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Abstract
Onboarding is an established process in an organization that 
can span from 3 days to 1 year. Onboarding entails functional 
induction and professional socialization of the new employee 
in the company’s environment. It helps the employee to learn 
about the behaviors and expectations required for the posi-
tion. Even after that, the outcomes of Onboarding are mostly 
not realized. The past and recent efforts on Onboarding are 
mostly related to creating a successful Onboarding process 
and has been unidirectional. This paper addresses the expec-
tation of new employees joining the manufacturing industry in 
a management role after covid-19, and how integrating new 
employee’s expectations with the Onboarding process will help 
enhance employee’s experience during Onboarding. The paper 
also considers the key factors that will enable a new employ-
ee to increase efficiency and reduce the turnaround time. In 
all, the study stitches the various best practices in the industry 
and employee’s expectations from Onboarding, bringing out a 
fruitful outcome.

Keywords
Onboarding, Expectation, Efficiency, Integration, Experience, 
Employee, Covid-19.

Imprint
Jay Kant Singh, Sonal Shree, Pravin Dange. Examining On-
boarding Experience through the Lens of New Employees’ 
Expectations after Covid-19: An Empirical Study. Cardiometry; 
Issue 23; August 2022; p. 780-787; DOI: 10.18137/cardiome-
try.2022.23.780787; Available from: http://www.cardiometry.
net/issues/no23-august-2022/examining-onboarding-experi-
ence

1. INTRODUCTION
Mostly, organizations do have a well-established 

onboarding process in place and an execution state. 
Even after that, the turnaround time for new employ-
ees is not realized. The partial use of digital systems 
and dependency on various stakeholders (Line man-
agers, HR partners, Admin and IT Personnel) are some 
of the bottlenecks which are not realized during the 
operation state. 

The efforts to improve Onboarding are mostly re-
lated to creating a successful process. But the goal of 
this paper is to revamp the Onboarding based on the 
efficiency factors gained out of Employee Experience. 
The study includes what an employee expects out of 
the Onboarding process, how it should be carried out 
and how Onboarding components affects the overall 
experience which impacts the turnaround time of the 
new employee [3]. The paper starts with considering 
the best industry practices for onboarding the various 
best practices in the industry and their integration 
with the current processes. Also, studying the various 
requirements for Onboarding which can become pain 
points. This will help in doing a comparative analysis 
of the feedback received.

Employee experience of Onboarding is one of the 
keys that can be used to unlock a better Onboard-
ing process. The experience will give insights into 
the implementation side of Onboarding. Companies 
with structured onboarding might fail to achieve the 
goal set for Onboarding if the implementation is not 
carried out accurately. The paper highlights the key 
factors based on the empirical study done on 41 new 
employees who joined a manufacturing organization.

The outcome of this study will help organizations 
to fine-tune the onboarding process. A new employee 
will get a better onboarding and it will help them to 
attain the required turnaround time. The study about 
the sentiment analysis of the new employee and points 
out the 14 major activities, which organizations should 
stress upon during the onboarding process. Also, new 
employees should look for these things during the on-
boarding process, as it will help them in improving the 
turnaround time [7].

2. LITERATURE REVIEW
The literature review is limited tothe Onboarding 

process that is already established in an organization. 
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The goal is to improve the current onboarding pro-
cess at first before the difficult solution of substituting 
the process contents entirely. Theseminor changes will 
reduce the cost and help the Organization to make im-
provements based on employee experience [8].

A literature review has helped in obtaininga thor-
ough understanding of the subject for my research. 
It has also provided a better understanding of theory 
and methods of practice, procedures and interpreta-
tions done by various other researchers on thistopic 
that is taken for study.

This literature review aims to gain insights into 
the flaws in the established Onboarding process in a 
company. The main question is, though the process 
in place, what is the hindrance for achieving the ob-
jectives of onboarding? Mapping the steps included in 
Onboarding and fine-tuning and streamlining them 
[6]. Overall, the outcome of the Onboarding process 
should be Wow experience for the new employee. To 
encompass everything, the outcome of Onboarding 
for the new employee should be a “WOW” experience.

A literature study has been carried out to under-
stand the data given in the Journals of national and 
international standards. Through literature review, 
it was found out that most of the papers only relates 
to creating an Onboarding process or what elements 
should be there in the Onboarding. But of the litera-
ture review does not state steps wise methods on how 
to enhance the established process by analyzing the 
new employee experience in the changing times. 

Through Onboarding, the organization tries to 
develop behavior, attitude and knowledge in the new 
employee so that he/she can imbibe well the culture 
and can contribute successfully. In today’s world, a 
well-planned and automated onboarding process is 
the need of the hour as it will decrease the cost of On-
boarding and can improve the contribution of a new 
employee with greater employee engagement [5]. Re-
search shows that a structured Onboarding program 
can increase the retention rate of employees by over 
52%. Indirectly it means employees will stay for a lon-
ger period in the organization. Hence, the turnover 
and cost of filling in the position in the organization 
will reduce dramatically [1]. 

A proper revamping of Onboarding will not only 
help the organization save cost but also helps employ-
ees to realize their full potential, it makes them feel 
valued. The employee will feel encouraged to increase 
knowledge and expertise in due course as best indus-

try practices are used to program the Onboarding pro-
cess. Overall, the reduced cost of Onboarding and the 
increase in expertise will directly help the organization 
and even the team members. The literature referred 
to below postulates that a well-designed Onboarding 
process will improve employee engagement and pro-
ductivity along with the period of retention. Through 
the automation, planning and integration a revamp of 
the Onboarding process can be brought up [5].

The revamping of an Onboarding by integrated 
process provides an edge to monitor activities, put up 
required requests, reminders and manage data which 
enables to decrease the ramp-up duration. The Bris-
tol-Myers Squibb proves the success of the Integration 
approach for revamping the Onboarding process, as 
it increases the employee’s belief in their productivity 
after 30 days [1].

3. ONBOARDING
For an organization, it is critical to recruiting tal-

ent in the competitive landscape as success is defined 
by skilled employees[4]. For an employer recruitment 
process entails a significant amount of time, energy 
and money and therefore an organization needs to 
have a well-structured onboarding process in place 
that can provide new employees with an early win and 
reduce their turnaround time[2]. No two organiza-
tions will have the same kind of onboarding process. 
This is because organizations vary in size, culture and 
level of employees. But onboarding as a whole will be 
there, as it helps new employee know about their roles 
and responsibilities, introduces them to the culture 
of the organization and help build a social network 
within the company [10]. A new employee might face 
anxiety and uncertainty in the initial part of joining, 
a well-structured onboarding process help alleviates 
such thing and help a new employee to get in the 
groove of their assigned role [9]. All organizations 
should consider onboarding a strategic aspect in the 
development of the employee and to the future of the 
organization. Organizations with a different approach 
to onboarding have the same goal in mind and the 
goal is “How fast can the new employee start contrib-
uting to the organization”

4. RESEARCH METHODOLOGY
In an Organization the Onboarding process has 

amostly established structure. Problem is that the pro-
cess might not have a smooth flow. As many stake-
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holders are involved. Organizations are trying to digi-
tize the entire workflow. So, the data is being captured 
directly from the stakeholders and new employees.

a) Research approach
The approach is to gain insights and understand 

the pain points for the Onboarding process through 
new employee experience. Understand if any relation-
ship exists between various stakeholders and the activ-
ity carried out. Also, what improvement can be done 
in the process. The research is “pinpointed,” to identify 
the onboarding problems and to improve the process, 
and all the focus is on finding related solutions.

b) Framework for research approach

c) Method of data collection
A mixed methodology was adopted to obtain both 

qualitative and quantitative inputs. The approach on 
data collection was to ensure that we get a deeper view 
of our subject and hence it included telephonic inter-
views with New Employees, Line Managers & other 
stakeholders, then a survey was floated out to all of 
them. 

A survey was administered over a week to all stake-
holders who are part of Onboarding from different 
Business Units through Microsoft Forms. Along with 
this External Benchmarking is also done to gather in-
formation on best practices.
• New joiner’s survey
• Stakeholder’s Survey
• External Benchmarking Survey
• Telephonic interviews with Stakeholders 

d) Sampling method
The sampling started with Snowball sampling, 

where telephonic interviews were carried out with 
new employees. A series of 9 new employees respond-
ed and explained what they look for in onboarding. 
The data so collated from the telephonic interview 
was mapped with industry best practices in onboard-
ing shared in an article by SHRM [1] and the external 
benchmarking done where 8 companies had respond-
ed about their onboarding process. This data helped 

in identifying the 35 factors that should be considered 
for generating an idea about Onboarding.After which 
a purposive sampling was done through survey form 
to capture the employee response on these 35 factors. 
The sample size contained new employees who had 
joined in between December 2020 to April 2021.
S. No. Headings

1 Line Manager’s location same as that of employee? 
(Locational Advantage)

2 How many week/s before the joining did the Pre-
joining formalities started?

3 What was the mode of your Onboarding? Also, 
whether it was structured or unstructured?

4 How would you rate the duration of your 
Onboarding?

5
Did you get all the required information on the 
company portal and required access rights within 2 
days of joining?

6 Were you informed about the attendance system 
within 2 days of joining?

7 Did you find the agenda for Functional Onboarding 
in line with your roles and responsibilities?

8 Were you made aware of expected Behavior and 
Values within 2 days of joining?

9 Was the organizational structure shared with you 
during the Onboarding?

10 Was Onboarding helpful to build connections early 
on within the Business Unit?

11 Was it easy to navigate the Darwinbox for Joining 
formalities?

12 Did you file for joining reimbursement?

13 Do you think soft skills training should be provided as 
part of Onboarding?

14 Did you visit to site/company factories as part of 
onboarding?

15 Was your feedback taken during the process of 
Onboarding?

16 Were ID Card and Login pre-arranged before you 
joined?

17 I felt comfortable while doing formalities and 
document submission as part of pre-joining.

18 My Line HR was supportive throughout my 
Onboarding.

19 I was made aware of the Opportunities for Learning 
and Career enhancement in the organization.

20 I have all the access to the information I need for my 
work.

21 I was given the required knowledge during 
onboarding which helped me to succeed at my work.

22

The program structure: the design of the induction 
schedule offered a complete understanding of 
functional and cross-functional training. It progressed 
logically adding to the base layer by layer.

23
All necessary resources to perform my job duties 
were given within the first week of onboarding. 
(Including hardware, software, stationery, guidelines)
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S. No. Headings
24 Was there a Buddy program in your Onboarding?

25 Was there a Mentorship program in your 
Onboarding?

26 Was Buddy or Mentor able to resolve all your 
queries?

27 Did Buddy help you in being a part of the internal 
social network and activities?

28 Did Buddy/Mentor devote sufficient time to you?

29 Were your goals and responsibilities defined by your 
Line Manager during the Onboarding?

30 The Buddy Program was very helpful for me.
31 The Mentorship Program was very helpful for me.

32 I was given enough opportunity to connect with my 
Line Manager during the Onboarding.

33 My Line Manager was supportive throughout the 
induction program.

34 My Line Manager discussed the expected standard of 
performance for the position.

35 My Line Manager helped me understand how my job 
performance will be evaluated.

e) Tools for Data Collection
1. Primary Data
• Questionnaire for the New Employees, Line man-

ager, other stakeholders and External bench mark-
ing’s survey had a majority of closed-ended ques-
tions with a few open-ended questions.

• Structured telephonic interviews were done with a 
sample size of 9 stakeholders, who are directly in-
volved in the Onboarding process. They vary from 
Line managers, Amin, IT personnel and Central 
HR partners. 

• Analysis of systems for Onboarding.
2. Secondary Data
• Articles and Journals related to Onboarding 
• The Onboarding process flow in the manufactur-

ing industry
f) Data Analysis Technique
MS- Excel as a tool was used to analyse various 

surveys based on the tables that were created. 
The different techniques that were used to analyse 

the data are: 
• Content analysis

This was used to analyse the qualitative data which 
was in text form. It helps in condensing the data and 
then finding the keywords out of that data. The tele-
phonic interviews were analysed through this method 
and based on the content provided helped in formu-
lating the 35 initial factors that were considered for 
employee response on onboarding.

• Sentiment analysis:
This was done to capture the sentiments in the 

response to the open-ended questions that were part 
of the survey asked. The sentiments of the employee 
were marked with a value from -1, -0.5, 0, 0.5 to 1. 
This helped in converting the categorical data into 
continuous data, which was then used for analysis.

An Excel spreadsheet was compiled as a record of 
the responses of theparticipant. Data were analysed 
and reported using descriptive statistics to present 
andsummarise the findingsofthestudy.

The research used a qualitative and quantitative data 
analysis for understanding the stakeholders view about 
the onboarding process. Data is analysed to measure 
the stakeholder’s experience and view about onboard-
ing. The results will help to find out the pain points in 
the onboarding process. The outcome of the research 
will help in streamlining the Onboarding process.

g) Sample and Procedure
The sample size was 41 new employees from var-

ious business units of a manufacturing firm. Also, 
stakeholders involved are provided with vital inputs 
about what is important for the onboarding process. 
The inputs were in the direction to increase the turn-
around time. The new employee experience has been 
mapped in the following way.

Categorical data were converted into continuous 
data. Where for some inputs the value assigned to 
input was -1, -0.5, 0, 0.5, 1 and for others, it was -1 
or 1. The question mostly captured the sentiment of 
the new employee. The 14 factors for which the data 
has so collated the values for each input is added. This 
final total value for each new employee is calculated 
by adding the values for 14 factors. The total value 
is called the net factor score. The net factor score is 
checked with the employee satisfaction rating. 

5. 14 MAJOR FACTORS
S. 

No.
Factors on which 

Satisfaction 
Rating is 

dependent the 
most

Description

1 What was the 
mode of your 
Onboarding? 
Also, whether it 
was structured or 
unstructured?

Mode of Onboarding covers 
whether the onboarding took 
place in an online mode or a 
virtual mode. Even after that the 
kind of onboarding one get might 
be structured or unstructured. 
Input is based on either ‘Yes’ or 
‘No’. The ‘Yes’ and ‘No’ translates to 
1 and -1. For online or offline
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S. 
No.

Factors on which 
Satisfaction 

Rating is 
dependent the 

most

Description

structured onboarding is taken as 
‘Yes’ and others is taken ‘No’.

2 How would 
you rate the 
duration of your 
Onboarding?

The duration of onboarding is 
important for the development of 
the new employee. The inputs for 
the duration were taken in terms 
of new employees’ sentiment if the 
duration was just right or short or 
long. Just right has been allocated 
the value of 1, Short as -1 and long 
as -0.5. 

3 Did you get all 
the required 
information on 
the company 
portal and 
required access 
rights within 2 
days of joining?

Most companies have an internal 
portal for information sharing. The 
information available on the portal 
is helpful for a new employee 
in day-to-day work. In the input 
new employees were asked if 
they received their credentials for 
the company portal and access 
to required information. So, it 
was either ‘Yes’ or ‘No’ which was 
marked 1 for ‘Yes’ and -1 for ‘No’.

4 Did you find 
the agenda 
for Functional 
Onboarding 
in line with 
your roles and 
responsibilities?

A new employee looks for 
deliverables for the assigned roles 
and responsibilities. In the inputs, 
we are checking the alignment 
of functional onboarding of the 
new employee with the role and 
responsibilities assigned to that 
employee. In input, the new 
employee is mentioning the ‘Yes’ if 
the agenda of functional induction 
was in line with the roles and 
responsibilities and ‘No’ if it was 
not. The ‘Yes’ and ‘No’ are marked 
as 1 and -1 respectively for analysis.

5 Were you made 
aware of the 
company’s 
expected 
Behavior and 
Values within 2 
days of joining?

The culture of an organization is a 
key factor for any employee. The 
alignment of expected Behavior 
and values with performance 
is a win-win situation for a new 
employee and the organization. 
In input, the new employee 
is mentioning the ‘Yes’ if the 
expected Behavior and values are 
shared and ‘No’ if it was not. The 
‘Yes’ and ‘No’ are marked as 1 and 
-1 respectively for analysis.

6 Was the 
organizational 
structure shared 
with you during 
the Onboarding?

The information regarding the 
various business carried out by 
the organization is important for a 
new employee. The organizational 
structure should be shared with 
the new employee at the time of 
joining. In input, the new employee 
is mentioning the ‘Yes’ if the 
organizational structure is shared 
with them and ‘No’ if was not. The 
‘Yes’ and ‘No’ are marked as 1 and 
-1 respectively for analysis.

S. 
No.

Factors on which 
Satisfaction 

Rating is 
dependent the 

most

Description

7 Was it easy to 
navigate the 
Darwinbox 
for Joining 
formalities?

In the age of digitization, the use 
of technology is a great boon 
to enhance the new employee 
experience. Therefore, a tool 
like Darwinbox (Type of HRIS) 
is important. In input, the new 
employee is mentioning the ‘Yes’ if 
the navigation and use of such tool 
made the process of document 
sharing easy at the time of pre-
joining formalities and ‘No’ if it did 
not. The ‘Yes’ and ‘No’ are marked 
as 1 and -1 respectively for analysis.

8 Was your 
feedback 
taken during 
the process of 
Onboarding?

In any process, it is important 
to acknowledge the importance 
of feedback from the customers 
or the people at the receiving 
end. Also, it is one of the ways 
through which the checks and 
balances are maintained for 
various stakeholders to carry out 
the onboarding process. In input, 
the new employee is mentioning 
the ‘Yes’ if the feedback was taken 
during or after the onboarding 
process and ‘No’ if it was not. The 
‘Yes’ and ‘No’ are marked as 1 and 
-1 respectively for analysis.

9 My Line HR 
was supportive 
throughout my 
Onboarding.

The support and feeling of 
belongingness do come into play if 
the Line HR plays a supportive role 
especially during the initial days 
of a new employee. Therefore, 
the line HR must be supportive. 
In input, the new employee is 
mentioning a range of 5 values 
– Strongly agree, Agree, Neutral, 
Disagree and strongly disagree 
based on how they felt about the 
line manager’s support. These 
values were mapped as 1, 0.5, 0, 
-0.5, -1 respectively for analysis 
purpose

10 I have all the 
access to the 
information I 
need for my 
work.

One of the main goals of 
onboarding is to provide complete 
background concerning the role 
and responsibilities of a new 
employee. The new employee 
must have all the right information 
that is needed to carry out the 
job. In input, the new employee is 
mentioning on a scale like Strongly 
agree, Agree, Neutral, Disagree 
and Strongly disagree. The input 
is marked as 1, 0.5, 0, -0.5 and -1 
respectively for analysis.

11 Was Buddy or 
Mentor able to 
resolve all your 
queries?

The support system in an 
organization should be in place 
when a new employee joins. This 
support system can be in terms of
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S. 
No.

Factors on which 
Satisfaction 

Rating is 
dependent the 

most

Description

a Buddy or a Mentor. In input, the 
new employee is mentioning the 
‘Yes’ if they were given a buddy or 
a mentor during the onboarding 
duration and ‘No’ if they were not. 
The ‘Yes’ and ‘No’ are marked as 1 
and -1 respectively for analysis.

12 Did Buddy/
Mentor devote 
sufficient time to 
you?

In onboarding, a buddy or mentor 
plays a key role in helping and 
providing support to the new 
employee in the organization. 
The appointed buddy and mentor 
need to give sufficient time to 
the new employee and resolve 
the given issue. In input, the new 
employee is mentioning the ‘Yes’ 
if they were given a buddy or a 
mentor during the onboarding 
duration and ‘No’ if they were not. 
The ‘Yes’ and ‘No’ are marked as 1 
and -1 respectively for analysis.

13 Were your 
goals and 
responsibilities 
defined by your 
Line Manager 
during the 
Onboarding?

A new employee always wants 
to know the deliverable asked 
of him/her for the given role 
and responsibilities. It helps the 
employee align the learning 
during onboarding with the goals 
and responsibilities. In input, the 
new employee is mentioning the 
‘Yes’ if they were given their goals 
and responsibilities during the 
onboarding and ‘No’ if they were 
not. The ‘Yes’ and ‘No’ are marked 
as 1 and -1 respectively for analysis.

14 The Buddy 
Program was 
very helpful for 
me.

The allocation of a buddy, the 
supportive role of buddy will not 
be of use if the new employee 
feels that the outcome is zero. 
This point also defines the scope 
for the role of a buddy during the 
onboarding is useful for a new 
employee or not. In input, the new 
employee is mentioning the ‘Yes’ 
if the buddy was helpful and ‘No’ 
if it was not. The ‘Yes’ and ‘No’ are 
marked as 1 and -1 respectively for 
analysis.

One has to keep in mind that these 14 factors are 
not the only factors in the onboarding. Companies 
with a general onboarding process in place need to 
give stress on these 14 factors more. This will help an 
employee improve the turnaround time and the feed-
back about employee satisfaction on onboarding can 
be enhanced – WOW experience. The relational as-
pect is mentioned below in the analysis

6. ANALYSIS
The 14 factors so considered above were taken into 

account to carry out this empirical study, where new 
employee’s satisfaction concerning the onboarding ex-
perience was taken. These 14 factors provided a very 
high correlation value of 0.81538 with the satisfaction 
rating. Based on this a regression was run where Sig-
nificance F and P-value were in an acceptable range. 
The final equation “(1)” to predict the satisfaction rat-
ing of an employee is:

Predicted rating: 0.337*Net Factor Score + 4.788 (1)

Where Net factor Score is the sum of values as-
signed to 14 factors under consideration. The range of 
the Net Factor Score is -14 to +14. This equation does 
provide a predictability factor of 66%. 41 Observations 
considered. The outcome shows more deviation for 
low ratings as compared to high ratings.

RESIDUAL OUTPUT
Observation Predicted Ratings Residuals

1 1.250166234 -0.250166234
2 3.103456597 -1.103456597
3 6.64155638 -2.64155638
4 5.462189786 -0.462189786
5 5.293708844 -0.293708844
6 7.48396109 -2.48396109
7 7.146999206 -2.146999206
8 5.79915167 -0.79915167
9 7.652442033 -1.652442033
10 6.136113554 -0.136113554
11 7.48396109 -1.48396109
12 8.326365801 -1.326365801
13 6.304594496 0.695405504
14 6.136113554 0.863886446
15 7.652442033 -0.652442033
16 7.315480148 -0.315480148
17 7.146999206 -0.146999206
18 4.788266017 2.211733983
19 9.000289569 -2.000289569
20 6.64155638 1.35844362
21 7.820922975 0.179077025
22 9.000289569 -1.000289569
23 9.000289569 -1.000289569
24 7.48396109 0.51603891
25 7.48396109 0.51603891
26 6.978518264 2.021481736
27 6.810037322 2.189962678
28 6.978518264 2.021481736
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RESIDUAL OUTPUT
Observation Predicted Ratings Residuals

29 9.168770511 -0.168770511
30 8.663327685 0.336672315
31 8.157884859 0.842115141
32 9.000289569 -0.000289569
33 9.505732395 -0.505732395
34 7.48396109 2.51603891
35 9.505732395 0.494267605
36 9.168770511 0.831229489
37 9.000289569 0.999710431
38 9.505732395 0.494267605
39 9.505732395 0.494267605
40 9.505732395 0.494267605
41 9.505732395 0.494267605

When the factors were considered on their imple-
mentation on can generate a heat map that will point 
to the issue at hand in the onboarding process. The 
areas which are marked in red in the below example 
represent the problems areas in onboarding. An im-
provement in the given factor will improve the em-
ployee experience during the onboarding.

Heat Map – Identifying the problem area
S. 

No.
Factors on which Satisfaction Rating is 

dependent the most
Score 
Value

1 What was the mode of your Onboarding? Also, 
whether it was structured or unstructured?

33

2 How would you rate the duration of your 
Onboarding?

10

3 Did you get all the required information on the 
company intranet portal and required access 
rights within 2 days of joining?

17

4 Did you find the agenda for Functional 
Onboarding in line with your roles and 
responsibilities?

39

5 Were you made aware of expected Behavior 
and Values within 2 days of joining?

33

6 Was the organizational structure shared with 
you during the Onboarding?

21

7 Was it easy to navigate the Darwinbox for 
Joining formalities?

35

8 Was your feedback taken during the process of 
Onboarding?

19

9 My Line HR was supportive throughout my 
Onboarding.

17.5

10 I have all the access to the information I need 
for my work.

12.5

11 Was Buddy or Mentor able to resolve all your 
queries?

23

12 Did Buddy/Mentor devote sufficient time to you? 23
13 Were your goals and responsibilities defined by 

your Line Manager during the Onboarding?
29

14 The Buddy Program was very helpful for me. 13.5

The green marked are the factors for which an 
organization is putting a good effort during the on-
boarding process and is standardized. Factor 2, 10 and 
14 points to non-standardized items in the current on-
boarding process.

It makes it easier for an organization to understand 
the problem in the onboarding process. This empiri-
cal study helps an organization to improve the process 
and take into account a crucial ingredient that is New 
Employee Experience to improve the onboarding pro-
cess.

7. FINDINGS AND DISCUSSION
This study considered employee experience as an 

important factor to improve the onboarding process. 
It also highlighted the factors on which employee sat-
isfaction for onboarding is dependent [8]. Thoughthe 
onboarding process is not limited to these 14 factors. 
At the initial stage, 35 factors were considered rang-
ing from “Line Manager’s location same as that of em-
ployee? (Locational Advantage)” to “My Line Manager 
helped me understand how my job performance will be 
evaluated”. These factors were also checked but their 
outcomes did not generate a good correlation value 
with the Satisfaction ratings of a new employee on on-
boarding. So, one by one each factor was analysed and 
only those factors which gave the highest correlation 
to new employee’s satisfaction ratings are considered 
as major focus areas [2].

We should realise that Onboarding is a continuous 
process and the more it gets standardized the newer 
employee’s experience is enhanced. Our findings do 
align with the best industry practices for onboarding 
and employee experience.This paper has contributed 
to the existing literature in the following ways [10]. 
• Firstly, it brought out that Onboarding is not a 

unidirectional process but a looped process, as new 
employees feedback plays an important role in im-
proving the onboarding process. 

• Secondly, it highlighted onboarding process im-
provement is a continuous process, wherewith 
changing technology the employee expectation 
also changes. The paper is not just limited to map-
ping the onboarding practice with employee satis-
faction but it goes one step further to improve the 
onboarding process.

• Thirdly, the empirical study done helps the On-
boarding stakeholders to look at the requirement 
side from new employees because the outcome of 
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onboarding is to improve upon the turnaround 
time.

• Finally, the paper presents an approach to how to 
work upon improving the onboarding process via 
employee experience. As change is the only thing 
constant and improvement will always be there. 
So, feedback from the employee will keep the on-
boarding up to date with the current demand in the 
industry.

8. CONCLUSION
A new employee who has to go through the gruel-

ling recruitment process is a repository of talent, expe-
rience and a new approach for the organization. The 
effective onboarding process should ensure to gain 
from the feedback provided by the new employee on 
their respective onboarding in the organization. This 
will make the employers ready to meet the demands of 
changing times. Onboarding helps a new employee to 
understand the culture and expectations of the manu-
facturing organization.

Through this paper, the empirical study provides 
details of 14 factors that can improve the onboarding 
process in a manufacturing setup. The paper makes ef-
fort to improve the onboarding process and provides 
a method to analyse the process inefficiency through 
heat maps. Future studies should be directedat analys-
ing the onboarding process of other sectors/industries 
(not manufacturing).
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