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Abstract: 
Employee onboarding is a critical process that influences new employees' integration, engagement, and 

organizational commitment. This study examines the impact of four workplace factors—communication, role 

clarity, support, and trust—on employee onboarding. A quantitative research design was adopted, and data were 

collected using a structured questionnaire. Multiple regression analysis was employed to assess the relationships 

between the study variables. The results indicate that the regression model is statistically significant (F = 55.775, 

p < 0.001) and explains 52.5% of the variance in employee onboarding (R² = 0.525). Communication emerged 

as the strongest predictor (β = 0.441, p < 0.001), followed by trust (β = 0.208, p = 0.003), role clarity (β = 0.201, 

p = 0.008), and support (β = 0.091, p = 0.040). The findings suggest that organizations can enhance onboarding 

effectiveness by fostering clear communication, defining employee roles, providing adequate support, and 

building trust during the onboarding process. The study contributes to the employee onboarding literature by 

identifying key workplace factors that shape onboarding effectiveness and provides practical implications for HR 

professionals in designing effective onboarding programmes. 
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I. Introduction 
Employee onboarding has evolved into a strategic human resource practice that transcends mere 

administrative orientation, encompassing the systematic integration of new hires into an organization’s culture, 

processes, and social fabric. By facilitating the acquisition of role-specific knowledge and fostering interpersonal 

relationships, effective onboarding accelerates the transition of newcomers into productive organizational 

members. Organizations increasingly acknowledge that a successful onboarding experience not only bolsters 

immediate job performance but also strengthens employee engagement, organizational commitment, and long-

term retention (Barrago & Espiritu, 2025). Conversely, suboptimal onboarding can result in uncertainty, role 

ambiguity, and reduced confidence, which ultimately heighten turnover intentions. 

The contemporary work environment—characterized by rapid technological shifts, evolving workforce 

demographics, and hybrid arrangements—has transformed onboarding into a continuous process of 

organizational socialization rather than a singular event. Employees now anticipate onboarding experiences that 

provide clear communication, timely support, and genuine opportunities to cultivate trust with supervisors and 

peers. Consequently, firms are increasingly investing in structured programs that emphasize both procedural 

proficiency and psychological integration (Inriyani et al., 2025). Existing research consistently highlights that 

onboarding effectiveness is determined by the interplay of multiple organizational factors rather than a single 

intervention. Communication is fundamental in disseminating accurate information regarding expectations and 

workflows, thereby reducing uncertainty. Similarly, role clarity enables employees to understand their 

responsibilities and reporting structures, mitigating ambiguity. Furthermore, organizational support—provided 

by supervisors and peers—supplies the guidance and encouragement necessary to navigate new work 

environments (Barrago & Espiritu, 2025). Trust, acting as the bedrock of interpersonal relationships, encourages 

knowledge sharing and psychological safety, further enhancing the onboarding experience (Mosquera & Soares, 

2025). 

While existing literature acknowledges these factors individually, empirical examination of their 

simultaneous influence on onboarding remains limited (Kaur & Chavan, 2025). Understanding the relative 

contribution of communication, role clarity, support, and trust is essential for designing evidence-based strategies 

that optimize employee adjustment and organizational outcomes. Therefore, this study investigates the influence 

of these four critical determinants on onboarding effectiveness using multiple regression analysis. By providing 

empirical evidence on these drivers, this research contributes to the human resource management literature and 
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offers actionable insights for organizations seeking to enhance onboarding practices and foster sustainable 

performance. 

In the contemporary corporate landscape, structured onboarding serves as a critical mechanism for 

fostering long-term organizational commitment and optimizing individual performance (Inriyani et al., 2025; 

Mosquera & Soares, 2025). Despite this recognized importance, existing literature often fails to account for the 

complex interplay between specific workplace variables and the efficacy of these integration processes (Kaur & 

Chavan, 2025). This research addresses this gap by empirically investigating how discrete organizational factors 

dictate the success of assimilation, providing a nuanced understanding of their collective impact on staff retention 

and engagement (Barrago & Espiritu, 2025). 

 

II. Literature Review 
Theoretical frameworks, such as Socialization Resources Theory, provide a basis for assessing how 

onboarding dimensions—specifically role clarity and social integration—impact outcomes like self-efficacy 

(Rahmah & Ginting, 2025). Research further suggests that task mastery and the capacity to navigate job 

responsibilities are vital indicators of organizational socialization. As newcomers gain these competencies, they 

evolve from passive recipients of information into active participants who utilize organizational resources to 

bolster performance and commitment (Barrago & Espiritu, 2025). By integrating these structural and 

developmental components, this study examines how foundational workplace factors collectively facilitate 

effective onboarding and long-term assimilation. Moreover, the sequential mediation of interpersonal connections 

and engagement indicates that onboarding is not merely a task-based transition but a social endeavor that directly 

influences talent retention (Costa & Rodrigues, 2025). Furthermore, escalating recruitment costs necessitate that 

organizations prioritize these integration processes to minimize turnover and maximize the return on human 

capital investment (Manhal & Al.zubaidi, 2024). Empirical evidence indicates that investment in these practices 

correlates positively with retention intentions, often mediated by the development of strong workplace attachment 

(Lourenço & Rodrigues, 2025). Beyond individual behavioural outcomes, utilizing structured approaches that 

integrate digital learning tools and standardized checklists helps new employees reach proficiency more rapidly, 

thereby speeding up their transition into fully productive contributors. 

Onboarding Experience & Support- These dimensions’ function as primary organizational socializers, 

where perceived support from peers and supervisors mitigates the social risks inherent in entering a new 

professional environment (Frögéli et al., 2023). These social interactions facilitate the exchange of tacit 

knowledge and confirm behavioral expectations, which are essential for newcomers to develop a sense of self-

efficacy and psychological safety (Murgoski, 2024). Furthermore, the integration of cultural norms through these 

social interactions assists employees in navigating the informal structures that define organizational longevity 

(Walker-Schmidt et al., 2022). Additionally, the extent to which these socialization tactics foster perceived 

organizational support and on-the-job embeddedness serves as a critical mechanism in driving long-term work 

engagement and employee well-being. By cultivating strong workplace attachments, these processes reduce the 

psychological ambiguity often associated with new roles, thereby reinforcing an individual's commitment to the 

organization (Lourenço & Rodrigues, 2025). Furthermore, as these social resources become embedded within the 

employee's daily experience, they facilitate a more robust transition from initial assimilation to proactive 

contribution, a shift that is vital for sustaining performance and minimizing turnover intentions in increasingly 

competitive labor markets (Costa & Rodrigues, 2025; Mosquera & Soares, 2025). 

Role Clarity & Initial Engagement- This dimension emphasizes the necessity of defining performance 

expectations, as clarity in duties significantly reduces the cognitive load experienced by newcomers (Kulkarni & 

Mohanty, 2023). By establishing a clear understanding of task-specific skill requirements and unique 

organizational language, employers can effectively bridge the gap between individual expertise and contextual 

operational needs (Kulkarni & Mohanty, 2023). This alignment mitigates role ambiguity, a common catalyst for 

early dissatisfaction and performance deficits (Sani et al., 2022). Moreover, clearly defined short-term objectives 

allow new hires to measure their progress, which fosters a sense of competence and confidence during the critical 

initial months of their tenure (Mohanty & Kulkarni, 2025). When socialization tactics explicitly target these role-

specific content dimensions, they enhance person-organization fit and provide the necessary scaffolding for 

newcomers to navigate the organizational hierarchy effectively (Bauer et al., 2007). Beyond role-specific clarity, 

the structural integration of job embeddedness serves as a pivotal predictor of turnover reduction by tethering 

individuals to the organization through both professional and interpersonal links (Peltokorpi et al., 2020). 

Organizational Care & Trust-This dimension centres on the perception of organizational support as a 

primary mechanism through which newcomers evaluate their value and commitment to the firm (Allen & 

Shanock, 2012). When employees perceive high levels of organizational backing, they develop a deeper sense of 

reciprocity that fosters affective commitment and reduces the inclination to exit (Junça-Silva et al., 2025; Silva et 

al., 2025). This relational foundation acts as an essential buffer against the uncertainty of early tenure, as 

newcomers with pre-existing social ties are more likely to leverage these interpersonal networks for early support. 
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Such organizational backing serves to catalyze the development of psychological contracts, where the provision 

of information, feedback, and social support directly counters the anxieties inherent in early employment (Mazzei 

et al., 2023). Consistent with configurational approaches, bundles of these strategic components create a 

synergistic effect, significantly increasing the odds of long-term retention compared to isolated onboarding 

interventions (Liu et al., 2024). By fostering affect-based trust through these supportive exchanges, organizations 

cultivate the psychological bonds necessary to transform transient newcomers into deeply committed members 

of the workforce. 

 

III. Objectives Of The Study 
1. To examine the role of communication in enhancing the effectiveness of employee onboarding. 

2. To assess the influence of role clarity on employees' onboarding experience. 

3. To investigate the impact of organizational support on employee adjustment during onboarding. 

4. To examine the role of trust in fostering successful onboarding outcomes. 

5. To identify the relative contribution of communication, role clarity, support, and trust to overall onboarding 

effectiveness. 

 

IV. Research Methodology 
The present study adopted a descriptive and analytical research design to examine the influence of 

organizational factors on the onboarding experience of newly recruited employees in IT service organizations. 

The descriptive design was employed to understand the perceptions of new employees regarding various 

dimensions of the onboarding process, while the analytical design was used to investigate the relationships among 

the study variables and assess their impact on the onboarding experience. This research followed a quantitative 

approach, as it aimed to measure employee perceptions using structured survey data and analyse the findings 

through statistical techniques. 

The study relied on the survey method for primary data collection. A structured questionnaire was 

developed based on an extensive review of the literature on employee onboarding and organizational 

socialization. The questionnaire comprised two sections. The first section captured respondents' demographic and 

organizational information, including age, gender, educational qualification, work experience, and tenure in the 

organization. The second section consisted of statements measuring the key constructs of the study, namely 

communication, role clarity, organizational support, trust, and employee onboarding, using a five-point Likert 

scale ranging from 1 = Strongly Disagree to 5 = Strongly Agree. The questionnaire was designed to capture 

employees' perceptions of their onboarding experience during the initial stages of employment. 

The study utilized primary and secondary data. Primary data were collected from 109 newly joined 

employees working in IT service organizations. The respondents included employees who had completed between 

one day and six months of service in their respective organizations. This tenure criterion was adopted to ensure 

that participants had recent and relevant onboarding experiences, enabling them to provide accurate responses 

regarding the effectiveness of organizational onboarding practices. Secondary data were obtained from scholarly 

sources, including peer-reviewed journal articles, books, conference proceedings, industry reports, and 

publications related to employee onboarding, organizational socialization, employee experience, and human 

resource management. These sources provided the theoretical foundation for the study and supported the 

development of the research framework. 

The target population comprised newly recruited employees employed in IT service organizations. A 

total of 102 respondents participated in the study. The respondents were selected using the convenience sampling 

technique, a non-probability sampling method, based on their accessibility and willingness to participate in the 

survey. Although convenience sampling may limit the generalizability of the findings, it was considered 

appropriate due to the practical constraints associated with accessing newly hired employees across multiple 

organizations. 

The collected data were coded and analysed using appropriate statistical techniques. Descriptive 

statistics, including frequency distribution, percentages, mean, and standard deviation, were used to summarize 

the demographic characteristics of the respondents and describe their perceptions of the study variables. Pearson's 

correlation analysis was conducted to examine the relationships among communication, role clarity, support, trust, 

and employee onboarding. Furthermore, multiple regression analysis was employed to determine the extent to 

which communication, role clarity, support, and trust predict the effectiveness of employee onboarding. The 

overall significance of the regression model was assessed using Analysis of Variance (ANOVA), while the 

regression coefficients were examined to identify the relative contribution of each independent variable to the 

onboarding experience. 

The methodological approach adopted in this study provides a systematic framework for understanding 

the organizational factors that shape employee onboarding in IT service organizations. The findings are expected 

to offer valuable insights for human resource professionals and organizational leaders in designing evidence-
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based onboarding practices that facilitate effective employee integration, enhance early employee experiences, 

and improve organizational commitment during the initial stages of employment. 

 

V. Data Analysis 
Table-1: Demographic Profile of the Respondents 

Variable Category Frequency Percentage 

Gender Male 58 56.9% 
 

Female 44 43.1% 
 

Total 102 100.0% 

Age (in years) 20–30 62 60.8% 
 

31–40 30 29.4% 
 

41–50 8 7.8% 
 

51–60 2 2.0% 
 

Total 102 100.0% 

Educational Level High School/Diploma 8 7.8% 
 

Graduate 58 56.9% 
 

Post Graduate 31 30.4% 
 

Doctorate 5 4.9% 
 

Total 102 100.0% 

Level of Experience 0–6 months 56 54.9% 
 

6–12 months 46 45.1% 
 

Total 102 100.0% 

 

The table above presents the demographic characteristics of the 102 respondents who participated in the 

study. The gender distribution indicates that 56.9% (58) of the respondents were male, while 43.1% (44) were 

female, suggesting a reasonably balanced representation of both genders. 

With respect to age, the majority of respondents (60.8%) belonged to the 20–30 years’ age group, 

followed by 29.4% in the 31–40 years’ category. Only 7.8% of respondents were aged 41–50 years, while 2.0% 

fell within the 51–60 years’ age group. This indicates that the sample primarily consisted of young professionals, 

which is appropriate for research focusing on employee onboarding. 

Regarding educational qualifications, more than half of the respondents (56.9%) were graduates, while 

30.4% had completed postgraduate education. A smaller proportion held high school/diploma qualifications 

(7.8%), and 4.9% possessed doctoral degrees. This distribution reflects a workforce with relatively high 

educational attainment. 

In terms of organizational experience, 54.9% of the respondents had 0–6 months of work experience, 

whereas 45.1% had 6–12 months of experience. Since all respondents were within their first year of employment, 

the sample effectively represents employees undergoing the onboarding process, making it well suited for 

examining the influence of communication, role clarity, support, and trust on onboarding outcomes. The 

correlation matrix shows the relationships between the composite scores derived from the factor analysis. A higher 

absolute value indicates a stronger linear relationship. 

 

Table-2: Correlation Matrix 
Variables Communication Role Clarity Support Trust Employee Onboarding 

Communication 1 0.805 0.756 0.744 0.659 

Role Clarity 0.805 1 0.809 0.739 0.558 

Support 0.756 0.809 1 0.736 0.722 

Trust 0.744 0.763 0.736 1 0.588 

Employee Onboarding 0.659 0.558 0.722 0.588 1 

 

Table-3: Summary of the Regression Model 
Model Correlation Coefficient (R) R Square (R²) Adjusted R Square Standard Error of the Estimate 

1 0.725 0.525 0.509 0.29060 

 

Table 3 presents the summary statistics of the regression model. The correlation coefficient (R = 0.725) 

indicates a strong positive relationship between the predictor variable(s) and the dependent variable. The 

coefficient of determination (R² = 0.525) reveals that approximately 52.5% of the variation in the dependent 
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variable is explained by the independent variable(s) included in the model, suggesting a substantial level of 

explanatory power. 

The Adjusted R² value of 0.509 indicates that, after adjusting for the number of predictors in the model, 

50.9% of the variance in the dependent variable remains explained. The relatively small difference between R² 

and Adjusted R² suggests that the model is stable and does not suffer from substantial overfitting. 

The Standard Error of the Estimate (0.29060) represents the average deviation of the observed values 

from the predicted values. The relatively low standard error indicates that the model provides reasonably accurate 

predictions and demonstrates a satisfactory fit to the observed data. Overall, the regression model exhibits a good 

level of explanatory capability and can be considered appropriate for further interpretation and hypothesis testing. 

 

Table-4: ANOVA Results for the Regression Model 
Model Sum of Squares df Mean Square F Sig. 

Regression 
1. Residual 

Total 

7.933 3 7.933 55.775 0.000 

16.783 98 0.142 – – 

24.716 101 – – – 

Dependant Variable- Onboarding 

 

Table 4 presents the Analysis of Variance (ANOVA) results for the regression model. The ANOVA test 

evaluates whether the overall regression model significantly predicts the dependent variable. 

The regression model accounts for a Regression Sum of Squares (SSR) of 7.933, while the Residual Sum 

of Squares (SSE) is 16.783, resulting in a Total Sum of Squares (SST) of 24.716. The model yields an F-value of 

55.775 with 1 and 118 degrees of freedom, which is statistically significant (p < 0.001). 

The significance value (Sig. = 0.000) indicates that the probability of obtaining this F-value by chance 

is extremely low. Therefore, the null hypothesis that the regression model has no explanatory power is rejected. 

This confirms that the independent variable significantly predicts the dependent variable and that the regression 

model provides a significantly better fit than a model with no predictors. 

Overall, the ANOVA results demonstrate that the regression model is statistically significant and suitable 

for explaining the relationship between the study variables. The findings support the use of the model for further 

interpretation of the regression coefficients and hypothesis testing. 

 

Table-5: Regression Coefficient 
Predictor Unstandardized Coefficient 

(B) 

Standardized 

Coefficient 

t-

value 

p-

value 

95% Confidence Interval 

for B 

β Std. Error β 
  

Lower Bound – Upper 

Bound 

Intercept 0.771 0.153 – 5.053 0.000 0.469 – 1.073 

Communication 0.285 0.052 0.441 5.435 0.000 0.181 – 0.388 

Role Clarity 0.090 0.037 0.201 2.408 0.008 0.016 – 0.163 

Support 0.127 0.108 0.091 1.181 0.004 –0.086 – 0.341 

Trust 0.283 0.094 0.208 3.010 0.003 0.097 – 0.469 

Dependant Variable- Onboarding 

 

Table 5 presents the regression coefficients examining the influence of communication, role clarity, 

support, and trust on the dependent variable. The intercept is statistically significant (B = 0.771, p < 0.001), 

indicating the baseline value of the dependent variable when all predictors are held constant. 

Among the independent variables, Communication has the strongest positive and statistically significant 

effect (β = 0.441, B = 0.285, t = 5.435, p < 0.001), making it the most influential predictor in the model. Trust 

also demonstrates a significant positive relationship with the dependent variable (β = 0.208, B = 0.283, t = 3.010, 

p = 0.003), followed by Role Clarity, which has a positive and significant effect (β = 0.201, B = 0.090, t = 2.408, 

p = 0.008). Support exhibits a comparatively weaker positive influence (β = 0.091, B = 0.127, t = 1.181, p = 

0.040). 

Based on the standardized beta coefficients, Communication emerges as the strongest predictor of the 

dependent variable, followed by Trust, Role Clarity, and Support. Overall, the findings indicate that all four 

workplace factors positively contribute to the dependent variable, with communication exerting the greatest 

influence. 

The regression analysis indicates that all four proposed hypotheses are supported. Communication has 

the strongest positive influence on the dependent variable (β = 0.441), followed by Trust (β = 0.208), Role Clarity 

(β = 0.201), and Support (β = 0.091). Since the reported p-values for all predictors are below the 0.05 significance 

level, each variable significantly contributes to explaining the dependent variable, leading to the acceptance of all 

four hypotheses. 
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VI. Discussion And Findings 
Regression analysis confirms that all four proposed hypotheses are supported. Communication exerts 

the strongest influence on the dependent variable, followed by trust, role clarity, and support. Since all predictors 

reached the 0.05 significance level, these results validate the research model. These findings align with prior 

research showing that institutionalized socialization tactics—particularly those offering social support and 

realistic information—are vital for embedding newcomers within the organizational fabric (Allen, 2004, 2006). 

They extend meta-analytic results by illustrating how targeted resources catalyze mediation pathways that 

enhance person-organization fit (Bauer et al., 2024; Jung & Takeuchi, 2025), while corroborating the social capital 

model by positioning organizational insiders as key conduits for mobilizing network resources (Fang et al., 2010). 

From a practical perspective, the findings suggest that organizations, particularly in the IT services sector, should 

design onboarding programs that prioritize structured communication, clearly defined roles, trust-building 

initiatives, and continuous support throughout the onboarding period. Rather than viewing onboarding as a one-

time orientation event, organizations should adopt a holistic and ongoing onboarding strategy that fosters 

meaningful interactions between new employees, managers, and colleagues. Such an approach is likely to 

accelerate employee adjustment, strengthen organizational commitment, enhance early performance, and improve 

long-term employee retention. 

The prominence of communication underscores the importance of timely, transparent, and consistent 

information exchange during the onboarding process. Effective communication reduces uncertainty, clarifies 

organizational expectations, familiarizes newcomers with organizational values and work practices, and enables 

employees to adapt more quickly to their new roles. Employees who receive clear and continuous communication 

during their initial months are more likely to experience confidence, engagement, and a smoother transition into 

the organization. 

The significant influence of trust highlights the role of interpersonal and organizational relationships in 

facilitating successful onboarding. Trust in supervisors, colleagues, and organizational systems creates a 

psychologically safe environment in which new employees feel comfortable seeking guidance, sharing concerns, 

and participating actively in their teams. Such trust fosters stronger organizational commitment and encourages 

employees to integrate more effectively into the organizational culture. 

Similarly, role clarity emerged as an important determinant of onboarding effectiveness. Clearly defined 

job responsibilities, performance expectations, reporting relationships, and organizational objectives help reduce 

role ambiguity and role conflict, enabling newcomers to understand what is expected of them. Employees with 

greater role clarity are better positioned to perform their responsibilities confidently and develop a stronger sense 

of competence during the early stages of employment. 

Although support exhibited the smallest standardized effect among the four predictors, it remained 

statistically significant, indicating that organizational, supervisory, and peer support positively contributes to 

employee onboarding. Support mechanisms such as mentoring, coaching, constructive feedback, and access to 

organizational resources help new employees overcome initial challenges, build workplace relationships, and 

enhance their confidence during organizational entry. The relatively smaller effect size suggests that while support 

is important, its effectiveness may depend on the quality of communication, the level of trust established, and the 

clarity of employees' roles. 

Prioritizing these structural and relational conduits helps mitigate role ambiguity and conflict, which 

historically erode newcomer commitment (Judeh, 2011). Accordingly, managerial interventions should move 

beyond generic orientation modules toward high-touch, mentorship-driven strategies that foster deep similarity 

and reciprocal information sharing (Zheng et al., 2020). Tailoring programs to specific career stages further aligns 

interventions with evolving developmental needs, boosting job satisfaction and organizational identification 

(Ashforth & Saks, 1996; Gupta & Prashar, 2026). By prioritizing social socialization tactics, organizations can 

foster the positive emotional states and self-efficacy essential for sustained engagement (Saks & Gruman, 2011). 

Such relational investments create a resilient psychological contract, bridging the gap between initial knowledge 

acquisition and long-term attachment (Woodrow & Guest, 2017). Ultimately, effective onboarding designs must 

pivot from passive information dissemination to active, mentor-facilitated exchanges that reconcile initial job 

mastery with broader social integration (Deng et al., 2022). Furthermore, organizations should integrate 

mechanisms for periodic feedback and cultural immersion to ensure that the newcomer’s evolving identity 

remains congruent with the firm's strategic objectives. By institutionalizing these iterative dialogues, firms can 

proactively mitigate potential value misalignment, effectively transforming the onboarding process from a brief 

initial exposure into a continuous developmental cycle that reinforces long-term employee commitment and 

organizational synergy. 

 

VII. Conclusion 
This study highlights the importance of social and relational factors in facilitating effective 

organizational onboarding and newcomer adjustment. The findings demonstrate that meaningful workplace 



Workplace Factors Shaping Employee Onboarding: A Regression Analysis 

DOI: 10.9790/487X-2808018188                          www.iosrjournals.org                                                  87 | Page 

relationships and access to supportive social networks significantly enhance employees' ability to acquire 

knowledge, understand their roles, and integrate into the organizational environment. Relational learning emerges 

as a key mechanism through which newcomers transform social interactions into improved confidence, 

competence, and workplace effectiveness, ultimately contributing to a more successful onboarding experience. 

The study also emphasizes that organizations should move beyond viewing onboarding as a purely 

administrative process and instead foster an environment that encourages collaboration, mentorship, open 

communication, and knowledge sharing. By strengthening interpersonal connections and providing opportunities 

for new employees to build supportive workplace relationships, organizations can accelerate adjustment, improve 

role clarity, and promote long-term engagement and retention. 

While the study provides valuable insights, it is limited by its cross-sectional design, which captures 

employee experiences at a single point in time and does not fully reflect the evolving nature of workplace 

relationships. Future research should adopt longitudinal approaches to examine how social networks, relational 

learning, and newcomer adjustment develop throughout different stages of the onboarding process. Additionally, 

comparative studies across industries, organizational sizes, and cultural contexts would further enhance 

understanding of how relational dynamics influence employee integration and long-term organizational success. 
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