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Onboarding Process Analysis and Improvement
	In general, recruitment is one of the key business operations as it involves the selection and integration of the right individuals into the workforce, Onboarding is a vital aspect of the process and it involves integrating new employees into a business. In other words, it is about familiarizing new employees with the business. It is necessary for the onboarding process to be effective. Otherwise, new employees may find it challenging to adapt to the environment and work within the workplace. It is also possible that new employees may be confused and unable to deliver the required outcomes.
Purpose of the Report
	The purpose of this report is to discuss and shed light on the findings of interviews, surveys, and observations performed at (Enter Company Name) regarding its onboarding and selection process. In addition, this report is also aimed at highlighting how the identified issues and challenges can be addressed and resolved before they can transform into bigger problems for the company. It will allow the business to ensure that the root of the problems can be traced and addressed and the onboarding process itself is improved effectively without experiencing significant difficulties or problems.
Procedure
	It is important to note that to assess and evaluate the onboarding process at (Enter Company Name), interviews, surveys, and observations were performed within the business. Employees were considered and their feedback was analyzed and assessed. The use of these research methods helped significantly in ensuring that adequate qualitative data would be acquired that would offer critical insights into the process and issues prevalent within the organization. In addition, these methods were considered and used for the acquisition of qualitative data over several weeks. Therefore, comprehensive data has been obtained regarding the onboarding process within the business (Armstrong & Taylor, 2020).
Problems
	The analysis of the data acquired from the research methods reveals that the onboarding process is ineffective within the business. In fact, the onboarding process is unable to deliver the required outcomes and results. The key challenges that are identified using the collection and analysis of data are the lack of clear objectives and insufficient training resources in the current system (DeCenzo, Robbins, & Verhulst, 2016). The data attests that both of these challenges are prevalent within the onboarding process and there is a critical need to overcome them. Otherwise, it would not be possible to ensure that the onboarding process is improved and it is able to effectively integrate new individuals or employees within the business. 
Implications of Problems
	The challenge of lack of clear objectives means that the current onboarding process does not offer employees with a clear comprehension of their responsibilities, roles, and even overall expectations. Since the onboarding process itself does not have clear, it is unable to accomplish these goals. Consequently, employees are not offered comprehensive guidance and counselling regarding their roles and what tasks they need to manage. As a result of this challenge, employee productivity is reduced to a significant extent. For instance, it is highly possible that employees might find it challenging to perform their tasks and operations in an efficient manner if they are not sure about their tasks and operations (Gary, 2011).
	In addition to it, due to the presence of this challenge, it is highly possible that employees may be feeling increased stress. For instance, unclear goals and objectives are capable of leading to increased stress and anxiety among new hires. It is capable of influencing their overall job satisfaction to a significant extent. Other than these effects, the challenge can also result in an increased turnover. For instance, employees might become disengaged or distressed if they feel that they are not really contributing to the performance of the workforce due to unclear goals, which can potentially lead to higher rates of turnover. In case there are high turnovers of employees, it can cause the business to bear significant costs within the market. 
	Another challenge identified within the onboarding process is concerned with insufficient training resources. It means that the current onboarding training program is not really equipped with the required support systems, materials, or human resources that are required for adequately training new employees and workers. Even though it may not appear to be a significant challenge, it can have some serious consequences for the business. For instance, it can lead to gaps in skills (Mathis, Jackson, Valentine, & Meglich, 2017). When there are inadequate training resources in place, it can cause employees to lack in knowledge and skills that are required for the management and completion of duties associated with their roles in the workplace.
	In addition to it, the challenge is also capable of resulting in an extended learning curve. For instance, in the absence of proper training resources, it might take longer for new employees and workers to actually become proficient in their different positions. It can undoubtedly delay their contribution to the firm to a significant extent. Not to mention, when insufficient training is offered to employees, it can cause a negative perception to be developed about the company culture and commitment to the development of employees, which can serve to influence the employer brand. 
	There is no doubt that a well-structured and comprehensive onboarding process with sufficient training resources and clear goals and objectives contributes a lot to both employee engagement and satisfaction. Other than that, a streamlined onboarding process plays a vital role in assisting new hires to become more productive quickly and positively influencing the overall efficiency of the company. On the other hand, when it comes to retention rates, a positive onboarding experience is associated with higher rates of retention because employees and workers who generally feel prepared and supported are likely to stay within the business. It conveys that there is a critical need for the business to ensure that these challenges are overcome before they can adversely influence the positioning and performance of the business in the market. 
Recommendations
	To address the challenges being faced, there are a number of recommendations that can be considered and used. The very first recommendation is concerned with the clarification of objectives. For instance, comprehensive onboarding materials need to be developed that clearly outline the objectives, responsibilities, and role of the new employee. It can typically involve key performance indicators, job descriptions, and information about the company culture and team structures within the workplace (Noe, Hollenbeck, Gerhart, & Wright, 2016). It will ensure that confusion regarding roles and positions is addressed adequately.
	In addition to it, new employees can be provided with a welcome kit that involves essential information about the organizational structure, values, and mission of the company. It can help them significantly in aligning with the goals of the company from the very beginning. Actually, both new and existing employees can be involved in the process to ensure that their feedback is incorporated into the process of creating a new welcome kit for new employees. Other than these measures, it is possible for the management to hold interactive sessions within the workplace. For instance, interactive sessions can be considered during the process of onboarding where new employees engage and collaborate with colleagues and team leaders to acquire a more comprehensive understanding of the expectations and objectives of the company.
	Meanwhile, when it comes to the second challenge of insufficient training materials, it can be addressed by designing structured training programs that are capable of covering both specific job-related skills and general company policies. The training can be segregated into different manageable modules and activities for the facilitation of effective learning for new employees. In addition to it, it is also possible to offer access to workshops, online learning platforms, and training courses to support ongoing development and learning for new employees. It can involve different skill-building programs and industry-specific certifications. Not to mention, mentorship programs can be established which involve pairing new employees with various experienced employees. It can involve offering valuable guidance, insights, and support systems during the initial or primary stages of employment.
	In addition to it, feedback mechanisms can be implemented to ensure that new employees are effectively integrated into the business. For instance, regular check-ins can be implemented. It can help acquire feedback from new employees regarding their onboarding experience. It is possible to do it through focus group discussions, surveys, and one-on-one meetings. Iterative improvements can also be considered to ensure that the challenges are addressed and employees are integrated into the business adequately. For instance, the acquired feedback can be used to make continuous improvements to the process of onboarding. It actually demonstrates a commitment to the satisfaction of employees and a willingness to change and adapt in real-time (Sokkar, 2018).
	Other than these strategies, it is also possible that new employees may be involved in the process by seeking or acquiring their input on what worked and what could be further improved. It would help to not only improve the onboarding process but also make employees feel heard and valued to a significant extent. Other than these recommendations and strategies, it is also possible for the management to consider using continuous learning opportunities for new hires. For instance, cross-functional training can be offered to broaden and enhance the skills of employees. It involves the enhancement of their capabilities and the promotion of collaboration across various departments within the company. It is also possible for the management to ensure that sessions or platforms are implemented where employees and workers can share their experiences and knowledge regarding onboarding, which can serve to foster a culture of continuous collaboration and learning within the business (Sun & Bunchapattanasakda, 2019).
Conclusion
[bookmark: _GoBack]	Overall, it can be said that (Enter Company Name) is faced with two critical challenges related to its onboarding process. These two challenges are the lack of clear objectives and insufficient training resources. Actually, these two challenges have been identified through the use of three different research methods including observations, interviews, and surveys. The collected or acquired data was assessed comprehensively, which revealed that these challenges are currently being faced and persist in the onboarding process of the company. There is a need to ensure that these two challenges are addressed effectively before they can become bigger problems and adversely influence the performance and efficiency of the business in the market.
	As it has been explained above, there are a number of strategies that can be considered and implemented to ensure that the identified issues are resolved. First, the objectives can be clarified. It is possible to develop detailed onboarding materials, create a welcome kit, and even arrange different interactive sessions for new hires or employees within the business. Second, the existing training resources can be enhanced to a significant extent. For instance, structured training programs can be created and access can be offered to different learning platforms. It is also possible that mentorship programs may be offered to employees to ensure that the desired results are achieved and the onboarding process is improved.
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