
 

 

 

 

 

 

 

 

 

MANAGEMENT OF PERSONNEL ORIENTATION AS PART OF THE 

COMPANY STRATEGY  

 

 

 

 

 

 

 

 

Lappeenranta–Lahti University of Technology LUT 

Bachelor’s Programme in Industrial engineering and management  

2023  

Anne Tiainen 

Examiner: Mira Timperi, Junior researcher  



 

 

TIIVISTELMÄ 

Lappeenrannan–Lahden teknillinen yliopisto LUT 

Teknis-luonnontieteellinen 

Tuotantotalous  

 

Anne Tiainen 

 

Henkilöstön perehdyttämisen johtaminen osana yrityksen strategiaa 

 

Tuotantotalouden kandidaatintyö 

 

2023 

33 sivua, 8 kuvaa, 1 taulukkoa  

Tarkastaja: Nuorempi tutkija Mira Timperi 

 

Avainsanat: Sopeutuminen, Orientaatio, Perehdytys, Tutustuminen, Työntekijä, Strategia, 

Esihenkilö, Henkilöresurssit, Työvoima, Työllisyys 

 

Henkilöstön perehdyttämisen tehokas johtaminen on keskeisessä roolissa organisaation 

kokonaismenestyksen muovaamisessa. Tämän opinnäytetyön tavoitteena on selvittää 

henkilöstön suuntautumisen merkitystä kiinteänä osana yrityksen strategiaa. Tutkimus tutkii 

hyvin suunniteltua perehdytysohjelmaa ja sen vaikutusta työntekijöiden sitoutumiseen, 

säilyttämiseen ja organisaation yleiseen suorituskyvyn väliseen suhteeseen. Tutkimuksessa 

tarkastellaan keskeisiä elementtejä ja parhaita käytäntöjä, jotka liittyvät onnistuneen 

henkilöstön perehdyttämisohjelman toteuttamiseen laajemman yritysstrategian yhteydessä. 

Tämä opinnäytetyö tarjoaa kattavan kirjallisuuskatsauksen ja empiirisen analyysin avulla 

näkemyksiä henkilöstön suuntautumisen strategisesta linjauksesta organisaation päämäärien 

ja tavoitteiden kanssa. Tämän tutkimuksen tulokset auttavat ymmärtämään, kuinka 

organisaatio voi hyödyntää henkilöstön suuntautumista strategisena työkaluna houkutella ja 

integroida työntekijöitä tehokkaasti, edistää myönteistä organisaatiokulttuuria ja edistää 

pitkän aikavälin menestystä. Henkilöstöjohtajille ja organisaatiojohtajille tarjotaan 

käytännön johtopäätöksiä ja suosituksia, jotka ohjaavat henkilöstön perehdyttämisohjelmien 

toteuttamista ja parantamista yhtiön laajemmassa strategisessa kehyksessä.  
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The effective management of personnel orientation plays a pivotal role in shaping the overall 

success of an organization. This bachelor thesis aims to explore the significance of personnel 

orientation as an integral part of company strategy. The research investigates the relationship 

between a well-designed orientation program and its impact on employee engagement, 

retention, and overall organizational performance. The study further examines the key 

elements and best practices involved in implementing a successful personnel orientation 

program within the context of a broader company strategy.  

Through a comprehensive literature review and empirical analysis, this thesis offers insights 

into the strategic alignment of personnel orientation with organizational goals and 

objectives. The findings of this research contribute to the understanding of how an 

organization can leverage personnel orientation as a strategic tool to attract, onboard, and 

integrate employees effectively, fostering a positive organizational culture and enhancing 

long-term success. Practical implications and recommendations for human resource 

managers and organizational leaders are provided to guide the implementation and 

improvement of personnel orientation programs within the broader strategic framework of 

the company.
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1  Introduction 

This thesis examines the impact of employee orientation to company strategy. In today’s 

world soft skills and caring about skilful employees is something companies must compete 

with to maintain a good workplace reputation in recruiting and keeping the employees in the 

company. We are also facing labour shortage in many industries (Jensen, 2022). Especially 

for technical positions it is even harder to find good, qualified employees (Larja & Peltonen, 

2023). Therefore, at this time it is even more important to examine the impact of employee 

orientation to staying in organizations and recruiting new employees. This thesis investigates 

the impact of good orientation to employee recruiting and company success.  

 

Company strategy must be built on employees not just numbers to be successful in the long 

run. People are the ones forming and building companies to organizations and eventually 

industries. Therefore, experiencing a positive work community during familiarization is one 

of the most critical things to employees as they start in a new position. Orientation is many 

things but main aspects of it are adaptation to the company culture and work tasks (Juuti & 

Vuorela, 2015). This thesis also makes research how orientation to work tasks can prevent 

from workplace injuries and other mistakes in the workplace.  

 

There are few studies presenting findings of this topic and therefore it can be found useful 

and good addition to research examining company leadership. The aim of this thesis is to 

provide useful information about good orientation in company strategy for different 

stakeholders. The thesis will consider analysing the importance of a comprehensive 

orientation program in aligning new employees with the organization's vision, mission, and 

values. It will take a look at the impact of effective orientation on employee engagement and 

job satisfaction, among the overall organizational success. 

 

The thesis aims to investigate various aspects of personnel orientation, such as development 

of a clear plan for the vision, values and mission statement of the company. This work will 
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delve into the strategies and techniques used in Orientation programs to effectively 

communicate these important elements to new hires and engage them in strategic planning. 

In addition to this, the thesis will investigate the role of orientation in the integration of new 

employees into the company culture and work environment. The work will examine the 

practices and approaches used in induction programs, which aim to promote a positive 

attitude towards the workplace and work tasks, while minimizing errors and accidents and 

increasing the use of resources. 

 

1.1   Research questions and objectives 

The research analyses the effect of well-designed orientation on the organization's numerical 

results, such as employee performance, absenteeism, turnover rates, and length of 

employment. It aims to identify the benefits and challenges associated with implementing 

and managing personnel orientation as part of the company's overall strategy. Through a 

comprehensive review of relevant literature, empirical research, and case studies, this thesis 

seeks to provide insights and recommendations for companies to optimize their personnel 

orientation programs. The ultimate goal is to contribute to the body of knowledge 

surrounding effective management of personnel orientation and its significance in achieving 

organizational success within the broader context of company strategy. The research 

problem in this work is “What kind of impact orientation plays in company strategy.” 

Supporting this research problem, this thesis uses these questions: 

What does good personnel orientation consist of? 

What is orientation like from the employees' point of view? 

How to approach orientation? 
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1.2  Structure 

The work is divided to three larger areas: Leading orientation as part of the company 

strategy, Employee orientation, and Conclusion. The keywords used in this thesis are 

Familiarization, Orientation, Onboarding and Strategy.  

 

Figure 1. The structure of the bachelor's thesis 

  

This chapter considers the central role of orientation management in forming the company's 

strategy, as well as various management-related topics, including orientation planning, the 

integration of orientation into the company's strategy, and the supervisor's most important 

areas of responsibility during orientation. Understanding these aspects is essential to an 

effective and successful orientation. Moving on to the next chapter, we get to know a more 

concrete orientation perspective when we learn about employees' opinions about orientation 

and the key factors that affect a successful orientation experience. The aim of this chapter is 

to provide a deeper understanding of the emotional and practical dimensions of orientation. 

Finally, the fourth and last chapter reviews the research results related to the management of 

personnel orientation as part of a broader corporate strategy. This chapter examines the 

strategic implications of onboarding and provides an overview of the topic's importance in 

an organizational picture. 

  

1 Introduction

2 Leading orientation as part of the company 
strategy

3 Employee orientation

4 Conclusions
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2  Leading orientation as part of the company strategy   

The future success in companies is built on strategies. Strategy shows the direction the 

company is going to, and it aims to answer to questions why, how, and what. Strategy seeks 

to answer to the questions why the company exists and what it is aiming for and how to get 

there while driving the whole organization and all its employees towards the same direction. 

(Kilpinen, 2022.) This is critical to the success of companies in today’s global and 

competitive landscape where companies keep looking for ways to improve their business 

and market share among competitors. 

 

2.1  Orientation planning 

The process of changing jobs and people's expectations of their future workplaces and 

employers are going through significant changes. People now desire clear and abundant 

opportunities for development and a powerful sense of purpose in their work. This has 

increased the demands placed on companies to provide a comprehensive onboarding 

experience. Onboarding is a powerful tool that can help companies meet these expectations. 

When implemented successfully, it can lead to higher employee engagement, improved 

organizational readiness, quicker time-to-performance, enhanced retention rates, reduced 

stress levels, and better financial outcomes. Unfortunately, only a small number of 

companies adopt a thoughtful onboarding approach, often relying on a checklist-style 

methodology that only scratches the surface of the full potential of onboarding. (Harpelund, 

et. al., 2019.) 

 

In the dynamic and ever-changing business environment of today, organizations encounter 

a myriad of formidable challenges. To succeed in such an environment, companies must 

develop effective strategies that guide their operations and set them apart from competitors. 

One crucial aspect of a successful company strategy is leading orientation. By prioritizing 

leading orientation, businesses can foster a culture of innovation, agility, and adaptability, 

positioning themselves as industry leaders. (Lin, et al., 2016.) This chapter explores the 
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significance of leading orientation as an integral part of a company's strategy towards long 

term business goals.  

 

Onboarding plan, clear roles for the stakeholders and robust training programs are something 

companies successful in orientation have in common. In good orientation it is vitally 

important that the employee feels welcomed and accepted as part of the organization and is 

left with enough contacts to reach out to in times in need (Lawson, 2023). The Figure 2 

below is formed by the Lawson’s (2023) book. 

Figure 2. Checklist for a successful onboarding program, (adapted from Lawson, 2023.) 

 

A successful familiarization plan is one that is effectively communicated to all members of 

the organization, providing a clear roadmap with specific timelines, tasks, and a well-defined 

division of responsibilities. Such a plan ensures that everyone is aligned and aware of their 

roles and responsibilities, enabling a smooth and coordinated implementation. To achieve 

this, a familiarization plan can be structured into distinct timeline sections, each addressing 

specific objectives and milestones. These sections serve as guideposts, helping teams stay 

on track and monitor progress throughout the implementation process. By breaking down 

the plan into manageable segments, organizations can effectively allocate resources and 

Checklist for successful onboarding program

Involve all stakeholders

Adopt a blended approach

Develop a formal written plan

Incorporate active learning methods

Make orientation informative, memorable, and 
fun

Leverage technology

Ensure consistency in structure and 
implementation

Prepare the employee's work area in advance

Use milestones and check-ins
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track the achievement of key targets. Each timeline section within the familiarization plan 

represents a specific phase or stage of the implementation process. These sections help 

provide structure and clarity, ensuring that tasks are appropriately sequenced, and resources 

are allocated efficiently. By defining clear timelines, organizations can establish realistic 

deadlines, enabling teams to prioritize their efforts and work towards well-defined goals. 

(Lawson 2023) Timeline is presented in the Figure 3 below and is formed by Lawson’s 

(2023) book: 

 

Figure 3. Onboarding timeline, (adapted from Lawson, 2023.) 

 

The onboarding plan should include clear instructions and steps for each phase and 

stakeholder so that the pan is easy to follow and handle. This way the organization can also 

effectively reach out to the plan to see the progress. It is important that the road map defines 

the primary responsibilities clearly to each department. (Lawson, 2023.) 

 

Orientation can be divided into two different main types: general orientation and role-

specific orientation. General orientation focuses on providing a broad overview of the 

organization, while role-specific orientation is tailored to the specific tasks and requirements 

of each position. A role-specific induction is prepared for each individual work task, and it 

Prior to first 
day

Onboarding day

First week of 
employment

Within the first 
month of 

employment

Withing two 
months of 

employment

Withing three 
months of 

employment

Onboarding 
follow up
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usually requires more time to ensure that the employee receives all the information, skills 

and operating methods necessary for the task. This precisely targeted orientation process 

helps the new employee to familiarize himself with his duties quickly and to perform as 

expected in his duties. The supervisor plays an important role in this role-specific orientation 

in supporting and guiding the new employee. The task of supervisors is to instruct and lead 

in the assimilation of task-specific information and to help the employee get used to his new 

task. Typically, general orientation is done by the HR department, where the focus is on 

familiarizing the new employee with the general operating methods and practices in the 

company. The general orientation is typically shorter, and its goal is to familiarize the 

employee with the company's culture, history, vision, mission, and values. The general 

orientation also covers the policies, procedures and instructions that apply to all new 

employees, regardless of contract type or position. (Davila, 2018.) 

 

2.2  Orientation in company strategy 

Strategy means future oriented plan, where organization wants to be in certain number of 

years. It can also relate to making its own market position stronger or competing better 

(Suominen et. al. 2012). Firms must use qualitative and quantitative methos to gauge and 

follow how well these goals have been achieved and if there has been any progress (Wiesen, 

2023). These methods can be hard numbers from last year's sells, new hired positions, or 

workplace/customer satisfaction surveys. Company cannot achieve and sustain success 

without understanding its key components in strategy: mission statement, values, and vision 

(Kamensky, 2015). This makes strategy so important part for the company success. 

 

Orientation might seem like a type of training, but these are not quite identical. However, it 

has often been stated that training emphasizes precise details such as what and how, while 

orientation focuses more on the whole and answering the question why. It is important that 

all employees understand basic things about their organization, such as: what it is trying to 

do, why and how the employee is part of these goals. The task of the orientation is to clarify 

these questions for the employee and at the same time guide his activities as part of the 

company. (Wallace, 2009.) 
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The Pasban’s and Nojedeh’s (2016) table below displays various examined indicators used 

to measure the dimensions and characteristics of human capital within an organization. 

These dimensions quantitative measurements like financials (selling, financial performance) 

and qualitative more phycological metrics like reason for quitting job or quality. (Pasban & 

Nojedeh, 2016.)  

 

Table 1. The indices of measuring human capital, (adapted from Pasban & Nojedeh, 2016.) 

The indices of measuring human capital 

The activities of human capital Possible measurement 

Employing new forces Cost, time quantity, quality, compatibility with 

strategic criteria 

Rotation, dismissal The reason of quitting job 

Reward, compensating the service Level of payments, differences, evaluating justice, 

customer’s satisfaction, employees’ satisfaction, 

variety 

Competence, training Measuring competence, skills, the distance between 

competence and investment in training 

The diagram of human force Age, rate of promotion, cooperation in management 

activities, knowledge, variety 

Utilization criteria Per capita income, operating expenses real, value 

added 

 

 

Orientation, when measured in terms of the national economy, indeed offers numerous 

benefits. Proper orientation allows employees to understand their roles, responsibilities, and 

the organization's expectations. This clarity leads to improved productivity as employees can 

effectively perform their tasks and contribute to the organization's goals. Orientation also 

helps employees feel more confident and competent in their roles, leading to higher job 

satisfaction. When employees are satisfied with their work, they are more likely to be 

engaged, motivated, and committed to their job, resulting in better performance.  
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A well-designed orientation program can help reduce employee turnover. When employees 

receive thorough orientation and feel supported in their roles, they are more likely to stay 

with the organization for a longer duration. Reduced turnover saves the employer 

recruitment and training costs associated with hiring new employees. (Kupias & Peltola, 

2009.) Well organized orientation also correlates with savings in unnecessary mistakes and 

injuries in the workplace (Juuti & Vuorela, 2015). 

 

Orientation programs that focus on employee development and growth opportunities foster 

a sense of engagement. Employees who feel supported and see opportunities for 

advancement are more likely to be engaged in their work and contribute innovative ideas, 

leading to improved organizational performance. In addition, orientation can positively 

impact employee health and well-being. By providing a supportive and safe work 

environment, employees are less likely to experience stress-related health issues. Moreover, 

when employees have a clear understanding of their roles and expectations, they are less 

likely to experience job-related burnout and are generally healthier and happier. A well-

oriented workforce tends to experience fewer health issues, leading to further cost savings 

for employers. (Kupias & Peltola, 2009.)  

 

Orientation programs contribute to cost savings for employers. Effective orientation reduces 

the time and resources spent on correcting mistakes, retraining, and dealing with issues 

arising from improper understanding of roles or processes. This makes work more 

productive and using recourses better. In summary, good orientation programs provide a 

strong foundation for employees to excel in their roles and it helps company with achieving 

its set goals. They contribute to increased productivity, job satisfaction, and engagement 

while reducing turnover and related costs. It is crucial for employers to continue nurturing 

opportunities for work and development after the initial orientation phase to sustain these 

benefits. (Kupias & Peltola, 2009.) 

 

When discussing orientation in company strategy, we must ask where we want to go as an 

organization and what we would like to achieve with orientation. Effective leaders set a clear 

vision for the organization, articulating a compelling future that inspires and motivates 
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employees. They steer the company toward new opportunities, encouraging a proactive 

mindset and an appetite for innovation. By championing a bold vision, leaders instil a sense 

of purpose within the organization and cultivate a forward-thinking culture. Onboarding 

programme must not only be a pleasant experience for the new hire but bring eventually hard 

money to the organization. It should also support the company strategy in achieving its goals. 

In what ways can onboarding facilitate the growth and evolution of our organization? How 

can the onboarding process serve as a conduit for implementing the essential and sought-

after transformations within our daily tasks and responsibilities? (Harpelund, et. al, 2019.)  

 

Once a new hire signs the contract, it is natural for the organization to expect them to arrive 

at work highly motivated. In most cases, this expectation is met. However, there are 

instances where motivation may fluctuate, and in such cases, it is important to nurture and 

sustain it. There are several well-known tools available for monitoring the level of new hire 

motivation, such as satisfaction surveys, environment assessments, and performance 

evaluations. (Harpelund, et. Al, 2019.) In contemporary organizations, the principles of 

human capital and the strategic management of human resources have become widely 

prevalent both in terms of ideology and methodology. The notion of "human capital" is now 

recognized as a pivotal factor in enhancing an organization's assets, as it constitutes a 

sustainable competitive advantage while elevating employees' overall efficiency. (Pasban & 

Nojedeh, 2016.) 

 

In today's world, employees have a heightened expectation of understanding the significance 

of their daily contributions to a company. This is a relatively recent development, as 

historically, the prevailing attitude was exemplified by Henry Ford's somewhat sarcastic 

remark: "Why comes a brain attached if I just ask for a pair of hands?" In the past, 

independent thinking was not valued in employees; the primary objective was to have 

workers who would obediently carry out tasks without questioning them. However, such a 

mindset is no longer viable in the current "war of talents" scenario. Modern employees, 

particularly the younger generation, seek to comprehend the broader context of their 

contributions. They want to know how the company they aspire to work for makes a positive 

social impact or provides benefits. Therefore, every company should develop a strategy map 
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that outlines its key elements like in Reiß´s (2022) book Figure 4. At the foundation of such 

a strategy map lies the company's purpose or mission. This statement should clearly 

articulate the company's value proposition and its contribution to society. While it may sound 

straightforward, many companies face challenges in defining their purpose, especially if 

their products or practices are questionable from ecological or health perspectives. (Reiß, 

2022.) 

 

 

Figure 4. Strategy Roadmap, adapted from (Reiß, 2022.) 

 

Motivation has gained significance in HR (Human Resource) discussions because it 

significantly impacts performance levels. Performance management is often implemented to 

measure and identify any issues that may be affecting performance. For example, if a team 

member at the help desk is only solving 10 issues per day instead of the expected 20, it may 

not necessarily be due to a lack of motivation. It could be a result of the need for training or 

other factors. All the different aspects within the new hire ecosystem are interconnected, and 

organizations often invest heavily in these areas. However, persistent problems such as 

unsuccessful appointments, job dissatisfaction, and poor performance still exist. One of the 

main reasons behind these issues is the lack of prioritization of onboarding within the new 
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hire ecosystem. There is an imbalance that persists regardless of how much money is spent 

on recruitment alone. Unless we improve the onboarding process, this imbalance and its 

consequences will continue. By investing in their workforce, leading-oriented companies 

create a highly skilled and engaged team capable of driving the organization forward. It is 

worth mentioning that statistical evidence clearly shows that organizations that invest in 

onboarding have noticeably better retention rates for new hires. (Harpelund, et. al, 2019.) 

 

Addressing the imbalance in the new hire ecosystem does not necessarily mean increasing 

financial expenditure. It may involve re-evaluating existing investments. Are there 

discrepancies between the resources allocated to performance management or engagement 

compared to onboarding? By reallocating resources and optimizing the effect, organizations 

can achieve better outcomes. Orientation is expensive and every new employee comes with 

costs. That is why it is very unfortunate that every fourth new hire decides to leave within 

12 months. That leaves only a limited number of months for the new hire to provide a net 

value to the organization. (Harpelund, et. al, 2019.)  

 

A well-executed orientation process leads to several improvements in work outcomes and 

quality. Here are some specific benefits: 

• Provide the person with basic information about the workplace. 

• Promote the new employee's positive adaptation to the work community. 

• Build a strong cooperative relationship between the new employee, supervisor, and 

co-workers. 

• Shortens the learning time. 

• Reduce uncertainty. 

• Lowers the risk of errors, accidents and other work-related harms that may result 

from poor knowledge of the work environment and work tasks. 

• Trains a new employee for new tasks by offering task-specific work guidance. 
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• Ensures the smoothness of the working community both now and in the future. 

(Lepistö, 2004.) 

 

In summary, a well-planned and executed orientation process brings numerous benefits, 

including improved work performance, reduced errors and accidents, decreased waste, lower 

absenteeism, and turnover, streamlined maintenance, efficient resource utilization, and an 

enhanced company image. Investing in a comprehensive orientation program can lead to 

significant improvements in overall productivity, employee satisfaction, and organizational 

success. (Lepistö, 2004.)  

 

Figure 5. Onboarding drivers, adapted from (Toit, 2019.) 

 

The figure 5 above is from Toit’s (2019) book and describes the different drivers for 

onboarding. Financially for a company it is obvious that speed and cost are important. The 

faster and better the employee gets inside the organization and is familiarized with all the 

Onboarding 
drivers

Speed and cost 

Employee value 
proposition

Building a team
The leadership 

moment

The 
psychological 

contrast
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essentials the better and faster money and benefit the company can start making from the 

employee. While being paid it is likely that that before the new employee is fully ready and 

oriented someone else will be doing their job. Since it has been reflected that the onboarding 

process can take several months this is quite expensive for the company. In addition, there 

are other factors related to efficiency and productivity that should be taken into 

consideration.  (Toit, 2019.) 

 

• The burden on existing employees  

• Speed of developing new customer relationships  

• Focus on adding value to the new position.  

• Psychological impact on the new hire  

• Impact on leaders  

(Toit, 2019.) 

 

These factors serve as strong motivations for the new employee to begin their role as 

promptly as possible. Other dimensions describe things like the value of employee’s 

motivation towards the organization and getting inside the team. (Toit, 2019.)  

 

When aiming for a strategic way of thinking, it is of highly important to ensure supervisors 

are effectively integrated into their management tasks. They are like captains, guiding the 

success of their teams. Managers should be aware that today's leadership requirements may 

differ from tomorrow's requirements. Therefore, they must actively develop their skills and 

gain a broad understanding of the company's drivers before starting their new roles. A well-

integrated manager has a positive influence not only on individual performance but also on 

the orientation experience of other employees in the organization. (Reiß, 2022.) The next 

chapter will delve deeper into this topic and explore the benefits of a well-integrated 

workforce.  
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2.3  Supervisors’ responsibilities 

Reasons behind employee shortage in many industries are numerous but from employers' 

point of view the impact of good recruitment process knowledge cannot be majored (Larja 

& Peltonen, 2023). The recruiting process can be very demanding both to the job seekers 

and the employer because it requires both to try to present themselves in the best light. The 

whole recruitment process can be time consuming and emotional journey and once finished 

and the job offer has been accepted it can feel like a good moment to take a break. Partly 

this is true, but employers must not rely on this too much or else they might see unwanted 

results with the new hire or even find themselves in the square one: back publishing the 

hiring add. Therefore, planning an effective orientation program can bring comfort for years 

to come and protect the resources invested. (Wallace, 2009.) 

 

Extensive research reveals that a staggering 40 percent of senior managers hired experience 

failure within the initial 18 months of their employment, which is due to poorly implemented 

orientation. Surprisingly few managers receive the necessary training in a new company 

when moving from diagnosing the company and combining skills with strategy (Wells, 

2005.) Effective strategy implementation requires both inspiring and daily practical activity. 

Success in implementation requires a strong commitment from the personnel and managers 

who guide the activities towards the goals set in the company strategy. The more employees 

participate in the strategy creation process, the better the chances are for the successful 

implementation of the strategy. The active participation of personnel in the creation of the 

strategy has a positive effect on how strongly they commit to the strategy. This commitment, 

in turn, positively affects the organization's performance and thus the success of the entire 

organization. (Nikula, 2014.)  

 

Orientation leading is a critical component in company strategy, and it requires active 

participation of supervisors. This also requires companies to make sure that supervisors are 

properly oriented as well. It has been shown that sometimes the new executives are hampered 

because they are lost with the company culture and politics in the new firm (Wells, 2005).  
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The supervisor can benefit greatly from a well-structured plan and support provided during 

the entire orientation process. First, it accelerates the understanding of the new employee 

more comprehensively, so that the new supervisor can familiarize themselves with the 

employee’s different strengths, areas of development and skills while enabling more 

efficient management and guidance. In addition, a proper orientation process contributes to 

easier problem-solving in the workplace. By equipping the employee with essential 

information and resources from the start, he is better able to respond to challenges and 

contribute to solutions in his work. This naturally reduces the manager's burden, but also 

promotes a proactive and self-sufficient approach among team members. In addition, proper 

orientation creates a good basis for promoting teamwork and cooperation. When employees 

are properly trained and have a clear understanding of their roles and responsibilities, they 

can work together more cohesively and utilize their common strengths to achieve common 

goals. This creates a positive working atmosphere and improves the overall performance of 

the team. (Lepistö, 2004.) 

 

Finally, investing time and effort in orientation ultimately leads to time savings for the 

supervisor in the future. By providing comprehensive guidance and support initially, 

supervisors can minimize the need for extensive retraining, correction of errors, or 

addressing issues arising from inadequate orientation. This allows supervisors to focus on 

other critical tasks and responsibilities, optimizing their productivity and efficiency. In 

summary, a well-planned and supported orientation process offers supervisors benefits such 

as a deeper understanding of new employees, easier problem-solving, a foundation for 

teamwork and collaboration, and time savings in the long run. By prioritizing a robust 

orientation, supervisors can maximize their effectiveness in managing and guiding their 

teams. (Lepistö, 2004.) 

 

Human Resources is often viewed as the only responsible for the new employee’s arrival 

and adaptation into the organization. Line managers might often feel like they do not have 

time for orientation process and rather prefer to prioritize their own daily work tasks. 

However, this should not be the case since it has been shown that the best practise would be 

that Human Resources takes care of only the following:  
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• Providing a framework for the organization 

• Auditing the effectiveness of the process 

• Interviewing new hires and tracking their onboarding experience 

• Training and guiding line leaders in onboarding 

• Supporting and simplifying the administrative process 

• Generic training in company policies and health and safety 

• Initiating the provision of equipment 

(Toit, 2019.) 

 

In essence, delegating the entirety of orientation to Human Resources might not yield 

optimal strategic outcomes. The following chapter will delve more into offering insights into 

stakeholder interactions and relationship dynamics giving employee's perspective on 

orientation, offering insights into stakeholder interactions and relationship dynamics.    
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3  Employee orientation 

Orientation and induction are not the same thing; they represent two separates but at the 

same time interrelated processes, both of which have their own unique goals. Induction 

programs typically focus on imparting essential information to new employees about the 

organization's structure, policies, procedures, and basic job requirements. That is, about 

general information that is necessary when working in a company. This initial part of 

orientation is crucial so that employees get to know their operating environment and have 

clear expectations for the future. On the other hand, onboarding goes beyond the traditional 

orientation approach, covers a broader and more strategic perspective. It is a comprehensive 

program designed to integrate new employees into the organizational culture, align them 

with the company's values and goals, and promote their long-term success in the company. 

(Harpelund, et. al., 2019.) 

 

Orientation, on the other hand, covers several activities aimed at creating strong 

relationships, promoting a sense of belonging and equipping new employees with the 

necessary tools and knowledge to succeed in their new role. Unlike orientation, which 

focuses primarily on sharing information, orientation emphasizes engagement, retention, and 

productivity. In that case, successful integration requires more than just transferring 

information. It requires the creation of meaningful connections, the development of 

supportive networks and the promotion of cooperation and teamwork. (Harpelund, et. al., 

2019.) 

 

Onboarding is a critical part of the business process and plays an important role in the 

seamless integration of newly hired individuals into the organization. It also works as a 

personal process that helps create, see the direction we are going and set expectations. 

However, onboarding is not only limited to defining related processes or programs, but new 

employees can participate in various activities such as watching videos, reading manuals, 

meeting with managers, and developing career plans, but still, they may not feel that they 

belong or have a meaningful role in the organization. (Harpelund, et. al., 2019.) 
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To start working the employee needs to get familiar with company rules and policies as well 

as one’s own work. Employee orientation plays a pivotal role in the successful onboarding 

of new hires and the overall organizational performance. A well-designed orientation 

program equips employees with the necessary knowledge, skills, and cultural understanding 

to thrive within their roles (Lawson, 2015). This section explores the importance of 

employee orientation, highlighting its impact on productivity, engagement, and retention.  

 

Employee orientation is a process in which the employee is familiarized with company 

strategy, policies, team, and work. In this process new hires get new skills, knowledge, 

attitudes, and behaviours that will make them part of the organization. (Lawson, 2023.) 

 

3.1  Orientation from employees’ point of view 

Orientation consists of many steps and involvement of various departments. The new hire 

needs all the legal paperwork done, first day onboarding, all the work equipment and 

familiarization to their use and trainings (Lawson, 2023). When the topic of emotions is 

brought up in the context of onboarding, some people may hesitate and question its 

relevance. They might think: Shouldn't our primary focus be on getting our new hires 

engaged in their work rather than dedicating time to discussing their emotions, especially 

considering the significant investments made in the hiring process? While it is important to 

activate new hires and get them involved in their work early on, simply diving into tasks will 

not guarantee high performance (Harpelund, et. al, 2019). Numerous new employees 

discover that onboarding and orientation are often treated as secondary considerations by 

their new organizations. Even those who join companies with established orientation 

programs frequently come away from these sessions feeling bewildered and inundated.  

(Lawson, 2015). That is why we must learn from our mistakes and ask the people involved 

how they feel about orientation. 
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As we expose new hires to the requirements and knowledge they need to absorb, it is crucial 

to carefully consider how they experience this process. If we have managed to provide the 

right balance of content and challenges, new hires may quickly feel like valued team 

members, contributors, and performers. They may even start to feel like they truly belong. 

On the other hand, if we have designed the onboarding process poorly or created an 

imbalance, newcomers might encounter emotional obstacles such as self-doubt and shame. 

They may even begin to feel like they will never succeed or truly integrate into the team. 

(Harpelund, et. al, 2019.) 

 

Orientation is building a base between the company and the new employee. However, many 

employees feel the orientation program boring. Onboarding day is too much of lecture and 

talking for hours and the actual concrete is missing and therefor things are difficult to utilize. 

What is missing is interaction and activity. Traditional onboarding is too much centralized 

in charts, papers and figures filled in too few hours. After onboarding when the new 

employees are handed out forward their own departments far too often things are not 

prepared for their arrival. (Lawson, 2015.) Regrettably it can be said that it is quite common 

to come across horror stories of insufficient orientations or even, in some cases, worse 

situations (Wells, 2011). Situations like: The one assigned to welcome me was a harried 

administrative assistant, who unfortunately lacked the time to provide a thorough orientation. 

(Kavanagh & Nailon, 2007). In a different instance, there was freshly started employee who 

had to work throughout the entire workday without given break for lunch. (Day & Cohen, 

1988.) 

 

Numerous studies have shown that if new hires come out of the onboarding process with 

negative emotions, it is unlikely that they will become loyal assets to the organization. That 

is why, even for the most results-oriented employers, it is rational to discuss emotions in the 

context of onboarding. Our goal is to move away from a "checklist mindset" and emphasize 

the understanding that if we want new hires to perform well, be loyal, and feel satisfied, we 

need to introduce them in a way that evokes positive emotions. Theoretical researchers have 

referred to this process as "organizational socialization," where new hires begin to feel a 

sense of belonging (Harpelund et. al, 2019.). Research shows that four percent of new 
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employees find their first day to end up being a chaos. Deciding whether the new employee 

feels welcome to the new organization happens usually in 30 days of employment (Wells, 

2005).  

 

On the other hand, it takes a little over six months for a new hire to reach the "break-even" 

point, where the organization starts benefiting from their contributions. This means that the 

investment made in hiring and training the new hire is typically recovered by this point. Not 

only does the organization stand to gain financially, but the new hire also experiences a boost 

in their sense of self-efficacy and confidence. Moving beyond this break-even point is crucial 

for both the organization and the new hire. As the new hire becomes more proficient in their 

role and assimilates into the company culture, their productivity and effectiveness increase. 

This not only contributes to the organization's success but also enhances the new hire's belief 

in their own abilities and value within the organization. Recognizing the significance of this 

milestone, both parties can proactively work towards accelerating the new hire's progress. 

By providing the necessary support, resources, and opportunities for growth, the 

organization can help the new hire reach their full potential sooner. This not only benefits 

the organization in terms of improved performance and productivity but also fosters a 

positive and fulfilling work experience for the new hire. (Harpelund et. al, 2019.) Figure 6 

below presents the break even graph from Harpelund, et. al (2019). 
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Figure 6. The break even in orientation (adapted from Harpelund, et. al, 2019.) 

 

A comprehensive induction program is very useful and offers several benefits to employees. 

Firstly, it reduces the uncertainty and tension experienced by the employee, allowing the 

employee to feel more relaxed while working in their new workplace. By offering important 

information and guidance to the employee from the beginning, he can adapt to his new task 

more smoothly, which leads to a smoother transition. In addition, a well-executed orientation 

gives the employee the opportunity to use his talents and skills more effectively, which 

promotes a sense of success and increases interest in the task. In addition, a good induction 

program promotes the development of professional skills and accelerates on-the-job learning 

while giving employees the opportunity to improve their skills faster, which improves 

performance and efficiency. The orientation process also aligns employees with quality 

goals, making it easier to achieve desired outcomes. Moreover, by expediting the attainment 

of the normal income level, a well-structured orientation program benefits employees 

financially, recognizing their contributions and providing a motivating factor. (Lepistö, 

2004.) 

 

Onboarding-program period in average 

Break-even 
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3.2  Successful familiarization qualities 

Successful onboarding starts already before the new employee starts and continues passively 

during the first months of the employment. Onboarding can get started right after the new 

employee gets offered the new position. Familiarization preparations include a lot of 

introductions and paperwork, and it is important to involve the supervisor and new hire in 

this process. Many other departments are included to this process as well like human 

resources, training department, IT, and organizational leaders among with the new 

employee’s colleagues. The organizational leaders are a vital part of familiarization process 

as whole because they are often responsible to outline the goals and important things the 

organization wants to put forward during the orientation.  

 

Undoubtedly, the first day of work has great significance in the orientation process. 

However, it is important to acknowledge that orientation extends beyond just the initial day 

or a single event; it is an ongoing process. The most effective orientations consider the 

mindset of the new employee. Starting at a new position is typically a mixture of excitement 

and stress, and it can be quite overwhelming for employees. In fact, new employees often 

feel disoriented as they navigate basic aspects like parking, locating office supplies, and 

understanding their colleagues' roles, learning their names and personalities. New employees 

are also discovering what is expected of them in their new position during their orientation 

time. It is crucial to address the personal and social needs of new employees during their 

orientation. This means creating an environment where they feel welcomed, comfortable, 

and supported in getting their bearings and becoming new members of the team. These 

elements are essential parts of new employee orientation and done poorly can lead to new 

employee feeling confused and not important. (Wallace, 2009.) Therefore, it is crucial to 

invest time, money, and effort in providing a comprehensive orientation to ensure new 

employees feel valued and supported from the very beginning. 

 

The onboarding model allows organizations to identify key elements that are important to 

them in their onboarding programs. These elements form the basis for learning about the 

organization's culture, rules, performance, competence, cooperation, and networking. Using 
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this model as a guide, organizations can identify areas where they may need to step up their 

efforts and make improvements. With the help of the model, it can be easier for them to 

evaluate their current orientation practices and identify areas where operations can be 

improved. By understanding what aspects are crucial and where there may be gaps, 

organizations can focus on strengthening their onboarding programs to ensure a more 

effective and impactful experience for new hires. (Harpelund, et. al, 2019.) 

 

Figure 7. Onboarding pie, adapted from (Harpelund, et. al, 2019.) 

 

 

By addressing these key areas in onboarding program, we aim to create a comprehensive 

and impactful experience for new hires, fostering a strong connection to our organization 

and setting them up for success in their roles. (Harpelund et. al, 2019.) 

 

Culture: Bringing the long and meaningful history of the organization is important in 

bringing the company culture foot forward. It is ideal to present the history, contribution to 

customers, environment, and society, etc to the new hire.  (Harpelund et. al, 2019.) 
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Rules: New hires should be able to comprehend and embrace the company’s organizational 

rules and guidelines. They should be made clear and understandable. One important part of 

onboarding is to clarify and explain the rules (why we have them, why they must be 

followed) while prioritizing them to the new hire. (Harpelund et. al, 2019.) 

 

Networks: Emotionally it is essential for new hires to feel secure and accepted from the 

beginning of their employment in their work. Good onboarding program will create small 

spaces where new hires can feel safe and included. (Harpelund et. al, 2019.) 

 

Collaboration: One meaningful aspect in onboarding is that the onboarding program should 

teach the company leaders to better facilitate team processes. It is important that the new 

employees feel the strong team culture from the beginning. (Harpelund et. al, 2019.) 

 

Competences: New employees should feel that they have joined a professional environment 

where the importance of learning is held high. Onboarding program should support and 

improve to prioritise the continuous learning inside the company. (Harpelund et. al, 2019.) 

 

Performance: It is important to make sure the new hires feel valued by their performance 

so that they feel they have achieved wanted results in their tasks, regardless of their position. 

It is vital for the onboarding program to highlight opportunities for new hires to make a 

positive impact, both in small and significant ways. (Harpelund et. al, 2019.) 

 

The literature available provides abounds evidence supporting the benefits of a properly 

designed and effectively executed orientation program. Some commonly mentioned 

advantages include: 

• Increasing the commitment to the organization and reducing turnover, leading to 

savings in costs, and frustration in the long run. 
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• Making clear the expectations and providing reliable information. 

• Shortening the time needed for learning, boosting productivity, and minimizing 

errors by providing necessary guidance and knowledge. 

• Fostering a sense of value and investment in the new employee, making them feel 

like a valued team member within the organization. 

• Boosting employee confidence and minimizing anxiety by addressing their concerns 

and providing support during the transition. 

• Promoting positive relationships and effective communication between the new 

employee, their supervisor, and close coworkers.  

(Arthur, 2006; Hacker, 2004.) 

 

These advantages highlight the significance of a comprehensive orientation program in 

creating a positive and productive work environment for both new employees and the 

organization. (Wallace, 2009.) 
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4  Conclusions 

Comprehensive induction programs aim to cover the social, mental, and professional needs 

of new employees while ensuring a smoother transition to the company. Providing ongoing 

support and mentoring to a new employee helps the company get the full potential out of the 

employee. Orientation procedures also help both the employer and the employee clarify 

expectations, see development opportunities and possible new career paths. All of these can 

have a positive effect on the achievement of the company's strategic goals and financial 

prosperity. 

 

To accomplish successful orientation, we must not forget the impact crucial of supervisors 

among company leaders who guideline the company strategies and milestones that help to 

build a map for supervisors to follow during new employee orientation. Supervisors are 

responsible for many things during orientation such as communication between different 

departments, building the future and supporting employee development. Supervisors are also 

responsible for giving feedback and rewarding employees for good work. Supervisors must 

act as an example for their team members to show good workplace culture while supporting 

the company ethics. Supervisors have a lot of responsibility in reporting the team statistics 

and success to company leaders.  

 

However, the pressure of being successful in orientation is not only build on supervisors. 

Successful orientation that can have positive effects to company strategy also involves good 

and clear planning and involvement of several stakeholders. A clear orientation plan shows 

the new hire organization’s vision, mission statement and values clearly so that they are 

easily adaptable to the new employee’s daily work. By investing to these things, the 

company can make profound impact to their success in the markets which leads to growing 

returns. 

 

The longer it takes for the new employee to start, the more burden falls on the existing team 

members who must manage additional workloads and responsibilities. Onboarding helps to 
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alleviate this burden and distribute tasks more effectively. The sooner the new employee 

starts, the faster they can begin building relationships with customers. This enables quicker 

engagement, understanding of customer needs, and establishing trust, which is essential for 

business growth and the company strategy. By starting work quickly, the new employee can 

shift his focus from adapting to the new environment to actively participating and adding 

value in his new role. In this way, new employees can positively influence the business and 

promote the achievement of the organization's goals.  

 

A delay in starting a new task can cause feelings of frustration and uncertainty for the new 

employee. Also, their underperformance can affect their self-confidence and motivation at 

work. Starting earlier helps them create a sense of belonging and accomplishment. Managers 

and supervisors are also affected by transition delays, as they have to manage the workload 

gap and ensure a smooth transition for the new employee. Quick familiarization gives 

managers the opportunity to focus on their own responsibilities and effectively support the 

integration of a new employee into the team. 

 

By sharing the new hire, the company long term goals and aspirations driving the company 

operations we provide them with a clear view of where the company is going and why. It 

also can be seen as a positive involvement of the employee, and they can get a sense of 

purpose. Also sharing mission statement can have similar effect to employees and can help 

employees to comprehend their role in achieving the company long term goals. Finally 

sharing the company values we create a shared sense of identity and help the employees with 

decision making. All these three values shared together can help to build a better and more 

positive workplace which can lead to longer employments and eventually company success.  

 

Active involvement of the new employees in things like strategic plan can bring fresh ideas 

from new hires previous experience and it can also be easier to detect if something is 

currently being done ineffectively or with low success rate. New employees have fresh eyes 

to see things and that is why asking their feedback and ideas can be very effective way to 

develop business. When involving employees like this they feel more motivated and valued 

inside the organisation. The figure 8 below answers the questions set in the beginning: 



32 

 

 

 

Figure 8. Research question 

 

To support a deeper understanding of personnel orientation, several different perspectives, 

which can affect the company's strategic success have been used in this work. An effective 

orientation process introduces and commits new employees to the company's principles, 

culture, and values, which serve as the basis for implementing the company's strategy. The 

studies showed that a well-planned induction process contributes to employee commitment 

and performance at work, as well as the company's long-term success.  

 

The employee perspective discussed in Chapter 3 offered a valuable insight into orientation 

and its impact from the employee's side. It is good to understand the challenges brought by 

a new job at the beginning, so that the orientation can be developed to be more employee 

What kind of 
impact 

orientation plays 
in company 

startegy

What does good personnel 
orientation consist of?

•Company adaptation, 
strategy and common goals 
presented

•Set milesones

•Introduction to the 
worplace as a whole

•Time to proper 
introduction to to work

What is orientation like from 
the employees' point of view?

•Can be seen as a stressful time 

•Time of colleagues and 
supervisors valuable to the 
adaptation

•Clear instructions and 
orientation plan required. The 
red string must be found.

How to approach 
orientation?

•Clear roles for 
stakeholders

•Orientation plan

•Involving employes in 
the oreintation: asking 
their needs, follow ups
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friendly. In the future, studies could concentrate on orientation in terms of its effectiveness 

in the strategy, for example, what different opportunities the use of digitalization brings to 

enhance orientation and how it could work in practice from both the employer's and the 

employee's side. Could for example general onboarding be done virtually at least partly, and 

how it would affect the satisfaction of employees and employers to the onboarding process. 
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