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DEVELOPMENT OF THE ONBOARDING AND PERSONNEL
ADAPTATION CONCEPTS

Abstract. The article attempts to distinguish between the concepts of
"adaptation” and "onboarding", which are currently used either together or as
identical in the modern scientific literature on HR management. On the basis of
studying the definitions of adaptation, an attempt is made to identify its historical
origin as a category that involves the adaptation of a person and their activities to
the internal or external environment. The author considers the definition of
professional adaptation, i.e. the process of adaptation of a new employee to a new
position, team, and enterprise. Four stages of professional adaptation of a person are
distinguished, in which only the third and fourth stages are directly related to
employment at a new enterprise. The third stage involves joining the team, adapting
to the work schedule, organization of work, social and psychological relationships
in the group; mastering professional skills specific to a particular institution;
internalization of the organization's values and norms; the fourth stage involves
horizontal and vertical mobility within the enterprise, between enterprises and
professions; and the adaptee's entry into the continuous professional growth and
professional creativity system. Based on the study of the concept of “onboarding”, a
conclusion is made that this process is most concerned with the socialization of a
new employee, i.e., their onboarding through mastering the norms and rules of the
corporate culture. The main tasks of onboarding are defined, which once again
confirms the more social role of this process in the enterprise. The author generalizes
the conclusion that adaptation and onboarding are not identical concepts, there is a
difference between them. The author's opinion is that onboarding can be considered
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a part of adaptation, which differs in taking into account the personal characteristics
and individual qualities of a new employee and is aimed at optimizing the process
in psychological terms.

Keywords: adaptation, personnel adaptation, professional adaptation,
onboarding, HR management.
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PO3BUTOK INOHATH OHBOPJIUHIY TA AJANTAIIILI
HEPCOHAJY

AHoTanist. Y cTtarTi 3po0ieHo crpolOy pO3MEXYBAaTH MOHATTS «afamnTallis
Ta «OHOOPAMHTY, SIKI B Cy4acHIM HayKoBiH Jiteparypi 3 HR-meHexMeHTy Hapasi
BXKMBAIOThCA a00 pa3oM, abo0 AK TOTOXHI. Ha miArpyHTI BHBUEHHS BHU3HAYE€Hb
ajanTaiii 3po0JIeHO cipoOy BUSBUTH ii OUIBII TaBHE TOXOHKCHHS K KaTETropii, sKa
nependavyae MPUCTOCYBAHHS JIFOAUHH, ii JISUTBHOCTI /IO MOAPAa3HUKIB BHYTPIITHEOTO
YW 30BHIIIHBOIO cepefoBuIla. Po3rissHyTO BUM3HAueHHS NpogeciifHoi axanTanii,
TOOTO MPOILECY MPUCTOCYBAHHS HOBOTO IMpAaIliBHUKA 10 HOBOi OCAU, KOJIEKTHUBY,
nianpueMcTBa. Buokpemieno dorupu eranu npodeciifHoi amganTaiiii JIOAUHU, B
AKIA JIUIIE TPETIN 1 YeTBEPTUM eTamu 0e3M0CcepeIHbO CTOCYIOThCS BXOJKEHHS 0
HOBOTO mianpueMcTBa. Ha TperboMy erami BiJOyBa€TbCs BXOKEHHS B KOJIEKTHB,
MPUCTOCYBAHHA JI0  PEKHMY, opraHizamii Tpari, COI[iaTbHO-TICUXOJIOTTYHUX
B3aEMHUH Yy TpyMi; OBOJIOAIHHS HpO(i)CClI/IHI/IMI/I HAaBUYKAMH, XapaKTEPHUMHU IS
NEBHOI YCTAaHOBHU; IHTEPIOpH3aIlisl KyJIbTyp 1 HOPM OpTaHi3ailii; YeTBEepTHii eTaml —
TOPU30HTaJbHA Ta BEPTUKAJIbHA MOOUTHHICTH yCEPEIWHI MiANPUEMCTBA, MIXK
HiIpUEMCTBAMU 1 IpodecisiMU; BXOJDKEHHS aJanTaHTa y CUCTEMY HENepepBHOTO
npodeciiiHoro 3poctaHHs Ta mpodeciiHoi TBopuocTi. IpyHTyHOYHMCH Ha
JOCITIDKCHHI TIOHATTS «OHOOPJHMHI» 3pO0JICHO BHCHOBOK, IO IIEH Mpolec
HaWOIIbIIEe CTOCYETHCS COIliaiizaiii HOBOro IpalliBHMKA, TOOTO HOTO BBEJICHHS B
mocaay depe3 OMaHyBaHHS HOPM 1 MPaBWJ KOPIOPATHBHOI KyJIbTypH. Bu3zHaueHo
OCHOBHI 3aBJaHHsI OHOOPJIMHTY, 11O 11I€ Pa3 MIATBEPIAKYIOTh OUIBII COLIAIBHY POJIb
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[[bOT'O IPOLECY Ha MIJIPUEMCTBI. ¥Y3arajabHEHO BUCHOBOK PO T€, L0 ajanTaiis 1
OHOOPJIMHT HE € TOTOKHUMHU MOHATTAMHU, M)XK HUMU 1CHY€ p13HULA. [[yMKOIO aBTOpa
€ Te, 1[0 OHOOPIMHT MOKHA BBaYKATH YACTHHOIO aJanTallii, IKUi Ma€ BIAMIHHICTD Y
BpaxyBaHHs OCOOMCTICHMX XapaKTePUCTUK Ta 1HIUBIIYyAIbHUX SKOCTEH HOBOTO
NpaliBHUKA, CIPSIMOBAHUI HA ONTUMI3ALIiIO MTPOLECY B ICUXOJIOTTYHOMY BITHOLICHHI.

KurouoBi cioBa: ananraiis, aganTaiis nepcoHainy, npogeciiiia ajanraris,
oHOopauHT, HR-MeHEeHKMEHT.

Statement of the problem. In modern HR-management, the concepts of
onboarding and adaptation are simultaneously used, in particular, putting an "equal"
sign between them. However these concepts differ in essence and tasks, which
causes misunderstandings between practical managers and scientists, creating the
problem of establishing a definitional apparatus. Understanding the difference
between onboarding and adaptation is becoming increasingly relevant in modern
conditions, distinguishing between tools, methods, ways of onboarding and
adaptation in practice.

Analysis of recent researches and published papers. Problems of
adaptation of personnel at the enterprise and its impact on the efficiency of personnel
In various aspects were considered in scientific publications by Yu.V. Myroshnychenko,
A.V. Lobenko, V.O. Krushelnytska, B.S. Onopriichuk, A.V. Kyslov, N.G. Nychkalo,
A.V. Cherkaskiy, O.V. Kharchyshina, L.V. Balabanova, O.V. Sardak, O.O. Getman,
N.V. Petrenchuk and many other authors.

The purpose of the article is to study theoretical approaches to adaptation
and onboarding in order to develop concepts to provide effective tools and methods
for their practical implementation.

Statement of basic materials. Personnel adaptation according to
V.0. Krushelnytska is the process of adapting employees to the conditions of the
external and internal environment; mutual adaptation of the employee and the
conditions of the organization, based on the gradual development of new
professional, social and organizational working conditions [1].

Balabanova L.V. interprets the concept of personnel adaptation as a two-way
process. On the one hand, the fact that a person has started working in a new
enterprise is their conscious choice based on a certain motivation for the decision
made and responsibility for this decision. On the other hand, the enterprise also
assumes certain obligations by hiring an employee [2, p. 255].

It should be noted that the category of "adaptation™ has been applied to human
activities, including professional ones, for quite some time. For the first time, the
category of "adaptation™ was introduced into the scientific literature by G. Aubert in
1865, which he defined as a change in the sensitivity of analyzers under the influence
of external stimuli [3]. However, the idea of adapting a person and their activities to
the internal and external environment almost does not change under the influence of
time and the emergence of new research.

N. G. Nychkalo considers the professional adaptation of the individual as a
kind of social in the unity of value-normative, psychophysiological, activity and
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socio-psychological aspects, which are interrelated and define four main stages of
human adaptation to professional activity, in particular:

Stage 1 — formation of basic psychophysical, moral and intellectual potential
necessary for effective professional activity; vocational guidance of students, and
youth; pre-professional training;

Stage 2 — search for the most suitable jobs, taking into account personal labour
potential and the situation on the labour market; professional selection by employers
of applicants for certain jobs; conclusion of an employment agreement regulating
working conditions at the workplace.

Stage 3 — joining the team, adapting to the schedule, organizing work, social
and psychological relationships in the group; mastering professional skills
characteristic of a particular institution; internalization of cultures and norms of the
organization;

Stage 4 — horizontal and vertical mobility within the enterprise, between
enterprises and professions; the entry of the adaptant into the system of continuous
professional growth and professional creativity [4].

As you can see, even professional adaptation, as a term, covers not only the
process of adapting an employee to a new workplace but is much broader, starting
from the formation of ideas about the future profession, and its search.

The effectiveness of professional adaptation, and in our opinion, its
effectiveness lies in optimizing the period of adaptation of the employee to the new
workplace, may be affected by the following factors (Fig. 1).

"Correctness" of the Enterprise size
employee
Efficiency of the

adaptation process

| T

Moral and psychological Difficulty and Employee Personality
climate, the state of responsibility of Characteristics
corporate culture the position

Fig. 1. Factors influencing the efficiency of adaptation of the enterprises
personnel

One of the most important (primary) factors is the correct hiring, that is, the
HR managers' search for the optimal candidate for a certain position. This depends
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on their professional level and shortens the adaptation period. It is equally important
to formalize the relationship between the employer and the employee, since in large
enterprises, with too formalized adaptation processes, this can take a long time, and
in small enterprises, with an informal corporate culture, blurred norms and rules, this
also leads to inefficiency of the adaptation process.

Consequently, the effectiveness of adaptation depends on many factors that
can be taken into account both at the stage of recruitment and at the stage of direct
adaptation of employees.

We consider it appropriate to note that onboarding literally means in English
"welcome on board", in our opinion, it is necessary to distinguish between these two
concepts, since the name of the onboarding process does not include such an
important component as adaptation, but only takes into account the process,
boarding, acceptance, hiring an employee into a new team, enterprise. Although the
definitions of the concept manifest the characteristics of adaptation: induction into
office, acquaintance with a new enterprise and team, which involves the adaptation
of both parties to each other, we did not find a clear description in the name and
content of the concept.

Onboarding is a process of formal and informal procedures for hiring a new
employee, which begins with the signing of a job offer and can last up to 1 year in
the company, depending on the corporate culture [5].

Onboarding or organizational socialization is an American term for a
mechanism by which new employees gain the necessary knowledge, skills, and
behaviours to become effective members of an organization and insiders [6]. In the
United States, up to 25% of employees are new to the organization involved in the
onboarding process.

Professionals who created the Ukrainian product for HR-management,
HURMA, argue that onboarding is the process of getting acquainted with the
corporate culture, the approaches adopted in the company to solve problems and
build effective interaction with the team [7].

In our opinion, even from such a short list of the concepts definitions of
"adaptation” and "onboarding", it can be concluded that adaptation is a more
significant process, which includes not only acquaintance, the introduction of a new
employee into the team, but onboarding is rather a socio-professional adaptation,
that is, part of the professional adaptation of the enterprise's personnel.

Considering the tasks of onboarding, one can again notice the focus of this
process on the development of the corporate culture of the enterprise, its internal
rules and regulations, formal and informal, by the new employee.

The main tasks of onboarding include:

- providing the newcomer with all the necessary document templates and
conducting enrollment in the staff in accordance with the law and without stress for
the new employee;
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- providing the newcomer with all the necessary information about their new
position, job description, and documents from the knowledge base directly related
to him;

- familiarization with the work of theirs department and with colleagues;

- creation of conditions for easy passage of the probationary period, if any;

- attracting a new employee to work and setting goals for the near future;

- foundation for trusting working relationships, strengthening the employer's
brand,

- acquaintance with the corporate culture and values of the company.

Conclusions. The study of the theoretical foundations of the processes of
adaptation and onboarding makes it possible to assert the need to distinguish
between these two concepts. First, based on a chronological factor, which gives
grounds to consider adaptation as a more ancient term, and onboarding as a newer,
modern, but still not identical one. Secondly, the scale of adaptation has been proven
to be deeper, since it includes not only organizational and social components but
also some others. Thirdly, onboarding, as can be seen from its definitions, tasks and
stages, is mostly aimed at introducing a new employee to the essence of the position,
explaining the corporate culture, and taking into account their personal
characteristics and qualities. It can even be argued that adaptation is a more formal
process of adapting a new employee to the enterprise, and onboarding is aimed at
the least stressful and taking into account individual characteristics, the way of
admitting a new employee to the enterprise team.

Understanding the differences in these two concepts gives grounds for HR
managers to apply adaptation or onboarding tools, naming them accordingly, which
will lead to more effective business communication and increase the efficiency of
enterprises.
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