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ABSTRACT : 

Human Resources (HR) is involved in the process of hiring practices, employee relations, and organizational dynamics. The goals include mastering 

professional skills, navigating workplace ethics, and comprehending HR theories in practice. Managing several jobs and adjusting to fast-paced situations are 

common challenges. This exploratory analysis investigates the effectiveness of various onboarding strategies employed by organizations and their impact on 

employee outcomes. By examining different approaches to onboarding, this study aims to identify best practices that enhance employee engagement, retention, 

and overall job satisfaction. The findings are expected to provide valuable insights for organizations seeking to optimize their onboarding processes and improve 

new hire integration. 

Introduction 

HR (human resources) The workforce of a company. But it’s also a term often used to describe the department or group of people who look after the 

workers at a company.HR professionals have a strong voice in assuring that an organization has a well-recruited, well-trained, well- managed and 

well-supported workforce. Managed without flaw, and personnel departments are not only an out jump in employee morale but are the vehicle by 

which long-range corporate plans are both initiated and achieved. the systematic process an organisation adopts to attract, retain and deploy its 

workforce to obtain maximum performance in order to maintain a competitive edge in keeping the organisation compliant with local legislation but the 

right people in right position serving the corporate direction. To ensure proper HRM, firms need to introduce the best practices, like attracting a top-

notch workforce, continuous training, promotion of a favourable work atmosphere and use of performance management systems to monitor employees’ 

development. 

Some companies even have an entire human resource department whose functions are limited to dealing with employee relationship. The head of the 

HR department is often the senior HR 

manager or HR director. Human resource managers (leno) who deal with individual workers are subordinated to this human resource executive. Their 

responsibilities are to recruit, train and uplift their employees, handle their issues, to keep up with a palpable company culture and let go of the 

employees that have left. HRM is at the nexus between company and employees. HRM operates at all levels through an ongoing process of reconciling 

the organization’s needs with those of its employees. This includes determining how best to staff, train, pay, and set the rules for your workplace - 

all while complying with laws and creating an environment that gets the most after class participation from employees. Human Resource 

Management is also crucial in leading the way for how to manage many complexities within the workplace including remote work, diversity and 

inclusion, as well as technology that is seemingly ever evolving. 

Recruitment 

Recruitment is the overall process of identifying, sourcing, screening, shortlisting, and interviewing candidates for jobs (either permanent or temporary) 

within an organization Recruitment also is the process involved in choosing people for unpaid role, Managers, Human resource generalists, and 

recruitment specialists may be tasked with carrying out recruitment, but in some cases, Public Sector, employment, commercial recruitment agencies, 

or specialist search consultancies such as Executive search in the case of more senior roles, are used to undertake parts of the process. 

 

On- Boarding 

Onboarding integrating a new employee into an organization. It's a structured approach that goes beyond a simple introduction, aiming to equip new 

hires with the knowledge, skills, and resources needed to become productive and engaged members of the company. This includes familiarizing them 

with company culture, policies, roles, and responsibilities. 
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Challenges Identified 

 
• Resume Overload, especially on job portals, where one job posting attracted 500–700 applications, many of which were irrelevant or 

unqualified. 

• Lack of a standardized interview format led to subjective evaluations. Some panel members lacked interview training, which affected 

candidate experience and quality of selection. 

• Communication Gaps was often misalignment between recruiters and hiring managers on job role expectations, leading to conflicting 

shortlisting criteria and delayed decisions. 

Key Findings 

1. Recruitment Practices 

• Sourcing Channels 

Job Portals (50%): Platforms such as LinkedIn, Naukri, and Indeed were the most used sources. These portals offer large talent pools and allow for 

efficient filtering based on keywords, experience, and qualifications. Employee Referrals (30%): These referrals were considered to bring in more 

culturally aligned candidates and had a higher retention rate in the first year. Campus Recruitment (10%): Primarily used in IT and manufacturing 

sectors, campus hiring remained underutilized, Third-Party Consultants (10%): Used especially for niche or senior- level roles, consultants helped fill 

roles faster 

 

• Time to Hire & Sectoral Variations: 

Average Duration to offer acceptance was approximately 3 to 4 weeks.Exhibited faster turnaround times (2-3 weeks), driven by urgency and leaner 

structures.Government-affiliated institutions and MNCs: Hiring cycles often extended to 6-8 weeks due to rigid procedures, multiple approval layers, 

and background checks. 

 

2. Onboarding Practices 
• Digital Platforms (40%) 

Organizations leveraging onboarding software such as BambooHR, Zoho People, and Freshteam reported better process tracking, document 

management, and employee engagement. Digital tools enabled smoother pre-boarding and onboarding checklists, saving time for HR teams. 

 

• Manual/Email-Based (60%) 

A majority still relied on email-based onboarding—sending forms, contracts, and orientation material via email. This method led to delays in 

paperwork, lack of visibility on task completion, and administrative inefficiencies. 

 

• New Employee Experience 

Only about one-third of employees received structured, job-specific training during their first week for 35% Others were expected to "learn on the job," 

which created confusion and lowered early confidence.Nearly half of the employees reported receiving laptops, email access, or ID cards after 3–5 

days, which hampered their ability to begin work. This was particularly common in organizations where IT and HR coordination was weak. A 

majority described the onboarding as impersonal and administrative, focused mainly on compliance tasks like document collection and policy briefings, 

with minimal cultural or team integration. 

 

• Gaps in Onboarding 

Companies lacked a formal orientation schedule beyond the first day. Sessions were often ad hoc, and employees were left to figure out processes and 

teams on them. Onboarding success depends on smooth collaboration between HR, IT, Admin, and Reporting Managers. The study found that this 

coordination was often weak or informal, leading to missed steps and confusion, few companies had a dedicated onboarding officer or clearly assigned 

responsibilities. Additionally, no buddy or mentor system was found in 80% of surveyed firms, which left new employees feeling isolated or 

unsupported during the initial weeks. 

SWOT Analysis 

This SWOT analysis acknowledges resource limitations and difficulties with brand recognition while highlighting CIEL HR Consultancy is excellent in 

leadership, growth, and HR procedures. It can sustain its growth trajectory by leveraging opportunities in HRTech, market expansion, and talent 

demand. To maintain long-term success, it must continue to be aware of external dangers and its reliance on technology. 

1. Strengths- 

• The founding team of CIEL HR Consultancy has over 10 years of combined experience, offering leadership and insightful knowledge of the 

sector. 

• CIEL HR matches the context of the employer with that of the potential candidate, thereby ensuring a higher retention rate. 
2. Weaknesses- 

• CIEL face several potential communication issues with clients, difficulty managing time and resources 

• Challenges in differentiating themselves from competitors, and the need to adapt to changing industry trends 
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3. Opportunities- 

• They have dedicated teams to cater to the needs of each industry sector and further specialized to hire skill sets and levels. 

• Consultants collaborate deeply with client organizations to understand not only the stated needs but also their latent talent management 

needs, thereby being part of future success stories. 
4. Threats- 

• Maintain open and transparent communication with clients to manage expectations and address concerns promptly. 

• Employee misconduct, errors, or negligence can pose risks to HR data security and compliance. 

Conclusion: 

The process of continuous improvement in production quality is essential for organizations aiming to remain competitive in a dynamic and demanding 

marketplace. By systematically identifying areas for improvement, analysing root causes, implementing targeted solutions, and consistently monitoring 

results, companies can enhance their processes, reduce defects, and improve customer satisfaction. 

Human resources play a pivotal role in this journey, as engaged and well-trained employees are key drivers of innovation and quality 

enhancement. The success of continuous improvement initiatives relies heavily on the alignment of HR practices with organizational goals, fostering a 

culture of accountability, teamwork, and excellence. Regular training, leadership development, and employee empowerment ensure that improvement 

efforts are sustained over time. 

In conclusion, by embracing continuous improvement as a core strategy, businesses can achieve higher levels of efficiency, product reliability, 

and overall competitiveness. This 

ongoing cycle of innovation and optimization ensures that organizations not only meet but exceed the evolving expectations of their customers 

and stakeholders. 

 

REFERENCES 

 

1. Armstrong, M. (2020). Armstrong's Handbook of Human Resource Management Practice. Kogan Page. 

2. Bauer, T. N. (2010). Onboarding New Employees: Maximizing Success. SHRM Foundation. 

3. Dessler, G. (2019). Human Resource Management. Pearson Education. 

4. Singh, A., & Verma, R. (2021). An Exploratory Study on Onboarding Effectiveness. Journal of Organizational Psychology, 21(3), 33-41. 

5. Narang, R., & Bansal, S. (2020). Recruitment Strategies in the Digital Age. Asian Journal of Management Research, 11(1), 12–19. 


