targeted to all professional service departments and Academic Institutions.

This recommendation can be implemented via the Higher Education Wales HR forum and tabled on the agenda for the next meeting. 

This recommendation will need the commitment from the ORG TYPRE X Executive and be driven forward by the Director and Deputy Director of Xxxorgxxx Human Resources Department.  The Higher Education Wales HR forum meet twice a year.  The anticipated cost of this implementation will be in the region £2000 for the cost of the two key individuals attending and the subsequent costs can be absorbed within recommendation 2, totalling £17,000.
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