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Abstract: 

The goal of this research article is to find approaches to improve and personalize an introduction training 

programme. 

For doing study, the exploratory research design was adopted. The study included 30 new hires who 

received induction training in the month of June at a renowned offshore services company situated in 

India. The findings revealed that the new hires were generally pleased with the induction training 

programme. The new hires believed that the induction training will assist them in doing their duties 

efficiently. However, there were a few instances where minor tweaks may improve the value of the 

introduction training programme. 

This study investigates if differences in age and gender have an impact on how people perceive the 

induction training programme. It has been found through the medium of this research that, there is no 

association of gender with perception of new joiners towards work life balance and that there is a 

relationship between age and perception of attainment of professional goals of new joiners. 

Since global firms devote significant sums of time and money training their new employees, the greater 

understanding of the process results in improved effectiveness of induction training programs. 
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Introduction 

Induction training is provided by the company to new workers to aid them in adjusting to their new job 

tasks and becoming comfortable with their new work environment and the people that work around 

them. This form of training also covers the fundamentals of the company and its services, as well as the 

new employee's function in the workplace, specifically the organisation.. 

The goal of this research study is to establish the value of induction training, as well as to identify 

strategies to improve and adapt an induction training programme and to take the appropriate action. 

Theoretical Framework 

According to TPI-Theory, induction training should include the development of both theoretical and 

practical abilities. In addition to these skills requirements, according to TPI-Theory, induction should 

also address other worker needs, notably, the interaction needs that exist among new employees through 

the essential socialization processes leading to employee retention.  

 

Putting the TPI-concepts theory's into practice 

According to Alvenfors, the induction process should be able to incorporate not only the development of 

theoretical and practical abilities, but also the meeting of the new employees' interaction demands. 

mailto:megha_nanhe@rediffmail.com
mailto:shubhananhe85@gmail.com


BioGecko                                         Vol 12 Issue 01 2023                                                                                                                                                 

ISSN NO: 2230-5807 

 
 

266 
A Journal for New Zealand Herpetology 
 

Induction programmes vary in length and content depending on the organization's policies. As a result, 

it's critical to determine which training approaches are most appropriate for new employees in order to 

assist them in adjusting to the organisation as a whole and capturing the framework of what they need to 

do. 

Induction training is critical for every firm since it allows a new hire to progress within the organisation 

while also motivating him or her. 

It instils in the employee a greater sense of confidence in their ability to advance. A new recruit learns 

about the company's employment philosophy, physical work environment, employee rights, employee 

responsibilities, organisation, culture, and values, as well as important business operations, during 

induction. A new employee should be culturally compatible with the company. Interaction at this period 

impacts a person's attitude toward work, as well as their motivation levels. It is impossible to 

overestimate the value of induction. 

Attrition rates can be reduced via induction programmes. When a person joins a new organisation, the 

initial impression is crucial, and how one interacts with these newcomers has a significant impact on 

how they perform their jobs afterwards. Employees who got a successful induction were found to be 

more engaged than those who received an induction that was assessed as below average. 

In circumstances where the induction is not done with enthusiasm, the concept of quitting the 

organisation arises early on. A good induction will better equip an individual to compete in a fiercely 

competitive market, which will have a direct impact on early performance and hence motivation. True, 

good induction alone does not prevent attrition, but it does play a significant impact. 

 

Review of Literature 

Klein and Weaver (Klein & Weaver, 2000) One of the most prevalent types of corporate training 

programmes is induction training. According to previous study, most firms use some type of induction to 

help new employees become acquainted with their jobs (Wesson & Gogus, 2005). When studying the 

literature on induction programmes, one is impressed by how much of it appears in popular magazines 

and how the benefits of such programmes are asserted but not empirically verified. 

Induction (or onboarding in the United States of America [USA]) is the process of bringing together the 

people, procedures, and technology required to maximise the impact of a new recruit on business 

outcomes (Snell, 2006). Induction programmes can take the form of formal training, informal induction 

by coworkers and supervisors, or a combination of the two (Klein & Weaver, 2000). 

 

These programmes can also differ depending on the new employee's employment level and the number 

of programme activities (Wesson & Gogus, 2005). According to Mestre, Stainer, and Stainer (1997), the 

fundamental goal of induction is to reduce new employees' worry or anxiety about settling into a job or 

doing well. 

Induction programmes have been shown to be beneficial by a number of researchers. New employees are 

particularly vulnerable during the first few weeks of employment, according to Butler (2008), Wells 

(2005), and Wesson and Gogus (2005), and poor induction greatly increases the probability of turnover 

in this group. As a result, it's critical for a company to have a system in place to capitalise on early 

optimism and imprint the employer's brand of how the company operates (Derven, 2008). 

 

The first hundred days of a new employee's career are often crucial in determining whether or not he or 

she will assimilate and succeed in the organisation (Fritz & Vonderfecht, 2007). 

According to Snell (2006), induction has considerable benefits for firms, including a reduction in the 

time it takes new employees to acclimate to their new workplace (Ragsdale & Mueller, 2005) and reach 

full working capability (Brodie, 2006; Derven, 2008). 

Induction programmes that are successful can also save money (Cooper-Thomas & Anderson, 2006). A 

good induction programme could lower the indirect costs of a newly hired executive's early departure 

(Wells, 2005) or labour turnover (Derven, 2008; Friedman, 2006). The direct cost of an induction 
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programme, on the other hand, could be decreased by automating the procedure (Butler, 2008). 

 

Not only do induction programmes benefit firms, but they also benefit employees. Induction, according 

to Derven (2008), confirms a new employee's decision to join the company and develops a sense of 

belonging. During one of the most stressful moments in their professional lives, a well-organized 

induction programme will assist employees in dealing with anxiety by providing them with coping 

methods such as goal setting and planning (Wanous & Reichers, 2000). Induction programmes can help 

employees settle in faster and feel more at ease in the workplace by lowering insecurity and anxiety 

(Dodds & Verest, 2002; Ragsdale & Mueller, 2005). These good feelings may lead to higher levels of 

satisfaction among new employees (Sussman, 2005), which could contribute to more productive 

employees who feel like they belong (D'Aurizio, 2007). 

 

Customer satisfaction can be improved by putting new employees through an induction programme that 

is personalised to provide the assistance they need to avoid burnout during their first few months on the 

job (D'Aurizio, 2007). Customer satisfaction rates for new staff at a large UK energy company increased 

to 80% after implementing such an induction programme, according to Pollitt (2007). 

Induction programmes provide a company with both practical and financial benefits as well as emotional 

benefits for its personnel. Companies that can shorten the time it takes to integrate new employees will 

gain a competitive edge since employees will be able to reach their full productivity sooner, have higher 

morale, and be more likely to stay in the same position (Moscato, 2005). 

One can wonder if the benefits indicated in the research are related to specific programme activities. 

According to the literature on induction programme activities, content, procedure, support, and follow-

up are the four categories of advantages (D'Aurizio, 2007; Wanous & Reichers, 2000). 

Induction programmes should include sessions for follow-up and assessment of new employee progress 

beyond the first day of employment (Fritz & Vonderfecht, 2007; 

 

(2007, Hamilton). This is an excellent method for assessing the induction programme. Early in their 

organisational careers, meetings with new employees could be held at critical milestones (D'Aurizio, 

2007). These discussions should also take place informally in a social setting, as this facilitates 

networking and constructive criticism in a relaxed setting. This is an excellent method for assessing the 

induction programme. Managers can use the follow-up process to see if there are enough resources to 

allow for employee integration, if there are any political barriers to professional socialisation, if mentor 

support is appropriate, and, finally, what the new employee's training needs are (Friedman, 2006). The 

data acquired through such a follow-up approach will help to improve the programme. 

 

Need of study 

The research article explains how to appreciate the impact of induction training on new hires and how 

these new hires perceive the training they have received. 

 

Statement of Problem: 

The current study looked at new hires' attitudes toward Induction Training and how they differed by age 

and gender. 

1) Is there a difference in how newcomers are seen based on their age and gender? 

2) Is there a link between these variables and their impact on the induction programme for new 

employees? 

 

Objectives of the Paper 

1. Research into new employee induction training. 

2. Determine the impact of induction training on new employees. 

3. Determine how new hires feel about induction training according on their age, gender, and 
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relationship. 

 

Hypotheses 

1) Null Hypothesis (H0): There is no link between gender and new hires' perceptions of work-life 

balance. 

Alternative Hypothesis (H1): There is a link between gender and newcomers' perceptions of work-life 

balance. 

2) Null Hypothesis (H0): There is no link between age and new joiners' perceptions of achieving 

professional goals. 

Alternative Hypothesis (H1): There is a link between age and new joiners' perceptions of achieving 

professional goals. 

 

Research Design 

This is essentially an exploratory study aimed at determining the impact of induction training based on 

employee perceptions. 

The study is purely exploratory in nature. The sample size was 30 people, and the data was collected 

over a five-week period. 

The population consists of new employees who began working for the chosen organisation in June. 

The researchers utilised a non-probability sampling strategy for their study, with convenience sampling 

taken into account. 

MS Excel and SPSS were used to analyse the data, and one-way Anova and t-tests were applied. 

Data Analysis and Interpretation 

The induction training will assist new hires in performing their duties efficiently. 

Options No. of New hires 

Strongly Agree 20 

Agree 5 

Neutral 2 

Disagree 4 

Strongly Disagree 3 

 

Table 1.1 

 
Fig- 1.1 
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Source : Primary data obtained by distribution and collection of questionnaire . 

• The new joiners believe that they will now be able to give their best to the organization, as they are 

now aware, of all the HR policies and aspects of the organization, which will affect their job. 

 

 

Options No. of New Hires 

Strongly Agree 21 

Agree 6 

Neutral 2 

Disagree 4 

Strongly Disagree 2 

Table 1.2 

 

 
Fig-1.2 

Source : Primary data obtained by distribution and collection of questionnaire. 

 

Hypotheses Testing: 

(H0):There is no link between gender and new hires' perceptions of work-life balance. 

(H1): There is a link between gender and newcomers' perceptions of work-life balance. 

 

 

Group Statistics Gender N Mean Std. 

Deviation 

Std. Error 

Mean 

Work 

Life 

Male 12 2.68 1.504 .457 

Female 20 2.17 1.427 .329 

Table-2.1 
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One-way ANOVA 

Professional Aims 

 

 Sum of Squares df Mean 

Square 

F Sig. 

Between Groups 8.178 2 8.177 4.440 .046 

Within Groups 51.570 29 1.900   

Total 60.168 30    

Table-2.3 

 

The data obtained is interval scale data; hence, One-Way ANOVA which is a parametric test has been 

used. 

One-Way ANOVA has been selected as there are more than two means. The observed significance level, 

0.046 islessthan0.05hencenullhypothesisis rejected. Therefore, there is a relationship between age and 

perception of attainment of professional goals of new hires. 

 

Discussions 

The new hires said the induction training helped them accomplish their jobs more efficiently. The new 

hires claimed that they would now be able to offer their all to the company because they were now aware 

of all of the company's HR regulations and factors that would affect their work. As a result, it has been 

proven that an induction training programme is necessary since it promotes employee comfort and helps 

them believe that they will be able to do their jobs efficiently. 

There is no link between gender and new hires' perceptions of work-life balance. As a result, both 

genders experience work-life balance in the same way. 

There is no link between gender and new hires' perceptions of work-life balance. As a result, both 

genders experience work-life balance in the same way. 

There is a link between new joiners' age and their perspective of achieving their professional goals. As a 

result, the induction programme can be provided in a way that appeals to all age groups, allowing all 

new hires, regardless of age, to believe that they can achieve their professional goals at the chosen 

business. 

 

Results 

An organization's need for an induction programme is critical, as induction plays a critical role not only 

in assisting new employees in acclimating to the company's work culture, but also in keeping them for a 

longer period of time, according to literature on the subject. As a result, it can be concluded that 

induction training has a significant impact on new employees. 

It was discovered that there is no link between gender and new hires' perceptions of work-life balance. 

As a result, both genders see work-life balance in the same way, and customization is not possible on 

this front. 

There is a link between new joiners' age and their perspective of achieving their professional goals. 

As a result, personalization is possible in this scenario, and induction training will be more effective if 

the needs of different age groups are met precisely. It will help them believe that via the use of an unique 

and more successful induction training programme, they would be able to attain their professional goals. 

 

Conclusion 

The goal of doing this study has been met. Induction training, it can be argued, has a big impact on new 

hires and plays a vital part in defining their value to the organization. Because there is a link between age 

and new employees' perceptions of their ability to achieve their professional goals, induction training can 

be tailored to meet their needs. 
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Scope for future research 

Now that the research objectives have been completed, there is room for more research, such as finding 

links between other characteristics such as learning and its impact on new joiner performance, and 

understanding of policies and systems and their impact on increasing productivity. This might be useful 

for practitioners, academicians, and industry managers, as well as trainers, while doing research and 

evaluating results in order to improve efficiency and effectiveness. 
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