
 A Half Yearly National Peer-Reviewed & Indexing with SJIF Impact Factor Research Journal 

IMPACT FACTOR 8.072 

Website - http://knowledgeresonance.com    Email - knowledgeresonancengp@gmail.com 

85 

FOSTERING ENGAGEMENT IN NEW HIRES THROUGH 

INDUCTION WITH AN OB PERSPECTIVE 
Ms. Gayatri S. Bute*          Dr. Mubina Saifee** 

         Research Scholar   Associate Professor Jhulelal Institute of Technology 

Department of Business Management,           Jhulelal Institute of Technology, Nagpur 

RTMNU, Nagpur  

 

Abstract: 

In the new century, where the corporate 

landscape is changing rapidly, it is crucial to 

develop engagement in new hires for long-

term productivity and retention as well as 

cultural alignment. This study explores the 

role of induction programs through the lens of 

Organizational Behavior (OB), emphasizing 

motivation theories, socialization strategies, 

and leadership influence in modern 

onboarding processes. The study also explores 

innovative onboarding practices, including 

digital tools, virtual reality, and AI-driven 

solutions, to create a more immersive and 

adaptive induction experience. The findings 

show the importance of personal, structured 

induction programs to a resilient and engaged 

workforce in the new world century. 
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Introduction to Employee Induction 

The 21st-century work revolution has 

fundamentally reshaped the nature of 

employability, demanding a workforce that is 

agile, digitally savvy, and capable of 

continuous learning. In this era of rapid 

technological advancements, globalization, 

and shifting workplace dynamics, 

organizations face the dual challenge of 

attracting top talent and ensuring their long-

term engagement and productivity (World 

Economic Forum, 2020). The induction 

process is that critical juncture in the journey 

of new hires when they will be uniquely 

aligned with evolving skill requirements, 

expectations, and aspirations in terms of better 

delivery for the demands placed by the 

modern workplace. However, traditional 

onboarding programs usually do not deliver 

well on these needs, which are more 

characterized by procedural compliance 

instead of much engagement and 

employability (Cappelli, 2008). 

Induction programs in the Human Resource 

Management aspect, therefore, should be 

made modern enough for this 21st century. A 

critical part of HRM's role involves 

onboarding: design experiences to orient new 

employees within the culture and arm them to 

survive an unstable and ever-changing job 

market. By incorporating principles such as 

lifelong learning, digital literacy, and career 

resilience into induction processes, HRM can 

create a foundation for sustained employee 

engagement and adaptability (Ashforth & 

Saks, 1996). 

1. Definition and Importance- Induction is 

the systematic process by which new 

employees are inducted into an 

organization. It involves a set of activities 

aimed at acquainting employees with the 

company culture, values, policies, and 

operational procedures. The primary 

purposes of induction are: Facilitating 

Smooth Transition: Helping new hires 

acclimate to their roles and the 

organizational environment (Klein & 

Weaver, 2000). 

• Building Engagement: Creating a sense 

of belonging and commitment from the 

outset (Saks, 2006). 

• Enhancing Role Clarity: Ensuring 

employees understand their responsibilities 

and performance expectations (Bauer et 

al., 2007). 

• Promoting Cultural Alignment: Aligning 

new hires with the organization’s mission, 

vision, and values (Ashforth & Saks, 

1996). 

2. Benefits for Organization and New 

Hires 
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i. Improved Retention: Induction programs 

that work dramatically lower the turnover 

rate since early engagement and 

commitment to work are increased to new 

employees. Properly welcomed and 

supported employees are more likely to 

remain within the organization in the long 

run (Allen & Meyer, 1990). 

ii. Increased Productivity: A well-structured 

onboarding process helps new hires 

understand their roles and responsibilities 

quickly, enabling them to contribute to 

organizational goals sooner. This reduces 

the time it takes for employees to reach 

full productivity (Bauer et al., 2007). 

iii. Enhanced Employer Brand: A positive 

onboarding experience strengthens the 

organization’s reputation as an employer 

of choice. Satisfied new hires are likely to 

share their positive experiences, attracting 

top talent in the future (Cappelli, 2008). 

iv. Stronger Organizational Culture: 

Induction programs that focus on cultural 

integration enable new hires to be better 

aligned with the organization's values, 

norms, and mission. This leads to a more 

cohesive and unified workforce, which can 

foster collaboration and innovation (Klein 

& Weaver, 2000). 

v. Cost Savings: By reducing turnover and 

speeding up time-to-productivity, effective 

onboarding programs lower recruitment 

and training costs, thus giving a good 

return on investment (Bauer et al., 2007). 

Benefits for New Hires 

i. Confidence and Clarity: Induction 

programs give the new recruits an explicit 

understanding of their roles, 

responsibilities, and performance 

expectations that enhance their confidence 

and reduce anxiety (Saks, 2006). 

ii. Social Integration: Induction helps the 

new employees establish relationships 

with their colleagues and managers, which 

increases a sense of belonging and 

teamwork. Social integration is essential 

for long-term job satisfaction (Ashforth & 

Saks, 1996). 

iii. Skill Development: Induction programs 

generally involve training and 

development, equipping new employees 

with the knowledge and skills necessary to 

perform their jobs effectively (Bauer et al., 

2007). 

iv. Job Satisfaction: A good onboarding 

experience helps new hires be more 

satisfied with their jobs in general, as they 

are motivated and engaged at work (Allen 

& Meyer, 1990). 

v. Career Growth: New employees are 

aligned with organizational goals and 

career pathways made clear, setting the 

stage for long-term professional 

development and growth (Cappelli, 2008). 

3. Impact on Culture and Productivity 

Induction programs are highly important in 

building organizational culture and 

productivity. New hires are put into the values 

and norms of the company through induction, 

hence a cohesive and aligned workforce (Klein 

& Weaver, 2000). This cultural integration 

enhances collaboration but also drives 

innovation because employees feel 

empowered to contribute their unique 

perspectives (Bauer et al., 2007). 

From a productivity perspective, a well-

designed induction program reduces the time it 

takes for new employees to reach their full 

performance capacity. Clear guidance 

resources, and support reduce the learning 

curve and maximize output from employees 

(Saks, 2006). Engaged employees are also 

more likely to go beyond what is required in 

their job and contribute to overall 

organizational success (Allen & Meyer, 1990). 

Theoretical Foundations of Organizational 

Behavior 

Organizational Behavior (OB) provides a 

strong theoretical basis on how individuals, 

groups, and structures interact within an 

organization. It is a vital factor in the design of 

appropriate induction programs that encourage 

engagement, productivity, and cultural 

alignment. Ob areas of OB theory relevant to 

onboarding include motivation theories, 

organizational culture and leadership, and 

socialization and team dynamics. 

1. Motivation Theories 

a. Maslow’s Hierarchy of Needs: Maslow’s 

theory posits that individuals are motivated 
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by a hierarchy of needs, ranging from 

basic physiological needs to self-

actualization. In the context of induction, 

organizations must address new hires’ 

foundational needs (e.g., job security, fair 

compensation) before fostering higher-

level motivations such as belonging, 

esteem, and personal growth (Maslow, 

1943). 

b. Herzberg’s Two-Factor Theory: 

Herzberg identified two sets of factors 

influencing   employee   motivation: 

hygiene factors (e.g., salary, job security) 

and motivators (e.g., recognition, 

achievement). Effective onboarding 

programs should ensure that hygiene 

factors are met while also providing 

opportunities for new hires to experience 

motivators, such as meaningful work and 

career development (Herzberg, 1966). 

  

 
 

Figure: Maslow And Herzbergs Hygiene 

Theory of Motivation 

c. Self-Determination Theory (SDT): SDT 

emphasizes the importance of autonomy, 

competence, and relatedness in fostering 

intrinsic motivation. Induction programs 

that empower new hires, provide skill-

building opportunities, and foster social 

connections can enhance motivation and 

engagement (Deci & Ryan, 1985). 

2. Organizational culture and leadership 

a. Schein’s Model of Organizational 

Culture: Edgar Schein’s model highlights 

three levels of organizational culture: 

artifacts (visible structures and processes), 

espoused values (stated goals and 

philosophies), and underlying assumptions 

(unconscious beliefs and perceptions). 

Induction programs should aim to align 

new hires with these cultural elements, 

ensuring they understand and internalize 

the organization’s core values and norms 

(Schein, 1985). 

b. Transformational Leadership: 

Transformational leaders inspire and 

motivate employees by creating a shared 

vision, fostering innovation, and providing 

individualized support. During 

onboarding, leaders play a critical role in 

modeling organizational values and 

building trust with new hires (Bass & 

Avolio, 1994). 

c. Servant Leadership: Servant leaders 

prioritize the needs of their employees, 

fostering a culture of empowerment and 

collaboration. This leadership style can be 

particularly effective during induction, as 

it helps new hires feel valued and 

supported (Greenleaf, 1977). 

Socialization and team dynamics 

a. Organizational Socialization Theory: 

Socialization is the process through which 

new hires acquire the knowledge, skills, 

and behaviors needed to perform their 

roles effectively. Van Maanen and Schein 

(1979) identified six socialization tactics 

(e.g., collective vs. individual, formal vs. 

informal) that influence how newcomers 

adapt to their roles. Effective induction 

programs use these tactics to facilitate 

smooth transitions and cultural integration. 

b. Tuckman’s Stages of Group 

Development: Tuckman’s model outlines 

the stages of team development: forming, 

storming, norming, performing, and 

adjourning. During onboarding, new hires 

often join existing teams, and 

understanding these stages can help 

managers facilitate smoother integration 

and collaboration (Tuckman, 1965). 

c. Social Identity Theory: This theory 

explains how individuals derive their sense 

of self from their membership in social 

groups. Induction programs that emphasize 

team-building activities and shared goals 

can help new hires develop a strong sense 

of belonging and identity within the 

organization (Tajfel & Turner, 1979). 

Understanding Employee Engagement 
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Employee engagement refers to the degree to 

which employees are emotionally invested in, 

motivated by, and committed to their work and 

organization. Engaged employees are not only 

satisfied with their jobs but also feel a sense of 

purpose and alignment with organizational 

goals. Key characteristics of engaged 

employees include: 

• Emotional Commitment: A strong 

emotional attachment to the organization 

and its mission. 

• Discretionary Effort: Willingness to go 

above and beyond their formal job 

requirements. 

• Alignment with Values: A deep 

connection with the organization’s culture 

and values. 

Engagement is often measured through 

surveys and assessments that evaluate factors 

such as job satisfaction, motivation, and 

organizational commitment (Kahn, 1990).  

 

 
 

Figure : Employee Engagement 

 

Drivers and impact on performance 

Employee engagement is a multifaceted 

construct influenced by several key drivers, 

including meaningful work, supportive 

leadership, career development opportunities, 

work-life balance, organizational culture, and 

recognition and rewards. These factors 

collectively shape employees’ emotional and 

psychological investment in their work and 

organization. For instance, meaningful work 

fosters a sense of purpose, while supportive 

leadership builds trust and open 

communication, creating an environment 

where employees feel valued and empowered 

(Kahn, 1990; Bass & Avolio, 1994). Career 

development opportunities and work-life 

balance further enhance engagement by 

addressing employees’ aspirations for growth 

and their need for a healthy balance between 

professional and personal life (Greenhaus & 

Allen, 2011). A strong organizational culture 

that emphasizes inclusivity and shared values 

helps employees feel a sense of belonging, and 

recognition and rewards validate their 

contributions, reinforcing positive behaviors 

(Herzberg, 1966). The impact of employee 

engagement on performance is well-

documented and significant. Engaged 

employees demonstrate higher productivity, as 

they are willing to go beyond their formal job 

requirements and put in discretionary effort to 

achieve organizational goals (Harter et al., 

2002). This increased productivity translates 

into better business outcomes, such as higher 

profitability and operational efficiency. 

Engagement also plays a critical role in 

improving retention rates, as employees who 

feel connected to their work and organization 

are less likely to leave, reducing turnover costs 

and preserving institutional knowledge (Saks, 

2006). Furthermore, engaged employees 

contribute to a culture of innovation by 

sharing creative ideas and solutions, driving 

the organization’s competitive advantage 

(Shuck & Wollard, 2010). Their commitment 

to delivering high-quality work enhances 

customer satisfaction, leading to stronger 

client relationships and loyalty, which are 

essential for long-term organizational success 

(Harter et al., 2002). 

The Role of Induction in Building 

Engagement 

1. Integration with OB Principles- The 

integration of Organizational Behavior 

(OB) principles into induction 

programs is essential for fostering 

employee engagement and ensuring 

long-term organizational success. OB 

theories provide a robust framework 

for understanding how motivation, 
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socialization, and value alignment 

influence employee behavior and 

performance. By incorporating these 

principles into onboarding processes, 

organizations can create a more 

effective and meaningful induction 

experience for new hires. 

2. Motivation and socialization in 

induction- Motivation theories, such as 

Maslow’s Hierarchy of Needs (1943) and 

Herzberg’s Two-Factor Theory (1966), 

highlight the importance of addressing 

both intrinsic and extrinsic factors to 

engage employees. During induction, 

organizations can apply these theories by 

ensuring that new hires’ basic needs, such 

as job security and fair compensation, are 

met while also providing opportunities for 

recognition, achievement, and personal 

growth. For example, highlighting how 

their roles contribute to the organization’s 

mission can instill a sense of purpose and 

intrinsic motivation. Socialization, a core 

OB concept, refers to the process through 

which new hires adapt to their roles and 

the organizational culture. Van Maanen 

and Schein’s (1979) socialization tactics, 

such as collective vs. individual and 

formal vs. informal approaches, can be 

used to design induction programs that 

facilitate smooth transitions. Structured 

onboarding activities, mentorship 

programs, and team-building exercises 

help new hires build relationships, 

understand cultural norms, and integrate 

into the workplace effectively. 

3. Aligning values with organizational 

goals- Aligning new hires’ values with 

organizational goals is critical for fostering 

engagement and commitment. Schein’s 

(1985) model of organizational culture 

emphasizes the importance of embedding 

core values and assumptions during the 

onboarding process. Induction programs 

should communicate the organization’s 

mission, vision, and values clearly, helping 

new hires understand how their work 

contributes to broader objectives. This 

alignment not only enhances engagement 

but also strengthens organizational culture 

by creating a shared sense of purpose. 

Transformational leadership principles 

(Bass & Avolio, 1994) can further support 

this alignment by inspiring new hires to 

embrace organizational values and goals. 

Leaders who model desired behaviors and 

communicate a compelling vision during 

induction can foster trust and commitment 

among new employees. 

4. Designing an Effective Induction 

Program- Designing an effective 

induction program requires a strategic 

combination of orientation, training, and 

mentorship. By addressing the 

informational, developmental, and social 

needs of new hires, organizations can 

create a seamless onboarding experience 

that fosters engagement, productivity, and 

cultural alignment. This approach not only 

benefits new employees but also 

strengthens the organization’s overall 

performance and retention rates. 

i. Orientation- The induction process begins 

with orientation, designed to familiarize 

new hires with the organization's culture, 

values, policies, and procedures. It gives a 

general overview of the company's 

mission, vision, and goals, so the 

employees understand their roles in 

relation to the greater good.  Orientation 

also introduces new employees to the key 

members of the team, workplace norms, 

and organizational resources, making them 

feel a part of the group and minimizing 

anxiety at the initial stages (Klein & 

Weaver, 2000). A well-planned orientation 

program ensures that new hires have a 

good onboarding experience by creating a 

positive attitude right from the first day. 

ii. Training- Training is part of induction as 

it equips the new employee with the 

relevant skills and knowledge to perform 

in the role appropriately. This will include 

job-specific training, like technical skills 

and tools, but also broader organizational 

processes and requirements for 

compliance. Effective training programs 

are designed to meet the needs of new 

hires, with interactive and hands-on 
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learning methods that increase engagement 

and retention of information (Bauer et al., 

2007). Training should also focus on the 

organization's values and expectations, 

which will reinforce cultural alignment 

and create a sense of shared purpose. 

iii. Mentorship- Mentorship is a powerful 

tool to support new hires in their transition 

into the organization. It matches new 

employees with experienced mentors, who 

provide them with a trusted resource for 

guidance, feedback, and support. Mentors 

guide new hires in navigating the 

organizational culture, building 

relationships, and addressing challenges 

that accelerate integration and reduce the 

time it takes to reach full productivity 

(Allen et al., 2004). Mentoring also creates 

a connection and belonging, both being 

essential for any long- term engagement 

and retention. 

Innovative Practices in Induction 

As organisations shift to the changing 

world of work, innovative induction 

practices become more significant. These 

involve the use of technology in the 

onboarding process to make it more engaging, 

efficient, and effective. Some of the key 

innovations include virtual onboarding, e-

learning, and the use of AI and VR. 

Use of Technology 

1. Virtual Onboarding and E-Learning: 

Virtual onboarding has become a 

buzzword, especially in remote and hybrid 

work environments. It is the process of 

using digital platforms to perform 

orientation, training, and socialization 

activities. Video conferencing tools, such 

as Zoom or Microsoft Teams, allow new 

hires to interact with colleagues and 

leaders, participate in virtual tours, and 

attend online orientation sessions. This 

approach ensures that remote employees 

feel connected and informed, regardless of 

their physical location (Bersin, 2020). 

E-learning supplements online onboarding 

by offering fresh employees the materials 

to undergo training modules, videos, and 

interactive content. This enhances the 

flexibility and personalization of a learning 

experience for its employees while even 

adding gamification elements such as 

quizzes and badges (Kapp, 2012). 

2. AI and VR in Induction: AI is 

transforming induction by automating 

administrative work, personalizing 

onboarding experiences, and offering real-

time support. For instance, AI-driven 

chatbots can answer new employees' 

questions, guide them through the 

onboarding process, and remind them 

about completing tasks. This takes 

pressure off HR teams and ensures an easy 

onboarding experience (Davenport & 

Ronanki, 2018). Virtual reality is the other 

cutting-edge technology induction 

employs. Virtual reality is enacted to 

recreate the work environment in real life 

so that new recruits can experiment with 

tasks, explore virtual office space, and 

experience simulation-based training 

scenarios. An example of this is when a 

new employee at a manufacturing firm can 

use virtual reality to learn safety 

procedures or act in the operation of 

machinery in a risk-free manner. The 

approach produces faster learning and 

confidence (Bailenson, 2018). 

Measuring the Impact of Induction on 

Engagement 

A successful induction program must be 

measured against employee engagement and 

organizational outcomes. Key measurements 

include employee feedback, satisfaction, 

retention, time-to-productivity, and 

performance tracking. Measurement allows for 

better insights into what's working and what's 

not with onboarding initiatives. 

1. Employee Feedback and Satisfaction - 

Feedback from new employees is an 

essential activity to measure the success of 

induction programs. Surveys, focus 

groups, and one-on-one interviews can be 

used to collect information on employees' 

onboarding experiences. The questions 

should concentrate on the clarity of role 

expectations, the quality of training, the 

effectiveness of mentorship, and the 

general satisfaction with the induction 

process (Saks, 2006). High levels of 
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satisfaction point to the achievement of 

employees' needs, whereas constructive 

feedback would identify gaps and 

opportunities for enhancement. 

2. Retention Rates- Retention is one of the 

indicators of the long-term effect of 

induction programs. High turnover rates 

among new hires may indicate that the 

onboarding process is not engaging 

employees or integrating them into the 

organizational culture. Over time, retention 

rates can be used to measure whether the 

induction programs are helping 

organizations build commitment and 

reduce early attrition (Allen & Meyer, 

1990). 

3. Time-to-Productivity- Time-to-

productivity is the time taken by new hires 

to become productive in their roles. A 

good induction program should reduce the 

learning curve by giving clear guidance, 

resources, and support. Tracking this 

metric helps organizations evaluate the 

efficiency of their onboarding processes 

and identify strategies to accelerate new 

hires' contributions (Bauer et al., 2007). 

4. Performance Tracking- Basic 

performance metrics, including goal 

achievement, quality of work, and 

innovation, provide an at- anchor measure 

for the effects of induction on employee 

engagement and productivity. A cycle of 

regular performance reviews and objective 

performance assessments enables an 

organization to identify whether new hires 

are meeting expectations and contributing 

toward organizational goals. High 

performance among recently hired 

employees reflects that the induction 

process is properly preparing those 

employees to be possessed of the skills and 

motivation necessary to succeed (Harter et 

al., 2002). 

Challenges and Solutions in Induction 

While induction programs are crucial for 

integrating new hires, they often face several 

challenges that can hinder their effectiveness. 

The challenges require innovative solutions to 

ensure a seamless and engaging onboarding 

experience. 

• Common Challenges 

1. Personalization Issues - The biggest 

challenge in induction is the lack of 

personalization. Generic onboarding 

programs may not be able to address the 

unique needs, roles, and learning styles of 

individual employees. This can lead to 

disengagement and a slower transition into 

the organization (Bauer et al., 2007). 

2. Information Overload- New hires are 

often bombarded with a large volume of 

information during induction, ranging 

from company policies to role-specific 

details. This can overwhelm employees, 

making it difficult for them to retain 

critical information and feel confident in 

their new roles (Klein & Weaver, 2000). 

3. Technology Limitations- Whereas 

technology has changed the face of 

induction, its usage is not problem-free. 

Among other things, user experience might 

be terrible, tools needed are not accessible, 

and technical hitches can disturb the 

induction process and make a new hire 

frustrating (Davenport & Ronanki, 2018). 

• Solutions 

1. Tailored Induction Programs - To solve 

personalization issues, organizations 

should develop role- specific induction 

programs that expose new employees to 

what is specific to their roles. At the same 

time, this can extend to the use of learning 

paths and one-on-one mentorship. With 

recognition of the employee's background 

and expected improvement, an 

organization can provide an onboarding 

experience more within meaning and 

appeal (Saks, 2006). 

2. Continuous Engagement - Induction 

programs must adopt a gradual approach to 

combating information overload by 

spreading out information delivery over 

time. This would allow new employees to 

absorb and apply knowledge over time. In 

addition, making the learning interactive, 

such as through quizzes, discussions, and 

hands-on activities, can make the learning 

experience more engaging and increase 

retention of information (Kapp, 2012). 
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3. Improved Use of Technology- 

Organizations can seem to overcome 

technological constraints by investing in 

user-friendly platforms and ensuring new 

hires receive the appropriate tools and 

support. While AI-powered chatbots can 

offer real- time assistance, for instance, 

VR can offer an immersive training 

experience. Feedback from regular 

assessments by employees helps point out 

the technical or other issues that can be 

subsequently addressed to ensure a sound 

onboarding process (Bailenson, 2018). 

The Future of Employee Induction 

The future of employee induction is poised to 

be shaped by technological advancements, 

evolving workplace dynamics, and a growing 

emphasis on personalization and employee 

experience. As organizations adapt to remote 

and hybrid work models, virtual onboarding 

will become increasingly prevalent. Digital 

platforms, such as video conferencing tools 

and e-learning systems, will enable 

organizations to deliver seamless onboarding 

experiences to employees regardless of their 

location. These tools will not only enable 

orientation and training but also help build 

social relationships through virtual team-

building activities and mentorship programs. 

Artificial intelligence and virtual reality will 

turn the induction process even more 

disruptive by providing personalized learning 

paths, immersive trainings, and immediate 

support from AI-powered chatbots. This will 

make onboarding much more engaging, 

efficient, and effective while catering to the 

wishes of a tech-savvy workforce. 

Another important trend with the future of 

induction is based on personalization and 

continuous engagement. Organizations move 

away from this one-size approach to 

onboarding programs, adapting induction 

experiences with the unique requirements, 

roles, and preferences for individual 

employees in the organization. This will 

comprise customized learning modules, role-

related resources, as well as varied onboarding 

calendars. Continuous engagement will play a 

critical role. Induction programs will now be 

extended well beyond the initial weeks to offer 

continuous support, feedback, and 

development opportunities to employees. 

Fostering an environment of continuous 

learning and growth, organizations ensure that 

new employees stay engaged and motivated 

throughout their tenure. In the future, 

induction will primarily focus on the well-

being of employees and how they can fit into 

the work culture. Organizations will design 

onboarding programs that address the holistic 

needs of new hires, including their mental 

health, work-life balance, and sense of 

belonging. Inclusive practices, such as cultural 

sensitivity training and diverse mentorship 

programs, will ensure that all employees feel 

valued and supported from day one. Adopting 

this trend can help organizations develop 

induction programs that not only enhance 

employees' engagement and productivity but 

also potentially enhance the employer brand 

and competitive advantage in an ever-

changing and diversified workforce. 
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